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Appendix B - INTERVIEW PROTOCOL 
Principal Interview Questions 

Participant:                              Date:                                        Place: 

Title: LEADING LADIES: A STUDY OF GENDER BIAS INFLUENCES ON LEADERSHIP 

STYLES FOR WOMEN WHO LEAD SECONDARY SCHOOLS 

The interview process will be divided into a series of four phases. Feel free to be as open 

and honest as possible, however, please omit any statements that compromise the confidentiality 

of your responses.    

Phase 1 - Rise to the Principalship 

1. When did you know you wanted to be a secondary principal, and why did you 

specifically choose this level? 

2. How would you define and effective secondary principal?   

Phase 2 - Gender Bias Experience 

1. Do you feel that most of your staff members subscribe to certain assumptions of an ideal 

secondary principal?  If so, what are they?  

2. Have you ever had a work-related experience where your gender was an underlying 

concern for someone (be it a staff member, a colleague or a supervisor)?  

3. At what point did you know you were being confronted with gender bias? Please detail 

the account. (Follow-up Question, as necessary) 

4. Were there any associated emotions to the gender bias experience that you can recall?  
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5. Do you believe the experience you have described could only happen to women? Why or 

why not? (Follow-up Question, as necessary) 

Phase 3 – Leadership Style  

1. Which leadership style do you subscribe to most (Transformational, Passive-Avoidant, 

Transactional, etc.)?  

2. How have your past experiences shaped your leadership style and can you provide 

examples of how you’re past experiences have shaped your leadership style?  

Phase 4 – Concluding Thoughts   

1. You were recently promoted to district director over the women in secondary leadership 

department.  During meeting one with the aspiring secondary principals, you are asked to 

provide some sage advice to the future secondary leaders, what would it be? 

2. Are there any additional points you would like to make? 
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Appendix C - QUESTION MATRIX 
 

 

Interview Question Matrix 

 

 

Research Question  Interview Questions 

 

 

What are the experiences of gender bias in the 

workplace with secondary female principals? 

1.1,1.2; 2.1, 2.2, 2.3, 2.4, 2.5,  

 

 

Which leadership style is most utilized most 

amongst women who lead secondary schools? 

2.4, 3.1, 3.2, 4.1 

 

 

Is the leadership style of the secondary 

principal influenced by gender bias 

experiences? 

2.1, 3.2, 4.1 
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Appendix D - MLQ 5X 
  Permission for Angela Coaxum-Young to reproduce 50 copies  

 within one year of July 30, 2016 

Multifactor Leadership QuestionnaireTM  

Instrument (Leader and Rater Form)   

and Scoring Guide  
(Form 5X-Short)  

  

  

  

by Bruce Avolio and Bernard Bass   

  

  

  

Published by Mind Garden, Inc.  

  

info@mindgarden.com   

www.mindgarden.com  

IMPORTANT NOTE TO LICENSEE 

   If you have purchased a license to reproduce or administer a fixed number of copies 

of an existing Mind Garden instrument, manual, or workbook, you agree that it is your 

legal responsibility to compensate the copyright holder of this work -- via payment to 
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Mind Garden – for reproduction or administration in any medium.  Reproduction 

includes all forms of physical or electronic administration including online 

survey, handheld survey devices, etc.   

   The copyright holder has agreed to grant a license to reproduce the specified 

number of copies of this document or instrument within one year from the date of 

purchase.  You agree that you or a person in your organization will be assigned 

to track the number of reproductions or administrations and will be responsible 

for compensating Mind Garden for any reproductions or administrations in 

excess of the number purchased.  

   

  

This instrument is covered by U.S. and international copyright laws as well as various state and federal 

laws regarding data protection.  Any use of this instrument, in whole or in part, is subject to such laws and 

is expressly prohibited by the copyright holder.   If you would like to request permission to use or 

reproduce the instrument, in whole or in part, contact Mind Garden, Inc. 

   Avolio and Bernard Bass.  All rights reserved in all media. 

