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" . . . . .ABSTRACT

. LLa E
\ LI )

!‘* The purpose of . thls study was Yo describe the
.t . - '
select1on prbcesses employed in@ ;;ool \dlstricts in -

t

Alberta to 1dent1fy and place school prlnc1pals. The
L
study was conflned tONschool dlstrlcts with more. than

ten schools in the dlstrlct Both flrst app01ntments
. .;‘ T and reappointments were con51dered in the study.
o (R An,Q%tempt was made to descrlbe JLhe extent of the

| appllcatlon oﬁ.lthe crlteria and procedures, to make

‘some uméanlszns among . the oplnlons of the school

. ’3 ‘ vﬁ&strlct, those Qho were abp01nted and ;raters‘
{ \interested in thlS aspect of admlnlstratlon,

iy : . The data were collected in interviews and by ma11
.through th (¢} questlonnalres. The 1nterv1ew was.
chool dis¥yict designate in

onnaire was sent to principals’.

app01nt d between Seftember 1, 1980 and ~June 30, 1983,

Seven superlntendent - or de51gnates were 1nterv1ewed

and one hundred eighty . questlonnalres were dlstrlbuted

with a return rate of ‘71%. The data from -these

questionnaires’were tabulated-and transferred to data -

cards for proce551nq., o R .

@ . . RN

" . .

“The 1nterv1ews requlred respondents 20 1ndlcate

} whlch criteria .and procedures were utilized 1n -the

!

C : select;on and app01ntment. f' pr1n01pals. © “'The"
"duestionnaires sent to recent appointees were used to -

- .gather personal = information, ' . professional

j iv
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-about the sqhools they werel administering and. the

‘placed. :e\‘ ',j‘ L v

‘position guides for péftigular _plaéements” Internal

characteristics, backgrouzgf of ¢xperience, igformation

]

‘procedures they experienced in be;ng xselected‘ and.

»

The maqof\flndlﬁgs were that school dlétrlcts had

t

@ritten‘ selection policies, buL» diy ’not develop

recruitment of candidates and\selfqidentifidation‘were s
unlversally applled in these dxstrlcts. {‘ "y ‘
Selectlon criteria 1nc1uded pereonal factors," A' ’

expé@ience, training, - scholast1c achievement  and

sometlmes 1nte11agence and health factors. Age and sex

~ were not. considered but male candldates aged thlrty-one

-

v

-

to fortwagve where chosen, .
> ; L e

Selection” procedures  included interviews,
probationary perlods, /references ‘dnd applications.
Field checks and aeademlc transcripts - were sometimes{

employed. Ablllty tests. and phy51ca1 examinations were

‘not used. Some differences were evident between

'~ reassigned and newly appointed p%incipals in criteria
. R T : . , ) “

o S LT
~avdilable positions. " Assessments of situations were

‘applied and procedures employved.

School districts made placements on the basis of

matching a recommended list " of. candidates with

L}

subjective and 1littlé investigation of the s1tuat10n

# ' . . . /"‘.
occurred. . . o -

—

Superintendents and'princigals were satisfied with

_the selectjon process.

1
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s Introduction C o . \f ' L

v

The purpose of administration in education is to -

facilitaté'teachinq_and learning. Campbeil,_Nystrand

.

and Bridges group the administrative tasks og.

5. Physical facilities
6. Finance and business manageme (1977£i16)
Within eqch of these categories. the com ents of

the administfative ‘process are included. Gregg,—ggi

cited in a paper by Miklos, identifies these componerits

administration, and--ih ‘particular . the selection of .
Education ;nvAlberEa,facés an exciting challenge

at present. A decline in financial resources and

continuing increase  in- numbers . of trained and

a
-
d

”'Ebéfgiiphal ‘Yareas" of :admiﬁiéfrétiOhi gintc six
cétééor}es& f  - ‘ D o 3 |
l?'" Schoo}?cqmmunity relatidns
‘2. Cdrriculum\aﬁd instru&tion “"g fl ‘.
3. Pupil persé;;élg;b : yﬁ”“@;i'l'. ‘V -
4.  staff personnel \;\\\\ . fﬂ t1?f;; -

~as - - planning, '~ organizing, cé-ordinating,_»
?ecisibh—makiﬁg, \ commupicating,‘ évalﬁating and
influencing. (1975:5{. . |
| The  focus of this 'study is = personnel

~‘stabilization of"popuiation growth coupled with, a
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experlenced personnel available, prcv1des an - ideal

opportunlty to evaluate and upqrade the educatlonal

system' and 1t3-personne1. Better quallfled and highly,
. ) . o L i
“motivated individuals may

administrative positions.’

