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Leadership Framework 
 

Leadership is a deliberate choice to respond to the needs of others, answering a calling to selflessly serve. 
Because every individual, adult or child, possesses the capacity to lead, the growth and development of 
people is among the highest callings of leadership. It is the responsibility of a leader to recognize and 
cultivate the potential in others, preparing and encouraging them to create their own legacies.  
 
Our Leadership Framework establishes a common vision among leaders and aligns our beliefs through six 
tenets:  Attitude and Responsibility, Mutual Respect, Growth Mindset, Knowledge and Skills, 
Communication, and Building Capacity. The 14 Leadership Practices transform our values into action. 
 
We believe that leaders possess the ability to forever alter the course of a life. This framework equips, 
challenges and inspires leaders as they accept this responsibility. 
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Tenets 
 

Attitude and Responsibility 
Leaders believe their attitude is the catalyst that affects personal behavior and the influence they have on 
others. Leaders are mindful of their strengths and weaknesses and accept the responsibility to utilize them 

as a service for positive change. 
 

Mutual Respect 
Leaders empower others to take risks necessary for growth and support an environment where mutual 

respect is evident. There is courteous regard for one another, allowing for honesty, trust and meaningful 
communication. Leaders value others, consider their ideas, and see mistakes as opportunities for 

correction, reflection and growth. 
 

Communication 
 Leaders are mindful that effective communication is more than an exchange of information and can 

contribute to shaping relationships and cultures where trust can thrive. Leaders utilize effective 
interpersonal skills when interacting with others.  

 
Growth Mindset 

Leaders embody a growth mindset: a belief that leadership qualities can be cultivated and honed through 
effort, learning, and reflection. Leaders believe in their own potential and the potential of others.  

 
Knowledge and Skills 

Leaders value learning and continually seek experiences to develop their skills. Every situation is viewed 
as a learning opportunity.  Leaders promote growth within their organizations by utilizing effective 

facilitation skills that allow for knowledge and meaning to be constructed and shared. 
 

Building Capacity 
Leaders seek qualities in others that can be developed and grown. They recognize that others have the 
potential to lead, regardless of title, experience or present skill set. Through feedback and coaching, 

leaders mentor, empower, build confidence, and provide opportunities to learn and lead. Leading is a 
shared endeavor. 
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Practices 

 

1.  Leaders model desired behaviors and attitudes. 
 

2. Leaders develop and nurture positive relationships. 
 

3. Leaders demonstrate mutual respect. 
 

4. Leaders listen empathetically with the intent to understand. 
 

5. Leaders employ effective interpersonal skills. 
 

6. Leaders reflect routinely with the purpose to refine, improve and grow. 
 

7. Leaders value learning and understand that it is infinite. 
 

8. Leaders internalize a set of core beliefs and values to positively influence others. 
 

9. Leaders establish a shared vision and make strategic decisions to actualize the vision. 
 

10.  Leaders establish, maintain and contribute to environments that are non-threatening. 
 

11.  Leaders value mistakes as an important part of the learning process. 
 

12.  Leaders provide fair, evidence-based, specific, and timely feedback. 
 

13.  Leaders recognize potential and invest in others. 
 

14.  Leaders validate others by recognizing progress and celebrating success. 
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 Practice #1: Leaders model desired behaviors and attitudes. 
 

“Exemplary leaders know that if they want to gain commitment and achieve the highest standards, they 
must be models of the behavior they expect of others.”  

(Kouzes & Posner, 2012, p.16) 
 
Practice in Action  

● Exercise professionalism. Use professional communication, be respectful in your interactions and 
dress professionally (Sitley, 2000) 

● Put yourself in the mindset of others. Try to understand where others are coming from (Johnson, 
2013) Be empathetic and compassionate towards others (Fredrickson, 2009) 

● Communicate with patience and respect (Knight, 2007) 
● Actively listen to others. Use eye contact and appropriate non-verbal communication (Knight, 

2007) 
● Demonstrate enthusiasm, as it is contagious (Kouzes & Posner, 2012). Enthusiasm is an outward 

demonstration of a positive attitude. Enthusiasm ignites passion in others (Kouzes & Posner, 
2012) 

● Talk about and prepare for the future optimistically (Kouzes & Posner, 2012). Be positive, 
upbeat, energetic and hopeful. 