Published by Mind Garden, Inc., www.mindgarden.com 

 

MLQ-5X  Multifactor Leadership QuestionnaireTM   Leader Form (5x-Short)   

  

My Name:  ________________________________________________ Date:  ______________  

http://www.mindgarden.com/
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Organization ID #:  _____________________________ Leader ID #:  _____________________  

  

This questionnaire is to describe your leadership style as you perceive it.  Please answer all items 

on this answer sheet.  If an item is irrelevant, or if you are unsure or do not know the 

answer, leave the answer blank.    

  

Forty-five descriptive statements are listed on the following pages.  Judge how frequently each 

statement fits you.  The word “others” may mean your peers, clients, direct reports, supervisors, 

and/or all of these individuals.  

Use the following rating scale:  

Not at all  Once in a while  Sometimes  Fairly often  Frequently,  if 

not always  

0  1  2  3  4  
 1.   I provide others with assistance in exchange for their efforts.............................................................. 0  1  2  3  4  

2.   I re-examine critical assumptions to question whether they are appropriate ....................................... 0  1  2  3  4  

3.   I fail to interfere until problems become serious ........................................................................... ...... 0  1  2  3  4  

4.   I focus attention on irregularities, mistakes, exceptions, and deviations from standards .................... 0  1  2  3  4  

5.   I avoid getting involved when important issues arise ........................................................................ .. 0  1  2  3  4  
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Characteristic      Scale Name         Scale Abbrev   Items  

Transformational      

          

  

Idealized Attributes      

or Idealized Influence (Attributes)  

IA or II(A)    10,18,21,25  

Transformational      

          

  

Idealized Behaviors      

or Idealized Influence (Behaviors)  

IB or II(B)    6,14,23,34  

Transformational      Inspirational Motivation    IM      9,13,26,36  

Transformational      Intellectual Stimulation     IS      2,8,30,32  

Transformational      Individual Consideration    IC      15,19,29,31  

Transactional      Contingent Reward      CR      1,11,16,35  

Transactional      Mgmt by Exception (Active)    MBEA     4,22,24,27  

Passive Avoidant      Mgmt by Exception (Passive)    MBEP     3,12,17,20  

Passive Avoidant      

  

  

  

Laissez-Faire        LF      5,7,28,33  

 

 

 

 

   

Characteristic      Scale Name         Scale Abbrev   Items  

        

*Outcomes of Leadership    Extra Effort        EE      39,42,44  
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Outcomes of Leadership    Effectiveness        EFF     

 37,40,43,45  

Outcomes of Leadership    Satisfaction        SAT      38,41  

  

*As the term connotes, the Outcomes of Leadership are not Leadership styles, rather they are outcomes or 

results of leadership behavior.  

  

For Dissertation and Thesis Appendices:   

You cannot include an entire instrument in your thesis or dissertation, however you can 

use up to five sample items. Academic committees understand the requirements of 

copyright and are satisfied with sample items for appendices and tables. For customers 

needing permission to reproduce five sample items in a proposal, thesis, or dissertation the 

following page includes the permission form and reference information needed to satisfy 

the requirements of an academic committee.  

 

Putting Mind Garden Instruments on the Web:  

If your research uses a Web form, you will need to meet Mind Garden’s requirements by 

following the procedure described at http://www.mindgarden.com/how.htm#instrumentweb.   

  

All Other Special Reproductions:  

For any other special purposes requiring permissions for reproduction of this instrument, 

please contact info@mindgarden.com.   

http://www.mindgarden.com/how.htm#instrumentweb
http://www.mindgarden.com/how.htm#instrumentweb
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www.mindgarden.com  
  

To whom it may concern,  

This letter is to grant permission for the above named person to use the following 

copyright material for his/her research:  

Instrument:  Multifactor Leadership Questionnaire  

Authors:  Bruce Avolio and Bernard Bass  

Copyright:  1995 by Bruce Avolio and Bernard Bass  

Five sample items from this instrument may be reproduced for inclusion in a proposal, 

thesis, or dissertation.   

The entire instrument may not be included or reproduced at any time in any published 

material.  