. The role of the principaliis highly complex and

t "be - 1dent1f1ed ~ for.

‘ ﬁulti:facetedy A few aspects of that role ‘are seen as

¢ 2 *

“critical’ The pXincipal as - mléaleman in' “the
- : : > _ N

~educationaliorga i;ation’with a major resporisibility go‘

8

, ¢ I3 ‘ . \R}“ 13 . 3 - .
interface with the communrty,ls recognized as a pivotal
element * (Serglovannl, Elliott, ' 1971). ~ As ;'a

representatlve of‘ the educational instituytion,

pranc1pals are respon51ble for promotlng effectlve
(

communlcatlon with and constructlve 1nvolvement 1n the

communltyp‘(Raub;nger, Sumptlon, Kamm, 1974) . uAs’.an I

éducational leader, the primcipal ‘is’ responsible for

attainment of 'organizational goals at  school 1eVe1

(Doll, 1972) . Leadershlp of the pr1nc1pa1 sets the

-directionf the school wrll follow ‘(Llpham and Hoeh,

v

974) o Identification - and  celection of -

4

1nd1v1duals able to perform success ully in these roles

.is important to school Systems. B

» %

"The process practiced. in selectiné school

principals varies among school districts, according to

the needs ' of the 'system and the expertise of thoseh,

1nvolved in app1v1ng whatever crlterla and procedures

_rare'employed. Issues generally con51dered relevant and

°



3.

B ' oo - . .
important in this process inclugé identification and

'recfuitment of potential candid tes,‘ the screening

N
process/ placement of ind1v1duals 1n p051t1ons, and a

probatlonary period which 1ncluT an evaluatlve
assesSment
e Castetter s model for personnel selectlon 1s used .

'inappropriate‘selec;ions (Castettef, 1981:161).

'The Problem

as. a gu1de in th discusslon of the selectlon process
1

,study. The model 1n its’ ent1rety is preseﬂted

“

in_

here. (See Figure 1, Page 4) . o
! / \ '
In smaller urban centers and when %icanc1es ‘become

vaVallable durlng the term candldates are selected “for a
| partlcula; p051t10n. Inﬁ_larger urban centres an

Hadmlnlstrat e pool-ls usually identified.from which

prlnclpals are selected and7app01nted to schools.

G1ven the already h1gh costs of educatlon, the
b

'cost of deallng) wlth unsatlsfactory ,admlnlstratlve,

_performance should be avoided. Appropriate select10n7

will mlnlmlze the dlSSlpatlon of time} effort‘and funds

incurred as a result of incorrect placements or

*
I4 .
.o

\

Recent studies- conducted in Saskatchewan (1983)

and British Columbla (1978) looked at the selection

processes used in- app01nt1ng admlnlstrators to schools.

°

Prior to that a study ,conducted by Peach (1963)- /

investigated selection of' -principals in Western
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Canadian schools. No recent survey of ‘selectionf

‘proceSSes'fo; appointing principals in urban districts
in Alberta.has been conducted.

Much 11tefature is avallab]e.about the role of the

princ1pal, the tasks | of admlnlstratlon, the "

professional and - personal' characteristics - deemed
necessary to perform effectively as . a prihclpal.
Writers in selection have recommended criteria and
procedures . useful in  identifying and selectiud
candidates for principalships b‘ How are selectiobs
'currently made in Alberta school districts? Are'tbe

processes belng employed 1q these school dlstrlcts

cdmpatible with recommended processes as described in

14

.

the 11terature’ S Lo ~.

No recent surveys have been conducted in Alberta
to 1look  at ‘these questions. Studies conducted in
Bfitish Columbia -and ‘Saskatchewan provide current
information about selection‘of principalsk\\Comparable'
surveys need to be conducted in Alberta.

The purpose of this study is to describe. the
. selection processes emploved “ by urban districts in
‘Alberta to identify and place school principals and the
'satisfaction superintendents and - principals 'haye
Qith the process. | |

The probleﬁ was divided iuto a number of
‘componeots concerozoﬁ ~the criteria, procedqfes and

satisfactiob' erxperienced with the selection process.



