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he word leadership evokes many
connotations;  administration,
instruction, transportation, and
service delivery are likely to
be salient thoughts. In the United States
as well as other countries, personalised
learning is not a concept that is likely to
immediately jump to mind, unless one is
referring to special education. With re-
sults driven accountability now appearing
in general education policy documents
(Every Student Succeeds Act (ESSA),
2015), the expectation is for more per-
sonalised learning rather than the status
quo. Educational accountability demands
leaders be equipped not only with the pre-
requisite knowledge necessary to support
instructional practices but they must also
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be equipped with the necessary leader-
ship skills in order to play a critical role
in introducing, and guiding policies that
support the success of all students. This
discussion examines: how leadership roles
and functions; professional leadership be-
haviors and standards; the relationship
of leading to learning support; improved
instructional practices and personalised
learning contribute, to the transformation
of the education mission.

Leadership roles and behaviors

“Leadership is like beauty - it is hard to
define, but you know it when you see it”
(Bennis (1989) in Hoy & Miskel, 2001,
p-392). Often the words leader or leader-
ship denote role or positon. For example,

the context for head teachers in the Unit-
ed Kingdom (UK) can vary ranging from
leading one school to being responsible
for leading more than one school. The
titles also vary. Head teacher can be syn-
onymous with principal, executive, asso-
ciate, and co-head teacher. In the United
States (US) leadership positions can vary
by student populations and position with-
in the system

The types of leadership knowl-
edge needed to address the develop-
ment of highly qualified leaders ex-
tend beyond the mastery of basic
competencies. Murphy (2001) recom-
mended that the field of educational lead-
ership be re-cultured by highlighting “the
centrality of learning, teaching, and school
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improvement within the role of the school administrator” (p. 15).
While the centrality of learning, teaching, and school improve-
ment is important, leaders also must be equipped with the skills
necessary to transform and elevate all divisions of an organisa-
tion. Hersey, Blanchard, and Johnson (2012) posited that lead-
ership is situational, i.e., leadership is task-relevant, and leaders
who possess the capacity to set high but attainable goals, are
willing and able to take responsibility, and have acquired the rel-
evant qualifications will most likely experience success influenc-
ing the ones they are charged with leading. Leaders must be ver-
satile to accomplish these goals. Situational leadership provides
an over-arching umbrella for more discrete forms of leadership
that represent targeted leadership options that offer versatility for
moving organisations in a new direction.

~ Transactional leadership essentially involves carrying out the
day-to day tasks that leaves a sense of accomplishment based on
a checklist (Barnett & McCormick, 2004; Bolger, 2001; Bryman,
1992; Burns, 1978; Leithwood & Jantzi, 2000; Mitchell & Tuck-
er, 1992). Transactional leaders employ the use of contingency
reward structures to implement education reform initiatives
aligned with goals and objects.

Instructional leadership is characterised by the interactions of
curriculum, Curriculum content, scope, sequence, and delivery
in relation to the educational mission, expectations for student
learning, monitoring of student achievement, and provision of
safe school environments characterises instructional leadership.
Instructional leadership is tied to closely structured curricu-
lum accountability and learning outcomes, making for a close
alliance with transactional leadership (Ashton & Duncan, 2012;
Carver, 2012; Hallinger, 2003, 2005).

Transformational leaders inspire others to transcend per-
sonal interests and to develop and adopt an inclusive vision and
mission aligned with organisational policies. Transformational
leadership conjures images of the charismatic leaders, who exert
influence through inspiration and motivation (Hallinger, 2003;
Leithwood, 2001; Leithwood & Jantzi, 2006). Distributed lead-
ership fundamentally differs from “distributing or delegating®
forms of leadership. Distributed leadership utilises the exper-
tise that is based on a common set of values held by the lead-
ership team within an organisation (Billingsley, 2011; Elmore,
2000; Gronn, 2000; Lee & Hallinger, 2012; Hulpia, Devos, & Van
Keer, 2011; Mascall, Leithwood, Straus, & Sacks, 2008; Sheppard,
Hurley, & Dibbon, 2010; Spillane, Halverson, & Diamond, 2004;
Spillane & Harris, 2008; Wallace, 2002). Laissez-faire leadership,
in contrast to distributed leadership, favors hands-off behaviors
with little connection to teams or the larger organisation (Lewin,
Lippitt & White, 1939; Webb, 2007; Sadler, 2003; Bass, 1985).