● Establish procedures and expectations to eliminate confusion and create a community. Be 
consistent and follow through with your expectations and procedures (Wong, 1998) 

● Model punctuality, orderliness, and organization as these attributes ensure that you value and 
respect individuals (Sitley, 2000) 

● Refrain from using sarcasm. Sarcasm breaks trust and hinders relationships from forming (Beane, 
2010) 

● Assume responsibility for your own behaviors and understand that your choices determine 
consequences (Great Expectations, 2013) 

● View mistakes as an opportunity to grow and understand that mistakes do not define a person but 
should be thoughtfully reflected upon. Resiliency should be modeled and encouraged (Kouzes & 
Posner, 2011) 

● Take pride in completing work of high quality that aligns with organizational standards (Gallup, 
1999) 

● Lead by example; this is more effective than leading by demand (Kouzes & Posner, 2012) 
● Be a visible leader. Make time to show interest in others (Knight, 2007) 
● Demonstrate ethical behavior at all times (Covey, 1991) 
● Foster teamwork by establishing a culture of collaboration (Covey, 1991) 
● Model selflessness and servant leadership (Greenleaf, 2002). Talk less about yourself. Notice the 

needs of others and attend to those needs (Knight, 2007) 
● Make sure that the way you spend your time reflects what you value (Kouzes & Posner, 2012) 
● Keep your commitments and follow through with your promises (Kouzes & Posner, 2012) 
● Elevate what you and others are doing from a job to a “calling” (Kouzes & Posner, 2012). 

Leadership is more than merely having the skills and talent necessary to do a job. In leadership, 
one must have a sense of calling or passion. Leaders must have a passion for people. 

● Put yourself in new situations in order to grow (Kouzes & Posner, 2012) 
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● “Choose to believe that people can instead of they can’t. Assume people will rather than believing 
they won’t. Notice an individual’s potential more readily than their struggles. View others as 
assets rather than liabilities.” (Maxwell, 2011, p. 53)  

 
Supporting Evidence 
Beane, A. (2010). Teacher sarcasm. Encounter , 23 (4), 63-65. 
Covey, S. (1991). Principle-centered leadership . New York, NY: Simon & Schuster. 
Fredrickson, B. (2009). Teacher supervision and evaluation: Theory into practice  (3rd ed.). New York, NY:  
     Crown. 
Gallup (1999, May 17). Item 9: Doing quality work [Web log post]. Retrieved from  
     http://www.gallup.com/businessjournal/508/item-doing-quality-work.aspx 
Johnson, J. (2013). The human factor. Educational Leadership , 70 (7), 16-21. 
Knight, J. (2007). Instructional coaching: A partnership approach to improving instruction . Thousand Oaks,  
     CA: Corwin Press. 
Kouzes, J., & Posner, B. (2012). The leadership challenge: How to make extraordinary things happen in  
     organizations . San Francisco, CA: Jossey-Bass. 
Maxwell, J. C. (2011). The 5 levels of leadership: Proven steps to maximize your potential . New York, NY:  
     Center Street. 
Sitley, A. M. (2000). How to act professionally on the job. Career World , 29 (3), 15. 
Wong, H. K. (1998). The first days of school: How to be an effective teacher.  Mountainview, CA: Harry K.  
     Wong Publications 
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 Practice #2: Leaders develop and nurture positive relationships.  
 
“If we are to achieve a richer culture, rich in contrasting values, we must recognize the whole gamut of 
human potentialities and so weave a less arbitrary social fabric, one in which each diverse human gift 

will find a fitting place.”   -Margaret Mead 
 
Practice in Action 

● Express personal interest in others (Costa & Garmston, 2002) 
● Behave consistently with integrity (Costa & Garmston, 2002; Maxwell, 2011) 
● Build trust (Maxwell, 2011; Besli & Reddin, 2004) 
● Create team building activities that will grow the relationships within a group or team (Rohnke & 

Butler, 1995; Shoemaker & Sommers, 2001) 
● Find time to allow teammates to grow relationships (Maxwell, 2011; Rath & Conchie, 2008) 
● Make decisions based on strengths and values (Costa & Garmston, 2002) 
● Exhibit an open communication policy (Besli & Reddin, 2004) 
● Include people as part of the process; implement shared decision making, advisory, and shared 

leadership (Shoemaker & Sommers, 2001) 
● Model integrity (Costa & Garmston, 2002) 
● Have the ability to share another’s feeling or ideas (DeFour & Fullan, 2013) 
● Take responsibility for your own behaviors (Great Expectations, 2013) 

 
 

Besli, R., & Reddin, C. (2004). How leaders can communicate to build trust. Ivey Business Journal . Retrieved  
     November 9, 2015, from  
     http://iveybusinessjournal.com/publication/how-leaders-can-communicate-to-build-trust/  
Costa, A., & Garmston, R. (2002). Cognitive Coaching: A foundation for renaissance schools. Norwood,  
     Massachusetts: Christopher-Gordon. 
DuFour, R., & Fullen, M. (2013). Cultures built to last: Systemic PLCs at work. Bloomington, IN: Solution  
     Tree Press.  
Great Expectations Methodology Handbook  (4th ed.). (2013). Tahlequah, OK: Great Expectations  
     Foundation. 
Maxwell, J. (2011). 5 Levels of leadership . New York, NY: Hachette Book Group.  
Rath, T., & Conchie, B. (2008). Strengths based leadership: Great leaders, teams, and why people follow .  
     New York, New York: Gallup Press.  
Rohnke, K., Butler, S., & Adventure, I. (1995). QuickSilver: Adventure games, initiative problems, trust  
     activities, and a guide to effective leadership . Dubuque, Iowa: Kendall/Hunt Pub.  
Schumaker D., & Sommers W. (2001). Being a successful principal: Riding the wave of change without  
     drowning. Thousand Oaks, CA: Corwin Press, Inc. 
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 Practice #3: Leaders demonstrate mutual respect. 
 