$hb-prob1ems:,

a)

b)

c)

d)

e)

£)

.g)

i)

oy

W v T S e e A e
ERIVRE WL RN S N R R g e S Vs s e
: o P - . o

| T s,
How do the school systems identiﬁﬁ'persons to
be considered for administrative Spsitions? <

What criteria are used in thdf

process?

»

What relative importance is pragg® on ‘these

2

‘criteria by the superiﬁt% d‘nts;“*;mgloyinq
them? ‘ . » 5

What procedures are employed in °

among applicants for the positien of

]

- principal?

<

What relative importance is placed on these
procedures by’  the superintendents employing
' ¢ . o C &

them? P

To what extent -do the selection processeA?\\

employed by thé school districts take into.

account the specific and unique requirements

of particular schools? . «

_What ~”predictive ability do the

sﬁperintendents assign to the selection

processes for:

~1i) Subsequent administrative performance?
ii) Subsequent - administrator job
*  satisfaction?

. . e
How satisfied are superintendents with

_selection processes presently employed?

What criteria do  recently appointed



appointing a candidate.

principals .identify as part of the selection

process they expétienced§ “' T c\
~3)  What procedures ".did recently appolnted

.principals experience as _ part. ' of the

selectlon process’

A
: pr1nc1pals with their present placement in
‘the school system?
: S s
Slgﬁlflcance of the Study E ’ “

Processes that are seen to be objectlvely and
) 3ud1c1ously applied in the selectlon of a pr1nc1pa1

foster confldence and trust in the admlnlstratlon of

the school system., To maintain morale of a teaching

~staff, ‘selectlon of leaders with experﬁise in

currlculum and 1nstruct10n, demonstrated sk111 in pupil

organization and staff relations, and prof1c1engy in

‘resource management is imperative (Caldwell’, ,Maghanf

1981). Because the task of developing a satisfied,

-productive team of educators is the responsibility of
- the principal, the personnel director requires informed

consideration of all aspects of .a situation when’

AN

As a spokeSperson of the {school in the community,

it is desirable to select an admlnlstrator who may
3

represent the school suitably, posse551ng skllls and

k)  How satlsfxed are recently app01nted]



" a‘,u

talent in deal;ng with members of the community;‘

Principals: who are currently serving in schoola’in

Alberta rate two tasks as being of high priority.

(1) the development of communlcation channels with

parents and local (rommunlty -members and (2) the

.

1promot10n of a posxtlve school imaqe in the communlty

(Maynes, 1979:19). Because the educat10na1 %xena is

‘human intensive, anyone selected for middle-management
‘ .
requires skills in dealing w1§h a wide range of

HGmanity, .e.g., young children, parents, colleagues;

and the BusineSS community. Since there is an’.

expectatlon that the principal will- achieve the goals
of the Department of Educatlon and the 1oca1 school
(_:

board whlle meet;ng the needs of students, teachers and

' the communlty in which the ﬁchool is ‘located, the role

of principal demands a person skilled in the art of

‘communication.

Miklos (1975), in a pdper describing components
and tasks of the administ}ative process, identifies
seven componentsr planning, decision-making,
organizing, coordlnatlng, communicating, influencing
and evaluating. He concludes,

Effective administration involves not only
effective performance in each of these but
also approprlate sequence in accordance

"with the demands of a particular situation

(Miklos, 1975:8). . °

It is anticipated that findings of this study will

3

" indicate the need to extend and reflne -selection

L
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processes currently used in identifyinq principals.‘

There is. a need to assess situations in which

e

individuals will be placed, as well as assessing

e

- A

‘skills, abilities and personal qualities 6f the person.

|

Schools: vary, greatly. ConsiTer the wide range of

environments within. whlch schools are located. Student

N\

populations within schools have different nekds. To

meet these needs objéctives within school settings will
vary according to the environment and the population

being served. =«

4

o

The act of choos1ng a pr1nc1pa1 ‘demands‘ an
lntensxve selectlon process to 1dent1fv a person who
may meetVthe pos1t10n~requ1rements and slmultaneously
experienoe job satisfaction so that the needs of both
the system and the individual are being met. Frequent
turn-over of personnel bespeaks a defic1gnt selection

-+

process while unchanging staff may %ndlcate a stagnant,

e

- 1ngrown vsystem. Ideally the selectlon process will
1dentpfy individuals who will support the system in

whlch they are serving while encouraglng qrowtﬁ' and'

change within the structure. How are Alberta school
districts coping with this delicate process? 1Is this
process an art, subjective and specific; or a science,

quantifieble and replicable?