Collaborative leadership need not be distributed as individu-
als may not have the opportunity to exercise leadership in regard
to school based decision-making or functioning. Collaboration
involves voluntary participation, joint work, and interdepen-
dence within group activity around group goals. Although there
exists no single, agreed upon, formal definition of collaborative
leadership, several important components have been identified
as characteristic of collaborative practice: (a) common goals
(Cook & Friend, 1991; Welch & Sheridan, 1995); (b) joint work
or interdependence (Gray, 1989; Little, 1990; Welch & Sheri-
dan); (c) parity (Cole & Knowles, 1993; Cook & Friend; Welch
& Sheridan); and (d) voluntary participation (Cook & Friend;
Hargreaves, 1994; Slater, 2004).
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Because behavior change is slow and relies on opportunities for
practice and reinforcement, professional standards are one
mechanism for facilitating movement along the

leadership continuum

Relational leadership is one of several emerging feminist
approaches to leadership (Komives, Lucas, & McMahon, 2007;
MclIntosh, 2011; Regan & Brooks, 1995). The relational lead-
er values the experience and perspectives of others and works
to understand people through dialogue. Power is shared and
strengthened through relationships.

Although leaders may have an affinity for particular leader-
ship behaviors due to individual constitutions and dispositions,
Hersey, et al. (2012) and Darling-Hammond, LaPointe, Meyer-
son, Orr, and Cohen (2007) suggest that leaders grow as they
gain experience and that born leaders are rare. Research has
shown that acquisition of leadership skills is dynamic and most
likely to follow a developmental continuum rather than being
limited to a specific role (Garand, 2014; Mosley, Boscardin, &
Wells, 2014; Provost, Boscardin, & Wells, 2010; Schulze, 2014;
Tudryn, Boscardin, & Wells, 2016). The dynamic process that
emerged from the aforementioned studies is one of novice lead-
ers maturing from transactional/instructional leaders who value
goals, accountability, and outcomes, to veteran transformational/
distributed/collaborative leaders who value multiple leadership
styles and developing a whole school leadership culture that val-
ues collegiality, administrative support, and high levels of open
communication. As leaders grow knowledge and skill sets con-
tinue to grow, increasing range and repertoire. Because behavior
change is slow and relies on opportunities for practice and rein-
forcement, professional standards are one mechanism for facili-
tating movement along the leadership continuum.

Role of professional leadership standards
Why professional leadership standards? Linda Darling-Hammond
wrote, High —performing principals are not just born, but can be made
(Darling-Hammond, LaPointe, Meyerson, Orr, & Cohen, 2007, In-
troductory Note). This statement as applied to all leaders provides
rationale for professional leadership standards. Depending on the
location standards range from simply defining roles to serve as
measures of professional competency. Leadership standards are de-
signed to improve instruction and increase student outcomes (Cen-
tre of Study for Policies and Practices in Education, 2013).
Rigorous leadership preparation and field-based experiences
shape our professional identities through signature pedagogies
(Schulman, 2005). According to Schulman, signature pedagogies
are forms of instruction that come to mind when thinking about
the preparation of members of particular professions. Profession-
al education according to Schulman is not education for under-
standing alone; it is preparation for accomplished and responsible
practice in the service of others. It is preparation for work where
competency is marked by the awarding of a license or certificate.
Professional standards must measure up to not just the academy,
but also to the demands of the profession. After initial induction,
professional identities continue to develop through the dissemina-
tion of formal and informal support, guidance, knowledge, strat-
egies, and direction throughout careers. Professional preparation,
experiences, and development provide tools that enhance the abil-
ity to lead and greatly influence successes.
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Although standards have been used to combat low quality and
extend opportunity (Porter, 1993), their use was not intended to
be at the expense of higher levels of professional practice and
accountability (Darling-Hammond, 1989). Recently, standards
have been used to define criteria for assessments and to guide
leader hiring practices. Standards affirm and lend perspective to
the knowledge and skills necessary to be effective educational
leaders that support personalised instruction. While education-
al leadership standards are only one mechanism for helping to
better understand how leadership influences instructional prac-
tices and student learning, they serve as links to accountability
(Boscardin & Lashley, 2012). The standards-based accountability
reform movement has captured imaginations about the possibili-
ties for linking leading, teaching, and learning.