“We cannot hope to influence any situation without respect for the complex network of people 
who contribute to our organizations.”   - Margaret Wheatley 

 
Practice in Action 

● Address others by his/her name (Great Expectations, 2013) 
● Use positive body language (smile, maintain eye contact) (Great Expectations, 2013) 
● Maintain respect, not just respecting because you are respected (Great Expectations, 2013) 
● Restate what people are saying in order to validate or clarify (Knight, 2007) 
● Be visible as a learner and as the leader support and respect other’s time and effort in learning 

through presence, support, and feedback (McEwan, 2003)  
● Model risk-taking, and growing and learning from mistakes (Kouzes & Posner, 2012) 
● Have a character of integrity that fosters positive relationships built on trust (Costa & Garmston, 

2002)  
● Seek to lead with your strengths; recognize the strengths in others (Rath & Conchie, 2008) 
● Foster other’s growth in a safe, respectful environment built on reciprocal respect through 

authentic feedback, reflection, and encouraging autonomy (Great Expectations, 2013) 
● Act interdependently (Costa & Garmston, 2002) 
● Exercise common courtesy with a goal towards mutual respect (Great Expectations, 2013) 
● Communicate, no matter the format, in a proactive, timely and respectful manner (Marzano, 

Waters, & McNulty, 2005) 
● Make people a part of the process; implement shared decision making, advisory, and shared 

leadership (Shoemaker & Sommers, 2001) 
● Take responsibility for your own behaviors (Great Expectations, 2013) 
● Be a visible leader. Make time to show interest in others (Knight, 2007) 

 
Besli, R., & Reddin, C. (2004). How leaders can communicate to build trust. Ivey Business Journal .  
     Retrieved November 9, 2015, from  
     http://iveybusinessjournal.com/publication/how-leaders-can-communicate-to-build-trust/  
Carol Dweck, 2008. Mindset: The new psychology of success. Ballantine Books, New York, New York. 
Costa, A., & Garmston, R. (2002). Cognitive Coaching: A foundation for renaissance schools. Norwood,  
     Massachusetts: Christopher-Gordon. 
Great Expectations Methodology Handbook  (4th ed.). (2013). Tahlequah, OK: Great Expectations Foundation. 
Kouzes, J. and Posner, B. (2012). The Leadership Challenge. San Francisco, CA: The Leadership Challenge. 
Knight, J. (2007). Instructional coaching: A partnership approach to improving instruction . Thousand Oaks,  
     CA: Corwin Press. 
Marzano, 2010. The Highly Engaged Classroom. Bloomington, IN: Marzano Research Laboratory. 
Marzano, Waters, & McNulty (2005). School leadership that works: From research to results. Alexandria, VA,  
     ASCD. 
McEwan, 2003). 10 traits of highly effective principals: From good to great performance. Thousand Oaks, CA: 
Corwin Press. 
Rath, T., & Conchie, B. (2008). Strengths based leadership: Great leaders, teams, and why people follow .  
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     New York, New York: Gallup Press.  
Schumaker D., & Sommers W. (2001). Being a successful principal: Riding the wave of change without  
     drowning. Thousand Oaks, CA: Corwin Press. 
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 Practice #4: Leaders listen empathetically with the intent to understand. 
 

“Empathetic listening gets inside another person’s frame of reference.  You look through it, you see the 
world the way they see the world...The essence of empathetic listening is not that you agree with 

someone; it’s that you fully, deeply, understand that person, emotionally as well as intellectually.” 
(Covey, 1989, p. 240) 

 
Practice in Action 

● Be accessible (Knight, 2007) 
● Enter a conversation with the commitment to listen, and be 100% present (Knight, 2007)  
● Seek first to understand, then to be understood (Covey, 1991) 
● Listen empathetically; this creates an atmosphere of caring and positive problem-solving (Covey, 

1989)  
● Assume that your conversation partners hold within them wisdom, knowledge, ideas, and gifts 

(Knight, 2007) 
● Be curious; ask open-ended and clarifying questions and use phrases such as, “What I’m hearing 

you say….” to seek understanding (Knight, 2007; Costa & Garmston, 1999; Patterson, 2002)  
● Validate others’ perspectives and value their contributions (Knight, 2007)  
● Listen without interrupting (Knight, 2007) 
● Respond with both the heart and mind; let others know that you hear what they say, see what they 

say, and feel what they say  (Maxwell, 2011) 
 
 

Costa, A. L. and Garmston, R. J.  (1999).  Cognitive coaching: a foundation for renaissance schools. Highlands  
     Ranch, CO: Center for Cognitive Coaching 
Covey, S.  The 7 Habits of Highly Effective People .  New York:  Simon, 1989 
Covey, S. (1991). Principle-centered leadership . New York, NY: Simon & Schuster. 
Knight, J. (2007). Instructional coaching: A partnership approach to improving instruction . Thousand Oaks,  
     CA: Corwin Press. 
Maxwell, J. (2011). 5 Levels of leadership . New York, NY: Hachette Book Group.  
Patterson, K. (2002) Crucial conversations: Tools for talking when stakes are high.   New York: McGraw-Hill. 
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 Practice #5: Leaders employ effective interpersonal skills. 
 