TR R R S e T

D. Alsumptions ¥

a) It is assumed that 1nformation'gathérad‘from
the Personnel Director depicts the selection

. [J
proceduré actually' employed, in the best

' »

judgment of the respondeﬁt. ; )

b) It is assumed that information~gathered from
principals depicts their Yudgments of the
process applied in their seiection( .

c) It iS'assupedithat‘p:incipals yillLattempt&to
hénestly rate thei;“satisgfction with their
placement. | L

d) It 'is assumed that Personnel Directors will

attempt' to honestly rate their satisfaction

with the selection process.

_E. Delimitations

This study w%}l be‘confined éo medium to large
urban schoél districts in é}berta.

F. Limitations

‘As education .is a provinéial respgqsibilgﬁy under
the BNA Act, each province and school Systeq reflects
fﬁerphilpsophy'and intent of the School Act ana échool —~
Board toward the delivery of educational services. The
resulté of this sthdy cannot'Eiaéeneralized to other
provinces or to other school §;stems.

’ -

-_— ) \ 1



%@yﬁ. Definition of Terms ' =2 >
L Lo a) “Identification - the pracess by 'which an
N ol T S o )
¢ .. " . . .individual comes to the attention of the

snperintendent as a. pdssible candidate for

app01ntment to the pOSlthD of pr1nc1pa1
'b),v Seleqt1on: - the‘ process. by 8 wthh
i&eﬁtffied,caﬁdidatesis Chosen for‘a“spec1fic‘
f; __‘ p051t10n of pr1nc1pal | ‘
.c) ‘vSelectlon Crlterla-v the standards by whlch a
| 'candiéate.is-jhdgea as to_potentlal for the
‘pOSltlon of Pr1nc1pal | |
dﬁ~ﬁ‘Rrocedures.— .an establlshed method or setiof
“iactioﬁs undertaken.bywthe scggol,élsfrictvinb

1appraising'theAcahdidate\for'a~prin6ipalship.

g S -.e) Recently App01nted Pr1n01pals'- those persens
L 2 ~whe have been app01nted to ‘an - admlnlséi;tiQe
. ‘p051t10ns1n;the1r.p:esent school system in
|  the pe'r'i_ga o‘fv September 1, 1980 to June 30,
S w1983, Fa B KR
| s'f{. fSurveyed Scheol Dlstrlcts"— those'respondingx
dlstrlcts whose'superlntendent or de51gnate‘
was:m 1nterv1ewed a’and'” whose pr1nc1pa¥s
{EQégieted,quesﬁiognaires.-e‘; ‘ b_b.‘:_'{';
e " i A ‘
-
i - -



~ Summary

1

Lot

fﬁé5 probiem, ‘ 51gn1f1cance of the. . study,
assumptlons, dellmltatlons,Jl&m?tatlons and deflnltlons

of terms have. been . presented. in this chapter.
. / .- v

Succeedlng chapters are on@anlzed as follows~

‘1) Chapter two surveys the related literature and

‘.contains 'sections on. personnel “functions in .
organizations, personnelslselectﬁon in education,
leadership .and ‘contingency th=or: contingency

theory applied to school princip-is. role of the

" principal, and selection processes. '

'2) Chapter three presents a;idescriptioﬁf‘of ‘the

: o R ‘ .
'instruments-used in the project, an outline bfdthe
‘t methodology and a dlscu551on of the treatment of‘
the data.”
3) Chapter four reports the results of the 1nterv1ews

and dls&usses the 51gn1f1cance of the reSults.,

T

- 4) 'vChapter frve reports the results_» Of.~ the

questionnairesvand.discusses'thefsignificance‘of
the results. |
5) Chapter six concludes the thesis’ with a summary of
| the. ‘ 1nvest1gatlon,:f- " the ;.‘ conc1u51ons,
recommendationsbv:and‘ impiications for ‘bfurther |