The content of leadership standards transcend national
boundaries. The Australian Professional Standard for Principals
and the Leadership Profiles was developed through the Austra-
lian Institute for Teaching and School Leadership (2014). The
Standard which reflects the complexity of the role and shared
visions, is an integrated model that recognises three leadership
requirements within five areas of professional practice. The com-
panion validated Leadership Profiles detail each of the leadership
requirements and professional practices. As stated in the report,
“The most effective leaders see learning as central to their profes-
sional lives” (p. 3). The goal of the Standard and Profiles is to em-
power leaders to develop and support teaching so to maximise
student learning.

The Standard emphasises operational, relational, strategic,
and systemic forms of leadership. The Profiles emanate from
these four foci and follow a proficiency continuum, much like
that the continuum supported by the research on perceived ap-
proaches to leadership. The over-arching goal is one of produc-
ing high quality learning, teaching, and schooling that results in
successful learners, confident individuals, and active informed
citizens.

The National Standards of Excellence for Head teachers
(2015) in the UK influence the work of school administrators
and head teachers. The governance arrangements to which head
teachers are accountable depend on the characteristics of the
school or schools. Six key characteristics are embedded within
the following four ‘Excellence As Standard’ domains for the UK
head teachers:

« Qualities and Knowledge

« Pupils and Staff

+ Systems and Process

« The Self-Improving School System.

The Australian and UK standard domains have much in com-
mon with the 2015 US Professional Standards for Educational
Leaders; that embody a research- and practice-based under-
standing of the relationship between educational leadership and
student learning. The Professional Standards for Educational
Leaders emphasise improved learning, achievement, develop-
ment, and well-being of each student. The following 2015 Stan-
dards are integral to student success:

Mission, Vision, and Core Values

Ethics and Professional Norms

Equity and Cultural Responsiveness
Curriculum, Instruction and Assessment
Community of Care and Support for Students
Professional Capacity of School Personnel

Oy U W o~

7 Professional Community for Teachers and Staff

8 Meaningful Engagement of Families and Community
9 Operations and Management

10 School Improvement.

In practice, these domains reflect interdependent domains.
Qualities and values of leadership work within the following
three related clusters: (1) Curriculum, Instruction and Assess-
ment, and Community of Care and Support for Students, (2)
Professional Capacity of School Personnel, Professional Com-
munity for Teachers and Staff, Meaningful Engagement of Fam-
ilies and Community, and Operations and Management, and (3)
Mission, Vision and Core Values, Ethics and Professional Norms,
and Equity and Cultural Responsiveness. These all fall within the
domain of School Improvement that propels each student to aca-
demic and personal success. These leadership attributes grew out
of a theory of how educational leader practice influences student
achievement.

The how of leadership is easier to objectively measure than
the why. Effective leadership often resides in the values and mo-
tivations of leaders. Behaviour, disposition and belief comple-
ment their knowledge and skill. Attitudes, values, and beliefs are
demonstrated through both verbal and non-verbal behaviors.
Dispositions include demonstration of being growth-oriented,
collaborative, innovative, analytical, ethical, perseverant, reflec-
tive, and equity-minded. While it is important for novice leaders
build to mastery of the standards, it is essential that educational
organisations be led by leaders that possess appropriate beliefs
and attitudes.

The leadership standards previously discussed offer implicit
support for personalised learning. Much can be gleaned from
the US 2012 Council for Exceptional Children (CEC) Admin-
istrator of Special Education Standards that explicitly support
personalised learning. The Administrator of Special Education
standards are aligned with the CEC seven major preparation
standards of assessment. The specialty set for administrators of
special education consists of 38 knowledge statements and 45
skill statements in addition to the 26 advanced key elements lo-
cated within one of the seven standards are based on empirical
research, disciplined inquiry, informed theory, and the wisdom
of practice.