Sincerely,  

  

Robert Most  

Mind Garden, Inc. 

www.mindgarden.com  
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Appendix E - QUESTION MATRIX 

Data Collection Matrix 
 

 

Participant Interview MLQ-5X Survey 

Completion 

MLQ-5X Survey 

Review & Analysis 

Ms. Brady X X X 

 

Ms.  Huxtable X X X 

 

Ms. Lyon X X X 

 

Ms. Greenleaf X X X 

 

Ms. Lopez X X X 

 

 

Table 1.2: Descriptive Data  

Pseudonym Total Years’ 

Experience 

School Level Size of School  

Ms. Brady More than 

five 

Middle School 1000-1500 students 

Ms. Huxtable Less than five High School 2000-2500 students 

 

Ms. Lyon Less than five Middle School 1000-1500 students 

 

Ms. Greenleaf More than 

five 

Middle School 1000-1500 students 

 

Ms. Lopez Less than five Middle School  Under 500 students 
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Appendix F -   DATA REPRESENTATION CHART 
 

 

 

Participant 

Name 

Less than 

Five Years 

Principal 

Experience 

More than 

Five Years  

Principal 

Experience 

Leadership 

Style 

(Based on 

Interview) 

Leadership 

Style 

(Based on 

MLQ-5X 

Survey 

Results) 

Experience 

Relative to:  

(Staff, Parents, 

District, 

Community) 

 

Ms.  Brady 

 

X  Transformative Transformative 

3.90 

Parent 

 

Ms. 

Huxtable 

 

X  Transformative Transformative 

3.10 

District 

 

Ms. Lyon 

 

 X Transformative Transformative 

3.60 

Staff, Parent 

 

Ms.  

Greenleaf 

 

 X Transformative Transformative 

3.85 

Parent 

 

Ms. Lopez 

 

X  Transformative Transformative 

3.90 

Staff 

(Supervisor) 
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Appendix G - MLQ-5X INDIVIDUAL SURVEY DATA 
       Table 2.1: Ms. Brady 

Participant Mean Standard Deviation Items Scored 

Leadership Style   36 

Transformational 3.90 0.2236 20 

Transactional 2.25 1.7678 8 

Passive-Avoidant 0.75 0.3536 8 

Outcome of Leadership   9 

Extra Effort 4 - 3 

Effectiveness 4 - 4 

Satisfaction 3.5 - 2 
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Table 2.2: Ms. Huxtable 

Participant Mean Standard Deviation Items Scored 

Leadership Style   36 

Transformational 3.10 0.52 20 

Transactional 1.88 1.24 8 

Passive-Avoidant 0.63 0.88 8 

Outcome of Leadership   9 

Extra Effort 2.7 - 3 

Effectiveness 3.75 - 4 

Satisfaction 3.5 - 2 
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         Table 2.3: Ms. Lyon 

Participant Mean Standard Deviation Items Scored 

Leadership Style   36 

Transformational 3.60 0.38 20 

Transactional 2.25 1.41 8 

Passive-Avoidant 1.63 0.88 8 

Outcome of Leadership   9 

Extra Effort 3.7 - 3 

Effectiveness 3.25 - 4 

Satisfaction 1.5 - 2 
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Table 2.4: Ms. Greenleaf 

Participant Mean Standard Deviation Items Scored 

Leadership Style   36 

Transformational 3.85 0.14 20 

Transactional 2.63 0.53 8 

Passive-Avoidant 0.25 0.35 8 

Outcome of Leadership   9 

Extra Effort 3.7 - 3 

Effectiveness 3.75 - 4 

Satisfaction 3.5 - 2 
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Table 2.5: Ms. Lopez 

Participant Mean Standard Deviation Items Scored 

Leadership Style   36 

Transformational 3.90 0.14 20 

Transactional 1.50 0.71 8 

Passive-Avoidant 0.63 0.18 8 

Outcome of Leadership   9 

Extra Effort 4 - 3 

Effectiveness 3.5 - 4 

Satisfaction 3.5 - 2 
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Appendix I - MLQ-5X COLLECTIVE SURVEY DATA 
 