K

research. -,
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II. REVIEW OF THE LITERATURE

t

The purpose of this chapter is to present an
overview of the  literature on personnel Snd;
- organizations . focussing on - personnel .selection,

‘particularly as it applies ' to the selection/ of

principals. Initially, the area of personnel in

[

crganizations will be’ discussed, . followed by a more
1nten51ve examlnatlon of personnél selec;jl

. Specific

attentlon " is glven' to eddcatlonal personnel

particularly the _principal, and: related selectlon
'problems.,'Finaliy, an OVerview of'selection criteria
: and procedures derlved from the 11terature will be

presented noting areas of concern regardlng selection

|

¢

- The Personnel Function in Organlzatlons

hCriteria and procedures presented by different wrlpers.

The . personnel function in an  organization '

1ncorporates the follow1ng act1v1t1e5°

.,.recrultmng and developing people,'

. integrating people unfamiliar with the -
system, ‘supplying the = administration,
management, maintenance, guldance and -
support for personnel activities within the
work system; and planning and preparing the

~_ future organization and its individuals for
career - growth and development (Burack &
Smith, 1982:25). ' ‘

A f\hprehen51ve management program in personnel is
d

intende to - . develop . an eff1c1ent, ~effective,

'ehthusiasﬁic staff who are 'ﬁotivated’to attain the

\

1
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goals of the s?stem. "Selecting ‘competent personnel;

ensuring they are well-piaced in. the éystem; and

~inducting them 1nto the selected posxt1on benefit the

gan;zatlon and the,lnd1v1dual.

-

Castetter (1981 157) states - the goal of staff

selectlon is to f111 vacan01es in an, organlzatlon with

-

personnel who w1ll meet established quallflcatlons,

wappear, llkely to succeed on the job, .Pfllv find

sufficient satiSfaction with the position 'to remafn
w1th the system, w1l@mbe effectlve contributors to- un1t
and system goals and w111 be suff1c1ent1y mot1va¢ed to
seek a ~h1gh level of self—development. -.Zwoll

(1965:96) suggests that staff selectlon should aim to

discover and employ personnel‘ who have the .ab111ty,

*

w111 and necessary 1n1t1al competence to do the work

., assigned to them’ - w1th the minimum loss of time ahd

/- .
effort for orlentatlon and' subsequent tralnlng. A

selection process should -be designed. to attract the

perscn who is'most‘capable and likely to grow in the
- - . _s L]

- position. Stanton (19774§9 supports this view when'he

states that no training prograhfor motivational system

- no matter'how wellfconceived and designed - is Iikely

'to_compensaie adequately or offset ' the original error .

N

~if the wrong emplovee: has been selected initially{h

Quality of personnel in an organ1zat10n can determlne

“whether the organlzatlon w111 achleve its ob]ectlves.

To ensure the- vallablllty of quallty personnel an



efficier;tV 'proactive, “ well-desrgned H'procéss.,bof‘

Lo

‘recruitmént}_ selection and ‘plaoement must be
' ' maintained.- : ; e ‘ | |
' Within an'organization,_role exoectations may be
well-defined and task-structure may be very‘specific..
Goals of the system may be well—artlculated deflnlte
and determlned 1ndependent1y of other organlzatlonSvmm
In sugh a ”system, selectlng an '1nd1v1dua1 for a
particular oosition "becomes relatively simple.
Spec1f1c qoalltles cah be 1dent1F1eq as requlsltes for
initial success or adjustment -to operate within 4a
positionQ With ﬁnchanglng c1rcumstances, 'one' could
hope-to.place personnei for long termiappointments;Who;
would flnd jOb satlsfactlon, be stccessful ‘4 remain
loyal to the goals of the system |
In many organlzatlons,\goals are - amblguous ‘and may‘
vary w1th c1rcumstances or. s#tuatlons. As personnel in
these organlzatlons respoéd  to‘ demands “ from the
°@nvironment, or try\xb“\\eélct the needs - of those 1nﬁ»
the setting in which they will operate in the future,
///{,,f”go51é change or are modified. 1In service organiiations
where exoectations of the client‘for.performance,of_the

task may hbe'ﬁat variance with vperceptions of the
,jc , ‘profesSional, role;confiict may arise.
‘ | 'Task. structure in such _‘organlzatlons is
relatively‘ indefinite,"’ open to 1nterpretatlon by
indivrduais vin the role, by sﬁperv1sors and. by €he

client beiné _served.. “Seledtihg personnel for

&

> .
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particular positions in these se¥tih9§\ié‘¢ﬁéi1éhgiﬁq‘““