Table 1 illustrates how the domains of the various sets of
leadership standards align with each other. For example, only
the CEC standards dedicate a specific domain to Research and
Inquiry, though other standards have embedded references to
this domain. The Australian Leading Teaching and Learning
domain is an amalgamation of the CEC Assessment/Evaluation
and Curricular Content Knowledge domains. The UK Self-Im-
proving School Systems domain traverses the CEC Research
and Inquiry, Leadership and Policy, and Collaboration domains.
These observed similarities and differences among the various
standards are confirmed through an analysis of principal leader-
ship standards performed by Weinstein, Mufioz, and Marfén for
the Organization for Economic Co-operation and Development
(Centre of Study for Policies and Practices in Education, 2013).

Two primary types of leadership standards emerged across
the sets of leadership standards Weinstein, et al. analysed for the
Centre of Study for Policies and Practices in Education (2013) :
functional and behavioral. Functional standard domains repre-
sent the ability or skills necessary to establish a mission, gener-
ate organisational conditions, create harmony within the school,
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Table 1: Side by side comparison of education leadership standards.

Administrators of Special
Education at the Advanced
Level (2012)

US Professional Standards for
Educational Leaders (2015)

Australian Standard and
Profiles (2014)

United Kingdom

National Standards of
Excellence for Head teachers
(2015)

- Assessment/Evaluation

- Curriculum, Instruction, and
Assessment

- Leading Teaching and Learning

- Curricular Content Knowledge

- Curriculum, Instruction, and
Assessment

- Leading Teaching and Learning

- Qualities and Knowledge

- Program, Services, and
Outcomes

- Professional Capacity of School
Personnel

- Leading Improvement,
Innovation, and Change

- Systems and Process

- Operations and Management

-Leading Management of the
School

- Research and Inquiry

- The Self-Improving School
System

- Mission, Vision, and Core Values
- School Improvement

- Leadership and Policy

- Vision and Values - The Self-Improving School

System

- Ethics and Professional Norms
- Equity and Cultural
Responsiveness

- Professional and Ethical Practice

- Developing Self and Others - Pupils and Staff

- Collaboration - Community Care and Support
for Students

- Professional Community for
Teachers and Staff

- Meaningful Engagement of

Families and Community

- The Self-improving School
System

- Personal Qualities, Social, and
Interpersonal Skills

- Engaging and Waorking with the
Community

develop self and others, and manage pedagogy. The behavioral
realms represent leadership processes, approaches, and disposi-
tions such as flexible management for change, communication,
values, and linking theory to practice.

So why has not more attention been given to personalised learn-
ing outside of the CEC 2012 standards? According to the McK-
insey report (2007), leaders in high performing school systems
devote approximately 80% of their time to improving instruction,
and devising ways to better motivate and develop the instructional
capacities of teachers. Greater school autonomy is linked to higher
expectations for increasing student outcomes (Centre of Study for
Policies and Practices in Education, 2013). Higher expectations
lead to being asked to do more. The often exponential increase
in duties and responsibilities makes it almost impossible to give
student learning priority (Pont, Nusche, & Moorman, 2008), let
alone personalised student learning, making it all that much more
challenging to link leading to learning,

Linking leadership to learning
Research linking various aspects of leadership to all aspects of
education that influence student learning is gaining traction in
contemporary leadership research (Boscardin, 2007; Leithwood,
et al.). As Leithwood, Louis, Anderson, and Wahlstrom (2004)
note though, “leadership is second only to classroom instruction
among all school-related factors that contribute to what students
learn at school” (p. 3). More and more educational organisations
are considering new ways to evaluate the connection between
leadership behaviors and student achievement (Leithwood, et al,
2004; Waters, Marzano, & McNulty, 2003).
Leithwood, et al. (2004) stated, “Students
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learn when

educational leaders foster safe, caring and supportive school learn-
ing communities and promote rigorous curricula, instructional
and assessment systems. This work requires educational leaders to
build and strengthen a network of organizational supports—the
professional capacity of teachers and staff, the professional com-
munity in which they learn and work, family and community en-
gagement, and effective, efficient management and operations of
the school. In all of their work, educational leaders are driven by
the school’s mission, vision, and core values. They are called to act
ethically and with professional integrity. And they promote equity
and cultural responsiveness. Finally, educationally effective leaders
believe their school can always be better. To realize their schools’ vi-
sions of student learning and stay true to their schools’ core values,
educational leaders subject every realm of the school to improve-
ment, including themselves and their own work. They are tenacious
change agents who are creative, inspirational and willing to weath-
er the potential risks, uncertainties and political fall-out to make
their schools places where each student thrives” (p. 4).