“Every message that people receive is filtered through the messenger who delivers it.”  -John Maxwell 
 
Practice in Action 

● Greet others and make introductions as needed (Great Expectations, 2013)  
● Learn people’s names, and use them whenever possible (Great Expectations, 2013) 
● Know your audience as fully as possible. Assess each situation, considering goals. Be intentional 

and prepared (Knight, 2007) 
● Speak kindly with others; encourage them (Great Expectations, 2013)  
● Be aware of verbal and nonverbal cues and their effects; remember that 55% of what we say is 

non-verbal, 38% is how we say it, and 7% is what words we use (Patterson 2002) 
○ verbal: pitch, volume, inflection, pace, word choice  
○ non-verbal:  posture, gesture, proximity, muscle tension, facial expression.  

● Evaluate the reaction of your audience to determine whether or not the intended message was 
received (Knight, 2007) 

● Utilize appropriate tools or mediums to provide timely and respectful communication.  Selection 
should be determined by the content, audience, objectives, and one’s personal strengths and 
weaknesses as a communicator.  (Snowden & Gorton, 2002) 

● Recognize and understand your own emotions and those with which you are communicating 
(Knight, 2007) 

● Be proactive instead of reactive (Covey, 1989) 
● Utilize wait time and probing questions to seek mutual agreement and validate others (Costa & 

Garmston, 1999) 
 
 

Great Expectations methodology handbook  (4th ed.). (2013). Tahlequah, OK: Great Expectations Foundation. 
Costa, A. L. and Garmston, R. J.  (1999).  Cognitive coaching: a foundation for renaissance schools. Highlands  
     Ranch, CO: Center for Cognitive Coaching. 
Covey, S. (1989) The 7 Habits of Highly Effective People .  New York: Simon. 
Knight, J. (2007). Instructional coaching: A partnership approach to improving instruction . Thousand Oaks,  
     CA: Corwin Press. 
Patterson, K. (2002) Crucial conversations: Tools for talking when stakes are high.   New York: McGraw-Hill. 
Snowden & Gordan (2002). School leadership and administration: Important concepts, case studies, &  
      simulations. New York, NY: McGraw-Hill. 
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 Practice #6: Leaders reflect routinely with the purpose to refine, improve and 
grow. 
 

“Learning happens in the quietest of moments”  - Dr. Beth Brockman 
 
Practice in Action 

● Understand that reflection is an invitation to make meaning (Wu & Chee-Kit, 2012) 
● Acknowledge that there is no such thing as a finished product. There is always room for 

improvement (Maxwell, 2007) 
● Appreciate the gift of reflection. Understand that it does take time and effort in order to genuinely 

reflect (Kennedy & Stonehouse, 2012) 
● Practice self-reflection. Examine your past experiences to determine areas in which you can 

improve and identify the support you need (Zimmerman, 2011) 
● Set aside time to personally reflect. Be intentional and make it a habit (Costa & Kallick, 2007) 
● Compare yourself against your own standards (Covey, 1991) 
● Always ask, “What’s new? What’s next? What’s better?” (Kouzes & Posner, 2012) 
● Be proactive and consider how new ideas can positively affect the future (Kouzes & Posner, 

2012) 
● Strive daily to become a better version of yourself (Kouzes & Posner, 2012) 
● Recognize that you have the freedom to choose your response to feedback (Glickman, Gordon & 

Ross-Gordon, 2014) 
● Set goals within reflection to assist you in personal accountability (Kouzes & Posner, 2012)  
● Understand that reflection is a humbling experience, but it is also a learning experience (Kouzes 

& Posner, 2012) 
● Ask for feedback. Use this feedback in order to help you reflect, refine, improve and grow 

(Kouzes & Posner, 2012) 
● Allow time for reflection in design of professional learning and coaching opportunities (Knight, 

2007). 
● Give others the freedom to consider ideas and reflect upon them. The beliefs you have adopted as 

a result of your reflection can not be imposed on another (Foote, 2015) 
● Honor reflection styles by allowing others to reflect in a way that is meaningful for them (Costa 

& Kallick, 2007; Knight, 2007) 
● Recognize that reflection is sometimes uncomfortable (Clark, 2004) 
● Take care of yourself. Remember that your emotional, spiritual, mental, physical, and social 

needs must be attended to in order to attend to others (Covey, 1991) 
● Reflect with purpose. Different situations require different types of reflection (Knight, 2007) 
● Reflect while in action. Reflecting within a current situation ensures effective assessment of self 

and others (Knight, 2007) 
● Reflect on action. Reflecting after a situation helps make decisions for improvement and further 

growth opportunities (Knight, 2007) 
 