Table 3.2: Descriptive Analysis for all the Participants 

Variable 
  

Mean  Std. Deviation Number of 
Items 

Participant One Two Three Four Five  One Two Three Four Five   

Leadership Style - - - - -  - - - - - - 36 

Transformational 3.90 3.10 3.60 3.85 3.90  0.2236 0.52 0.38 0.14 0.14  20 

Transactional 2.25 1.88 2.25 2.63 1.50  1.7678 1.24 1.41 0.53 0.71  8 

Passive-Avoidant 0.75 0.63 1.63 0.25 0.63  0.3536 0.88 0.88 0.35 0.18  8 

Outcome of 
Leadership 

            9 

Extra Effort 4.0 2.70 3.70 3.70 4.0  - - - - -  3 

Effectiveness 4.0 3.75 3.25 3.75 3.50  - - - - -  4 

Satisfaction 3.50 3.50 1.50 3.50 3.50  - - - - -  2 
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Appendix J-   CODING CATEGORIES 
 

Coding Categories 

 

IN VIVO CODES 

 

PARTICIPANT 

ONE 

PARTICIPANT 

TWO 

PARTICIPANT 

THREE 

PARTICIPANT 

FOUR 

PARTICIPANT 

FIVE 

Less than five 

years experience 

 

Always worked at 

the secondary level 

 

Believes staff 

generally want the 

best person for the 

job, without 

consideration to 

gender 

 

Has only served in 

leadership at the 

secondary level 

 

First school 

assigned to as a 

principal 

Less than five years 

experience 

 

Career changer 

 

Interest in 

leadership grew 

from her intrigue 

with the school 

improvement 

process 

 

Has served at both 

middle and high 

school 

 

Believed athletics 

experience usually a 

huge factor in 

deciding on a high 

school principal 

More than five years 

experience 

 

Served in several 

roles of instructional 

support before 

transitioning to 

administration 

 

Is not interested in 

the elementary level 

 

Loves being a part 

of the decision 

making process for 

the older students 

 

Knew the school’s 

needs during the 

interviewing process 

More than five years 

experience 

 

Has only worked at 

the middle school 

level 

 

Has no desire to be a 

high school 

principal  

 

Taught 8th grade 

 

Did not believe staff 

subscribe to a 

certain set of ideals 

based on gender 

 

Is a fan of the data 

teaming process 

Less than five 

years experience 

 

Worked in 

elementary but 

didn’t think it was 

for her 

 

Has worked in the 

private, public and 

charter setting as 

an administrator 

 

Spent the bulk of 

her leadership 

experience as a 

public high school 

assistant principal 

 

 

PARTICIPANT 

ONE 

PARTICIPANT 

TWO 

PARTICIPANT 

THREE 

PARTICIPANT 

FOUR 

PARTICIPANT 

FIVE 

A parent made 

comments about 

gender while 

serving as head 

coach 

Was passed over for 

a job in which she 

knew she was the 

stronger candidate 

for 

Succeeded a job 

after two male 

principals 

 

Was welcomed by 

Gender bias 

experience was 

relative to the way 

she managed her 

classroom 

A supervisor 

questioned her 

loyalty 

 

 

RISE TO THE PRINCIPALSHIP 

GENDER BIAS EXPERIENCE 
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Feelings of 

Frustration 

 

Solicited the 

support of her then 

principal to resolve 

conflict 

 

The experience left 

her unwilling to 

coach again 

 

Appreciated the 

support of her then 

principal  

 

Still remembers 

some of the 

comments the 

parent(s) made 

toward her  

 

Wondered what 

she could have 

done differently 

 

 

Remembered feeling 

frustrated and hurt 

 

Chose not to allow 

the feelings to 

consume her 

 

Believed there are 

gender based 

undertones in the 

hiring process 

 

Believes hard work 

will eventually be 

noticed 

 

 

 

 

staff in general 

 

Had a separate 

experience 

involving a parent  

 

Parent often used his 

stature to  attempt to 

intimidate her 

 

She often prepared 

for meetings with 

the parent by using 

proximity, gestures 

and body language 

to assert authority 

 

She always 

anticipates the 

worse case scenario 

when interacting 

with others  

 

Parent(s) accused her 

of being harsh/strong 

a disciplinarian 

 

She felt the 

perceptions were 

steeped in gender as 

they were seen as 

acceptable with her 

male counterparts 

 