Combining leadership domains (functions) with approaches
(behaviors and dispositions) to leadership with findings from the
literature (Boscardin, 2011; Boscardin, McCarthy, & Delgado,

| 2009; Crockett, 2011; Crockett, Becker, & Quinn, 2009; Murphy,

2001; O’Brien, 2006; Waters, et al., 2003), is one way to further
expand the leadership paradigm. Boscardin, McCarthy, and
Delgado (2009), Crockett (2011), Crockett, Becker, and Quinn
(2009), and O’Brien (2006) identified leadership dimensions and
evidenced-based leadership practices supporting special educa-
tion administration and leadership which by de facto supports
personalised learning. O'Brien (2006) conducted interviews with
64 participants across five countries; England, Scotland, North-
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Table 2: Characteristic leader actions depending on leadership domains and approaches to leadership.

Approaches to Leadership
Domain Areas Transactional Instructional Transformational | Distributed Collaborative Relational
Context for Uses contingency Uses identification, Focuses on the Ernphasises Emphasises shared Uses human
Leadership reward structures acquisition, common interests developing leadership, equal interactions to
to transact the allocation, of the group for “leaderful” partner-ships, support the vision
vision and mission coordination, and the purpose of organisations diverse input, and and mission of the
of the organisation. | social, material, elevating goals through interacting | improvement organisation.
and cultural and developing components, of professional
resources necessary | skills of group leaders, followers, knowledge and
to establish the members and and situations, from | practice.
conditions for creating intellectual | which leadership
the possibility stimulation to build | functions evolve.
of teaching and common under-
learning. standings and
shared values,
Leadership, Employs the use Uses school Communicates and | Utilises expertise Involves diverse Embraces the spirit
Policy, & School of contingency reform policies, to inspires a leadership | of personnel stakeholder groups | of laws, regulations,
Reform reward structures influence education | vision and mission to understand in identifying, and polices to
to implement instruction. o guide education and meet law and meeting inspire a leadership
education reform policies. and policy legal and policy vision.
initiatives aligned Intervenes when reguirements. requirements.
with laws and issues/complaints
regulations. arise.
Curriculum Aligns reward Develops Inspires others to Motivates othersto | Collaborates with Uses relationships to
Content structures with instructional transcend personal | initiate leadership diverse stakeholder | initiate instructional
Knowledge instructional programs that interests and roles, encourages groups to develop programs aligned
program are aligned with to develop and risk-taking, provides | instructional that promote
requirements and curriculum goals. adopt inclusive material help, and programs. innovative teaching
standards. organisational goals | allows sufficient and learning.
Identifies practices aligned with the freedom for people
aimed at serving curriculum. to initiate and
learning needs of Clarifies reasons implement.
all students and for implementing
requires staff to strategies, and
implement them. provides useful
assistance for
setting short-term
goals for teaching
and learning.
Program Defines program Defines the Develops programs | Motivates Involves diverse Collaborates and
Developmentand | requirements and program vision and supports teachers to initiate stakeholder groups | consults with those
Organisation requires personnel and program teachers' ability leadership roles, in developing individuals or groups
to meet them. requirements. to innovate and encourages risk- programs. involved in the
adapt Instructional taking, provides program planning
practices. material help, and and implementa-
allows sufficient tion.
freedom for people
to initiate and
implerment.
Economic Uses contingency Manages resources | Distributes Invokes the Collaborates Involves staff
& resource reward structures and allocates them resources expertise of with diverse in resource
Management to allocate and in alignment with according to the leaders, followers, stakeholder groups | management and
manage resources instructional needs. | vision and mission and situations to in identifying budget building and
to identified areas of the organisation. | allocate resources and allocating prioritisation.
of need. to support resources.
programs.
Research & Identifies empirical Builds a repository Interprets empirical | Utilises the Various Builds research
Inquiry and evidence- of instructional and evidence- expertise of others | collaborative teams | networks to increase
based practices practices that have | based practices in identifying are formed to knowledge and data
that support been deemed as to accomplish the empirical and identify empirical sharing.
leadership scientifically based. | goals and mission evidence-based and evidence-
initiatives. of the organisation. | leadership based practices
initiatives to that advance the
address the mission | mission and goals
and goals of the of the organisation.
organisation.
10 AEL 38 (1)
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Approaches to Leadership