 

Clark, R. (2004). The excellent 11: Qualities teacher and parents use to motivate, inspire, and educate  
     children.  New York, NY: Hyperion. 
Costa, A. L. & Kallick, B. (2000). Getting into the habit of reflection. Educational Leadership , 57(7), 60-62. 
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Covey, S. (1990). Principle-centered leadership . New York, NY: Simon & Schuster. 
Foote, L. (2015). Transformational learning: Reflections of an adult learning story. Adult Learning , 26 (2),  
     84-86. 
Glickman, C., Gordon, S. & Ross-Gordon, J. (2014). Supervision and instructional leadership: A developmental  
     approach (9th ed) . Boston, MA: Pearson Education 
Kennedy, A.  & Stonehouse, A. (2012). Reflective Practice. Retrieved from  
     http://www.education.vic.gov.au/Documents/childhood/providers/edcare/practiceguide8.PDF  
Knight, J. (2007). Instructional coaching: A partnership approach to improving instruction . Thousand Oaks, CA:  
     Corwin Press. 
Kouzes, J., & Posner, B. (2012). The leadership challenge: How to make extraordinary things happen in  
     organizations . San Francisco, CA: Jossey-Bass. 
Maxwell, J. C. (2007). The 21 irrefutable laws of leadership: Follow them and people will follow you  (10th  
     Annv. ed.). Nashville, TN: Thomas Nelson. 
Wu, L., & Chee-Kit, L. (2012). Agent prompts: Scaffolding for productive reflection in an intelligent learning  
     environment. Journal of Educational Technology & Society , 15 (1), 339-353. 
Zimmerman, J. (2011). Principals preparing for change: The importance of reflection and professional learning.  
     American Secondary Education , 39 (2), 107-114. 
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 Practice #7: Leaders value learning and understand that it is infinite. 
 

“The purpose of learning is growth, and our minds, unlike our bodies, can continue growing as we 
continue to live.”  -Mortimer Adler 

 
Practice in Action 

● Develop and contribute to a professional learning network (November, 2012)  
● Demonstrate and embody a growth mindset (Dweck, 2008) 
● Know that learning is a journey, not a destination (Dweck, 2008)  
● Understand that every situation is an opportunity for new learning (Miller, 2004) 
● Know that not everyone understands the way you learn or at the same pace (Willis, 2006) 
● Provide scaffolded opportunities that facilitate learning through pre-instruction, focused 

instruction, extending instruction, and deepening instruction (the sprinkle, splash, soak, drip, drip, 
drip model) (Rogers, 2013) 

● Build capacity through new experiences/opportunities (Willis, 2006)  
● Prioritize learning in order to respect other’s time and effort; visibility of the leader as a learner is 

essential (McEwan, 2003)  
● Seek opportunities to expand skill-sets through learning and increasing knowledge (Sousa, 2012) 
● Serves as a role model for continuous improvement in professional practice among colleagues 

(TEA, 2014, p. 11).  
 
 

Dweck, Carol (2008). Mindset: The new psychology of success. New York, NY: Ballantine Books. 
McEwan, 2003). 10 traits of highly effective principals: From good to great performance. Thousand Oaks, CA:  
     Corwin Press. 
Miller, John G. (2004).  QBQ: The Question behind the Question . New York: G.T. Putnam’s Sons. 
November, A. (2012). Who owns the Learning: Preparing students for success in the digital age.  Bloomington,  
     IN: Solution Tree. 
Rogers (2013). Teaching for excellence: Essential concepts, strategies, techniques, and processes for  
     ensuring performance excellence for all kids. Golden, CO: PEAK Learning Systems, Inc. 
Sousa, D. (2012). How the brain learns  (4th ed.). Thousand Oaks, Calif.: Corwin Press.  
TEA (2014) p. 11).  
 
Willis, J. (2006). Research-based strategies to ignite student learning: Insights from a neurologist and  
     classroom teacher . Alexandria, VA: Association for Supervision and Curriculum Development.  

 
 

 
  

CISD Leadership Framework -October 2016 14 
 



 Practice #8: Leaders internalize a set of core beliefs and values to positively 
influence others. 
 
“Before you can be a leader of others, you need to know clearly who you are and what your core values 

are.”  (Kouzes & Posner, 2011, p. 17) 
 
Practice in Action 

● Articulate the values that guide your decisions priorities and actions (Kouzes & Posner, 2011) 
● Help others articulate their “why” (Knight, 2007; Sinek, 2013) 
● Manage actions of self, taking measures to lead by example (Reese, n.d.) 
● Actively seek to provide a vision (Reese, n.d.) 
● Give appropriate praise often (Reese, n.d.) 
● Embody attributes of fairness and consistency with all (Reese, n.d.) 
● Demonstrate character by consistently displaying good work ethic (Reese, n.d.) 
● Keep commitments and take responsibility (Reese, n.d.) 
● Temper knowledge with good judgement and concern for others (Reese, n.d.) 
● Develop positive rapport with others by being open to listen; this builds mutual empathy, 

understanding, and ultimately trust (Reese, n.d.; Kouzes & Posner, 2012) 
● Respect differences among team members and other stakeholders (Dean, 2012) 