 

Accused her of not 

being a team player 

 

She felt the 

negative 

interactions stem 

from both her 

gender and her race 

 

 

She eventually 

learned to simply 

“do her job” and 

not question the 

principal 

 

PARTICIPANT 

ONE 

PARTICIPANT 

TWO 

PARTICIPANT 

THREE 

PARTICIPANT 

FOUR 

PARTICIPANT 

FIVE 

Transformative  

 

Believes in Being 

fair and consistent 

 

Makes no 

consideration to 

gender when hiring 

or choosing 

personnel 

 

Focuses on getting 

the best person to 

do the job as 

opposed the gender 

Transformative 

 

Believes in 

providing 

opportunities to 

professional develop 

staff 

 

Works hard to 

enhance the 

experiences of her 

staff  

 

Believes in 

collaboration 

Transformative 

 

Solicits the input 

from members of 

her administrative 

team 

 

Anticipates the 

outcomes  

 

Is often considered a 

fix-it type principal 

 

Seizing every 

opportunity to 

Transformative 

 

Believes in remaining 

fair and consistent 

 

Appreciates 

collaboration/ 

Working 

Together 

 

 

Transformative 

 

Believes in 

collaboration 

 

Works to coach 

staff and support 

them 

 

Considers tasks 

and personnel and 

finds the perfect fit 

LEADERSHIP STYLE 
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of a person 

 

Believes in 

supporting staff 

 

Provides 

Collaborative 

Leadership 

 

Inspirational 

 

Likes to be a 

support to her staff, 

students and 

community 

inspire and support 

 

 

 

PARTICIPANT 

ONE 

PARTICIPANT 

TWO 

PARTICIPANT 

THREE 

PARTICIPANT 

FOUR 

PARTICIPANT 

FIVE 

Being fair and 

consistent 

 

Looking for the 

best person for the 

job 

 

Good work will not 

go unnoticed 

 

Show your worth 

through your work 

Believes in making 

plans for success 

 

Not backing down  

 

Collaborate 

often 

 

Maintaining a 

positive 

environment 

amongst staff and 

interactions with 

parents and com 

Collaborate as often 

as possible 

 

Be firm, fair and 

consistent 

 

Work twice as hard 

as male 

counterparts 

 

Be 

 

 

 

 

 

 

 

 

 

CONCLUDING THOUGHTS 
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Appendix K-   Theory to Behavior 
 

Table 3.1: Connecting Theory to Behavior 

Theoretical 

Framework 

Framework Summary Participant Behaviors 

Connected to Framework 

Critical 

Feminist 

Theory 

Feminist theory (Kramarae, 1989, 

pp. 157-60) is a generic label for a 

perspective or group of theories 

that explores the meaning of 

gender concepts. Feminist theorists 

argue that almost all aspects of life 

can be understood in terms of 

gender qualities. The feminist 

critique aims to expose the powers 

as well as the limits of the 

gendered division of the world. 

• All principals reported a 

belief that gender biases 

exist in educational 

leadership. 

• Several principals 

reported their 

experiences to be 

specific to their gender. 

• Research participants 

described their 

experiences through 

terms connected to the 

theory to include: 

oppressive, suppressed, 

discounted, etc. 

Social 

Learning 

Theory 

Social learning 

theory combines cognitive learning 

theory (which posits that learning 

is influenced by psychological 

factors) and behavioral learning 

theory (which assumes that 

learning is based on responses to 

environmental stimuli). 

Psychologist Albert Bandura 

integrated these two theories and 

came up with four requirements for 

learning: observation 

(environmental), retention 

(cognitive), reproduction 

(cognitive), and motivation (both). 

This integrative approach to 

learning was called social learning 

theory.  

• Principals reported 

reflecting on their gender 

experiences when 

considering their best 

approach or response to 

given situations 

• Principals could readily 

recall specific events that 

connects to the way they 

lead 

 

https://www.psychologytoday.com/basics/social-learning-theory
https://www.psychologytoday.com/basics/social-learning-theory
https://www.psychologytoday.com/basics/cognition
https://www.psychologytoday.com/basics/motivation