Development and
Ethical Practice

professional
development
requirements and

in classroom
practices, promotes
professional

high expectations
for work with
pupils, provides

in which teachers
learn from each
other, and provides

in group learning
and problem
solving (PLC's)

Domain Areas Transactional Instructional Transformational | Distributed Collaborative Relational
Assessment/ Utilises assessment/ | Supervises Utilises assessment/ | Utilises expertise Involves diverse Engages with
Evaluation outcome data, and evaluates outcome data, of personnel to stakeholder groups | colleagues using
and curriculum instruction, and curriculum evaluate programs. | in evaluating consultation,
standards to monitors student standards to programs. problem solving,
determine where progress. determine where and feedback
curriculum and curriculum and gathering
instructional instructional techniques.
changes need to be changes need to be
made, made.
Focuses on Focuses on
achieving required teachers achieving
standards. required standards
and going beyond
them.
Professional Defines Directly involved Demonstrates Creates a culture Colleagues engage | Interacts with

staff to identify
and implement
professional

organisational
status quo
regarding required
collaborative
practices.

create shared
responsibility for
student and school
SUCCESS.

collaboration in
order to build

a collaborative
culture,

collaboration
and team work in
order to establish
a collaborative
culture.

relationships as
main component
of leadership
practice,

contingent rewards. | development individual support opportunity and are part of development and
and provides to the teacher, for continuous organisational ethical practice
Maintains of the professional encourages the professional learning through needs.
organisational development use of new ideas development. the community of
status quo for aligned with school | for teaching, practice model.
professional vision, content, and | models a high level
development. curriculum. of professional
practice,
encourages
collaborative work
among staff,
Human Resource | Defines Promotes Demonstrates and Creates a culture Engages colleagues | Engages with
Development & professional professional communicates that emphasises in group learning colleagues using
Supervision development development that high expectations, developing and problem consultation,
requirements and is aligned with encourages new “leaderful” solving through problem solving,
contingent rewards. | the instruction-al ideas, models organisations communities and feedback
vision, content, and | a high level of through interacting | of practice and gathering
curriculum. professional components, professional techniques.
practice, and leaders, followers, learning
encourages and situations, in communities.
collaborative work | which provides
among staff. opportunity
for continuous
professional
development.
Collaboration Requires personnel | Engages the Creates structures Creates structures Fosters and utilises Fosters relationships
to maintain the community to to foster that foster diverse stakeholder | as main component

of leadership
practice.

Parent, Family,
& Community
Engagement

Requires the use
of contingency
rewards for
collaboration
among leaders.

Engages the
community to
create shared
responsibility
for teaching and
learning.

Builds productive
relationships

with parents,
family, and the
community. Fosters
collaboration
among community
leaders through
encouragement,
inspiration, and
support.

Creates structures
through interacting
components,
leaders, followers,
and situations, in
which provides
opportunity for that
foster collaboration
and team work in
order to establish

a collaborative
culture.

Fosters and utilises
diverse stakeholder
relationships as
main component
of leadership
practice.

Fosters relationships
as main component
of leadership
practice.
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Leadership functions will continue to evolve with the field of
educational leadership as new leadership behaviors emerge.
Professional standards and domains help to define
professional identities

ern Ireland, the United States, and Canada. From this research,
the following five themes emerged as being important to the field
of special education administration: (a) interpersonal, (b) per-
sonal, (c) educational, (d) organisational, and (e) strategic. The
interpersonal theme included effective communication, produc-
tive relationships, and inspiring others. The personal dimension
included professional values and ethics, personal strengths and
commitment to ongoing personal and professional development,
and decision-making and judgment. The educational domain in-
cluded pedagogical knowledge and application, building learning
communities, and an environment that maximises student learn-
ing. The organisational category included operating effectively
within a regulatory and organisational framework, management
of resources to achieve goals, and managing systems and process-
es. Lastly, in the strategic area, building school vision and culture,
strategic planning, building leadership, and advocacy were the
primary areas of interest.