 
 

Knight, J. (2007). Instructional coaching: A partnership approach to improving instruction . Thousand Oaks, CA: 
Corwin Press. 
Kouzes, J., & Posner, B. (2012). The leadership challenge: How to make extraordinary things happen in  
     organizations . San Francisco, CA: Jossey-Bass. 
Goleman, D. (2013). Focus: The hidden driver of excellence . New York, NY: Bloomsbury. 
Reese, S. (n.d.). Great leaders have specific beliefs and core values. (2010, November 10). Retrieved November, 
2015, from https://cmoe.com/great-leaders-have-specific-beliefs-and-core-values/  
Dean, K. W. (2012). Values-based leadership: How our personal values impact the workplace. The Journal  
     of Values-Based Leadership , 1 (1), 9. 
Sinek, S. (2013). Start with the Why?  TedTalk 
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 Practice #9: Leaders establish a shared vision and make strategic decisions to 
actualize the vision. 
 
“When people understand how their actions connect with the actions of others, when a shared mindset is 
evident through a common language and the knowledge of what is working and why, when large numbers 
of people can both walk the talk and talk the walk - these are all signs that people realize that there is a 

system at work and they and others ARE the system.”  - Dufour and Fullan, 2013 
 
Practice in Action 

● Communicate the why (Sinek, 2009) 
● Create, communicate and practice guiding purposes (Kotter, 2012) 
● Create environments that promote brainstorming and dreaming out loud (Barron Stark, 2011) 
● Involve staff in a collaborative process for developing vision (Aguilar, 2014) 
● Define goals and strategy clearly (Bolman and Deal, 2008) 
● Clarify roles and responsibilities (Barron Stark, 2011) 
● Experiment with different approaches before deciding on what action plan to take (Elmore, 2013) 
● Prioritize when seeking solutions to struggles in order to decide which ones are immediate 

(Rosenzweig, 2013) 
● Begin with the end in mind when seeking solutions (Wiggins & McTighe, 2005) 
● Communicate vision to all stakeholders (Harris, 2013) 
● Ensure that individuals understand how their contributions help the leader and organization 

(Barron Stark, 2011) 
● Help others to see how their tasks fit into the big picture (Barron Stark, 2011) 
● Promote two-way communication in order to increase understanding for all stakeholders (Barron 

Stark, 2011) 
● Align and model actions consistently with the vision (Aguilar, 2014 Lipton, 2004) 
● Tie the “day’s events” back to the big picture (Aguilar, 2014) 
● Analyze and use data to augment strategy over time.  Use stakeholder feedback to review as 

needed (Hoard, 1992) 
● Be proactive, and consider how new ideas can positively affect the future (Kouzes & Posner, 

2012) 
● Always ask, “What’s new? What’s next? What’s better?” (Kouzes & Posner, 2012) 
● Promote a unified purpose and shared vision for the school to ensure equity of high expectations 

for all learners. (TEA, 2014, p. 14) 
● Engage the school community and stakeholders to promote and internalize the vision or Campus 

Improvement Plan (CIP) (TEA, 2014, p. 14) 
 
 

Aguilar, E. (2014, June 10) What Makes a Great School Leader? Retrieved from  
     http://www.edutopia.org/blog/qualities-of-great-school-leader-elena-aguilar  
Barron Stark, P. (2011, October 10). How to Communicate Your Vision Like Steve Jobs and the  
     Best-of-the-Best - Peter Barron Stark Companies. Retrieved from 
http://www.peterstark.com/communicate-vision-steve-jobs/  
Bolman, L., & Deal, T. (2008). Reframing organizations: Artistry, choice, and leadership (4th ed.). San  
     Francisco: Jossey-Bass. 
Collins, James C. and Jerry I. Porras. Built to Last: Successful Habits of Visionary Companies. First Paperback  
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 Practice #10: Leaders establish, maintain and contribute to environments that 
are non-threatening. 
 

“Leaders bring people together, creating an atmosphere where people understand that they have a 
shared fate and that they should treat others as they would like to be treated. Leaders make sure that 

everyone wins.”  - Kouzes & Posner 
 
Practice in Action 

● Value risk-taking (Kouzes & Posner, 2012) 
● Keep in mind people’s learning styles (Rogers, 2013) 
● Allow processing time before asking for input (Rogers, 2013; Costa & Garmston, 2005) 
● Refrain from using sarcasm (Great Expectations, 2013) 
● Create a sense of belonging by being inclusive of others (Rogers, 2013) 
● Value the uniqueness of others and their contributions (Marzano, Waters, & McNulty, 2005) 
● Recognize and comment on the effort of others (Dweck, 2008) 
● Make contact with every person in the room (Great Expectations, 2013) 
● Be aware of the culture and diversity within an organization or group of people (Gruenert & 

Whitaker, 2015) 
● Take responsibility for your own behaviors (Great Expectations, 2013) 
● Create multiple avenues of interaction (Snowden & Gorton, 2002) 
● Adjust and adapt the routines of the workplace for non-threatening conversations (Costa & 

Garmston, 2002; Kouzes & Posner, 2012) 
● Keep everyone safe (Great Expectations, 2013; Kouzes & Posner, 2012) 
● View mistakes as an opportunity to grow and understand that mistakes do not define a person but 

should be thoughtfully reflected upon. Resiliency should be modeled and encouraged (Kouzes & 
Posner, 2011) 

● Leverage capacity by building teams of community members to participate in and advocate for 
the school’s safe environment (TEA, 2014, p. 17) 

 
 

Carol Dweck, 2008. Mindset: The new psychology of success. Ballantine Books, New York, New  
     York. 
Costa, A., & Garmston, R. (2002). Cognitive Coaching: A foundation for renaissance schools.  
     Norwood, Massachusetts: Christopher-Gordon. 
Great Expectations Methodology Handbook  (4th ed.). (2013). Tahlequah, OK: Great Expectations  
     Foundation. 
Gruenert & Whitaker (2015). School culture rewired: How to define, assess, and transform it.  
     Alexandria, VA: ASCD.  
Kouzes, J. and Posner, B. (2012). The Leadership Challenge. San Francisco, CA: The Leadership  
     Challenge. 
Marzano (2010). The Highly Engaged Classroom. Bloomington, IN: Marzano Research Laboratory. 
Marzano, Waters, & McNulty (2005). School leadership that works: From research to results.  
     Alexandria, VA, ASCD. 
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 Practice #11: Leaders value mistakes as an important part of the learning 
process.   
 
“There is no doubt in my mind that there are many ways to be a winner, but there is really only one way 

to be a loser and that is to fail and not look beyond the failure.” -  Kyle Rote Jr. (from Maxwell) 
 
Practice in Action 

● Understand that mistakes are okay and inevitable (Dweck, 2006) 
● Acknowledge failure is not permanent (Dweck, 2006)  
● Recognize that response and action is more important than the mistake itself (Great Expectations, 

2013) 
● Fail often, but fail well by reflecting on the work (Babineaux & Krumboltz, 2013) 
● Create a safe environment by building trust and relationships so that dialogue can be encouraged 

(Great Expectations, 2013) 
● Encourage others to think of their mind as flexible (Dweck, 2006) 
● Empower others to create change by risk taking (Great Expectations, 2013) 
● Be persistent in the face of failure (Dweck, 2006) 
● Model working through problems so others can see them as an acceptable part of the process 

(Clifford, 2012) 
● Use immediate specific feedback to reduce frustration (Clifford, 2012) 
● Acknowledge that learning is nonlinear and takes time (Wiggins & McTighe, 2005) 
● Experiment as part of the learning process (Dweck, 2006) 
● Teach others to generate new strategies in the face of setbacks (Dweck, 2006) 
● Actively seek opportunities where you can face the limits of your skills and knowledge so that 

you can learn quickly (Babineaux & Krumboltz 2013) 
● Model and encourage resiliency and reflection (Kouzes & Posner, 2011) 
● Understand that success is a product of persistence over time (Duckworth, 2013; Shechtman, 

DeBarger, Dornsife, Rosier, & Yarnall, 2013). 
● Model and encourage others to exhibit the qualities of grit (Goodman & Miller, 2013) 

○ Goal-directedness (knowing where to go and how to get there) 
○ Motivation (having a strong will to achieve identified goals) 
○ Self-control (avoiding distractions and focusing on the task at hand) 
○ Positive mindset (embracing challenge and viewing failure as a learning opportunity) 
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 Practice #12: Leaders provide fair, evidenced-based, specific, and timely 
feedback. 
 

“Feedback is one of the most powerful influences on learning and achievement, but this impact can be 
either positive or negative.”  -Hattie & Timperley (2007)  

 
Practice in Action 

● Understand how people receive feedback and that it is a personal experience (Hattie, 2009) 
● Provide feedback that is connected to action/plan, should be open dialogue, partnership 

(Patterson, et.al, 2012) 
● Utilizing evidence to support feedback develops meaningful opportunities for growth (Hattie, 

2009) 
● Give consideration to the time in which feedback is given; feedback should occur while it is still 

relevant and there is still time for which to act (Brookhart, 2008) 
● Provide just the right amount of useful and accurate feedback that allows for an individual to 

know what they need to do next (Brookhart, 2008; Reeves, 2011)  
● Consider the most appropriate means in which to communicate the feedback: oral, written, or 

visual (Brookhart, 2008) 
● Understand that feedback is most effective when it is personalized for a specific audience 

(Brookhart, 2008; Reeves, 2011)  
● Utilize body language as a method to impart feedback (Kluger & DeNisi, 1996) 
● Allow for context and perspective (Patterson, et.al, 2012)  
● Maintain and model a culture of professional learning and improvement that supports frequent 

professional feedback (TEA, 2014, p. 29) 
 