In a study completed by Boscardin, McCarthy, and Delgado
(2009), experts helped to identify statements supported by the the-
oretical, empirical and conceptual research, and practice literature
that reflected evidence-based practices of administrators of special
education. The literature supported statements that represented
both the knowledge/cognitive foundations of the discipline and
the skills necessary to perform effectively in the role of an adminis-
trator of special education and complemented one of six domains:
(a) leadership and policy, (b) program development and organisa-
tion, (c) research and inquiry, (d) evaluation, (e) professional de-
velopment and ethical practice, and (f) collaboration.

Crockett, et al. (2009) reviewed and analyzed 474 abstracts
published in professional journals on the topic of special edu-
cation administration, over four decades. Eight themes were
identified, some of which have endured over time (e.g., law &
policy, roles & responsibilities in administrating special educa-
tion, leadership preparation & development, personnel training
& development, service delivery models) and others that were
emerging (e.g., school reform & student learning, communica-

tion & collaboration with stakeholders, technology). The result |

was nine domain areas that included: (a) leadership, policy, and
school reform, (b) economic and resource management, (c) con-
text for leadership, (d) instructional leadership, (e) evaluation of
educational programs and program outcomes, (f) research and
inquiry, (g) professional development and human resources, (h)
collaborative leadership, and (i) technology.

Like the previous studies, Murphy (2001) identified four con-
tent areas supported by the general education leadership litera-
ture as essential to restructuring the organisation of pre-service
administration programs: (a) developing caring and supportive
behaviors and dispositions; (b) acquiring knowledge of variables
influencing change; (c) encouraging collegiality and collabora-
tion; and (d) understanding the ethical and moral foundations of
leadership. Content offers a starting point but does not address
enacting acquired knowledge.

Waters, et al. (2003) identified 21 leadership responsibili-
ties that applied to all leaders and 66 associated practices that
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correlated with student achievement using a meta-analysis of 70
research studies covering a 30 year period. The twenty-one leader-
ship responsibilities were reassigned to seven broader categories: (a)
leadership, (b) ecological context, (c) instructional programming ,
(d) evaluation, (e) professional development and human resourc-
es, (f) collaboration, and (g) economic resource management. Each
of the twenty-one leadership responsibilities was associated with
knowledge and skills, strategies and tools, and resources.

Upon reviewing the domains generated from the standards
and literature reviews, eleven salient domain were identified
after eliminating the redundancies. Returning to the idea that
leadership is situational, Table 2 offers a menu of leadership ap-
proaches for enacting various functions/domains where the in-
teractions depend on the circumstances presented.

Similar to the Australian Leadership Profiles (2014) develop-
mental pathways for increasing leadership proficiency, this ta-
ble places transactional and instructional leadership (basic) in
close proximity and transformational, distributed, collaborative,
and relational leadership (advanced) in more distal positions.
As mentioned previously in the research, leaders progress from
transactional/instructional leadership approaches to transfor-
mational/distributed/ collaborative/relational leadership ap-
proaches as they mature (Garand, 2014; Hersey, et al, 2012;
Mosley, Boscardin, & Wells, 2014; Provost, Boscardin, & Wells,
2010; Schulze, 2014; Tudryn, Boscardin, & Wells, 2016). These
approaches to leadership across domain areas are emblematic of
and consistent with the complexities one would expect to find
with attenuated levels of personalised learning.

Summary

Leadership functions will continue to evolve with the field of ed-
ucational leadership as new leadership behaviors emerge. Profes-
sional standards and domains help to define professional identities
and contribute to the training and professional growth of aspirant,
new, and veteran leaders. Transforming leadership to support im-
proved instruction and personalised learning for all students, how-
ever, depends on the interaction between leadership standards,
domains, and functions with leadership behaviors, approaches
and dispositions. Relationships between leadership behaviors
and functions deserve closer empirical scrutiny to determine real
contributions to improved instruction and increased educational
outcomes not only at the school and district levels, but at the level
of personalised student learning. The challenge for leaders will be
to use their knowledge of leadership to strategically define leader-
ship missions that are in concert with goals for supporting proven
personalised learning for all students in their charge.
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