 

Brookhart, Susan M. (2008). How to give effective feedback to your students.  Alexandria, Va.: Association for 
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     achievement . London: Routledge. 
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     the ACER Annual Conference: Using data to support learning, Melbourne, Australia 
Hattie, J., & Timperley, H. (2007). The power of feedback. Review of educational research , 77 (1),  
     81-112. 
Kluger, A. & DeNisi, A. (1996). The effect of feedback interventions on performance: A historical review,  
     a meta-analysis, and a preliminary feedback intervention theory. Psychology Bulletin . 
Knight, J. (2007). Instructional coaching: A partnership approach to improving instruction . Thousand  
     Oaks, CA: Corwin Press. 
Maxwell, J. (2011). 5 Levels of leadership . New York, NY: Hachette Book Group.  
Patterson, K., Grenny, J., McMillan, R., & Switzler, A. (2012). Crucial Conversations: Tools for talking  
     when stakes are high. New York, NY: McGraw-Hill. 
Reeves, D. (2011). Elements of Grading: A Guide to Effective Practice.  Bloomington, IN: Solution Tree 
      Press. 
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 Practice #13: Leaders recognize potential and invest in others. 
 

“Everyone, regardless of title or position, is encouraged to act like a leader…people don’t just believe 
that everyone can make a difference; they act in ways to develop and grow people’s talents, including 

their leadership capabilities”  (Kouzes & Posner, 2012, p.14) 
 
Practice in Action 

● Build capacity in others through coaching and mentoring (Knight, 2007) 
● Be available. Intentionally find time to devote to others (Kouzes & Posner, 2012) 
● Be trustworthy (Maxwell, 2007) 
● Extend trust to others first, even if they have not already extended it to you. Explicitly say “I trust 

you.” Say what you mean, and mean what you say (Kouzes & Posner, 2012) 
● Show people that you believe in them (Kouzes & Posner, 2012) 
● Make coaching a personal experience, responsive to the needs of others. This may require an 

adjustment to your mentoring style (Knight, 2007) 
● Encourage resiliency by focusing on the positive (Covey, 1991) 
● Recognize potential in yourself and in others (Covey, 1991) 
● Remember that everyone leads differently (Roth & Conchie, 2008) 
● Celebrate the differences, but unify the vision (Kouzes & Posner, 2012) 
● Listen, listen and listen some more. (Kouzes & Posner, 2012) 
● Put the interests and needs of others ahead of your own (Kouzes & Posner, 2012) 
● Spend time getting to know others. Learn about their passions and their hopes and dreams. Share 

information about yourself - your hopes, your strengths, your fears, your mistakes - the things that 
make you who you are (Kouzes & Posner, 2012). Be mindful to create a balanced conversation 
(Knight, 2007) 

● Show concern for the problems and aspirations others have. Take action when appropriate. 
(Kouzes & Posner, 2012) 

● Observe others to learn how to effectively encourage them. Tailor praise so that it is personal and 
meaningful (Kouzes & Posner, 2012) 

● Nurture the strengths and passions of others (Kouzes & Posner, 2012)  
● Build the self-esteem of others. Find their uniqueness. Give them power. Model what is desired. 

Create a sense of connectedness. (Clemes, 1981) 
● Connect with people in person. Stop by and visit them in their workspace. Find ways to meet with 

people face-to-face (Kouzes & Posner, 2012) 
● Find ways to make people feel powerful and in control of their circumstances (Kouzes & Posner, 

2012) 
● Encourage others to make their own meaning. Welcome questions and make yourself available to 

partner and support them as they seek answers, construct knowledge and establish personal 
beliefs (Knight, 2007) 

● Establish an environment based on trust where honest feedback is welcomed, given and received 
(Kouzes & Posner, 2012) 

● Provide opportunities for others to grow in leadership (Maxwell, 2011) 
● Find the right people. Put them in the right position. Equip them. Develop them. Empower them 

(Maxwell, 2003) 
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 Practice #14: Leaders validate others by recognizing progress and celebrating 
success. 
 
“Leadership is communicating to people their worth and potential so clearly that they come to 

see it in themselves.”  (Covey) 
 
Practice in Action 

● Let people know they are valued and appreciated.   (Maxwell, 2011) 
● Make saying “thank you” a natural part of your everyday behavior (Kouzes & Posner, 2012)  
● Make recognitions personalized and expressed from the heart.  (Kouzes & Posner, 2012)  
● Let the celebration of an improvement stand alone as it is counterproductive to state a celebration 

followed by “but…”  (Kegan & Lahey, 2001) 
● Find out the types of encouragement that make the difference to others, and recognize that not 

everyone prefers to be celebrated in the same way.  (Kouzes & Posner, 2012) 
● Celebrate the progress along the way, not just the outcome. (Kotter, 2012; Kouzes & Posner, 

2012) 
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