" at best. ‘To identify. the current needs of the system

and the best qualities of the individual so that

~persons selected . to £fill a ‘role experiénce job

" satisfaction, while'Aconbu:rentlyﬁ predicting potential .

for the individual to accommodate to expected change,
is a difficult ‘undertaking.
As changes within an individual occur with

-/ ] | K } L . ' ‘- '
. - experience. in ‘a position, as competence and confidence

*

iﬁcrease, optimél performance of task may be éxpected.
At somel poiht,, however, an 'individ;al reaches peakn'
qompetence and efficiency éo.that new learnings afé nét
necessary.» "Thé self-actualizing | individual . may
‘continue to grow beyond the requirements of ’the
'position.

'Staff‘aevelopménffahd assessmeﬁt in the form of
cliqical N superisiéhﬁ _ ihservice 'prbgrams . or
‘pfofessiohal developmeht promote'coqtiﬁded growth.énd'
_improvemenf'in staff functioqing;._Maintaining periodic
evaluation of job _pefformance “and a review of the
Situation-in Yﬁich the"empIOYeebisvlocéted canvdéfuse‘a_
potentiéi‘staffing problem. | |

ﬁEveﬁ with-thése.preéautions'there can'be changés.
,iﬁ individuals or positionsior“organizationax-éqaléEand"v

i

expectations résultiﬁg, in role-confliét v or - job

dissatisfaction. - Does- an individual Yeave the
organization,. ~seek promotion o transfer . to ‘a

T
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MEompafable situation w1thin the organlzat1on°

.deveiop a system that will reliably select a peréon for

points.’

9.

.V!,;ﬂ . . | . ‘ . ) L . 17 .
o v ‘ '

) - '
Should there be no change ;in the system or

potentlal for changeein the role ot in oopo;tunities

. , R ,
for advancement, resultant job dissatisfaction may
‘ , L . ;

create a continuous  turnover of ‘personnel or

deteriorating performance of role. 1Is it possible to
: ' ?
a particular position while simultaneously meeting the
needs of an individual énd organization?

' @ersonﬁel esystem of an organization ‘also needs

[

- to be concerned with the welfare of ihdivfduals at exit

; ;
[ . . i

Recent changes in legislation have brought about

differing expectations for retirement. .The conCept of

prescribed retlrement age is becoming more: flex1ble.

Preparatlon for retlrement beglns prlor to 1ndlv1duals
g

reaching that stage in their careers. - The personnel

function having full regard for the welfare of the

, . . :
individual provides assistance in preparihg for this

3

employment phase. ' . o SR

"An effective personnel function respoﬁds»to these ¢
challenges§. Deoieion—making‘regardihg~sucﬁ changes 1is
complex; but smooth tran51t10ns beneflt the 1nd1v1dua1
and ‘the-_orgenlzatlon. These complex ‘tasks are the

concern of the personnel function.

n
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B. Personnel Seiectien in Education S R -
Seiection and placement of‘,aersqnnel must take
into acceunt the organization operatlng w;thln the
system. - Social \systems ‘cen‘ be%S viewed as pen or
closed. The closed ratlonal system advoeates one, best
way to perform a t?sk The open-uncertain system
1ntroduces demands and expectatlons into theﬂ‘system
that are rapldly changlng and’ often in conf{1ct
Sergiovanni (1980), Hansonv (1979) anq Hersey
(1972)' view educatlon\ as an open and .closed ,system
dependlng upon which aspect, technical, managerlal or
institutional, is exahined. " They apply centinqeney

theory to educational administration. Contingency

theory is concerned with organizational'and situational’

v
N

differences within the organization and in ithe
.environment in which it is located.

( _ Rather than specif9ing one best way to

operate -. . . this approach 'assumes that
appropriate organizational -~ structure,
leadership, plannhing, staffing,
: decision-making, and controlling are

contingent upon the unique nature of an
organization's external environment, task
or technology:' and organizational member
’characterlstlcs (Serglovannly 1980:64).

After exten51ve research Fledler (1967) deve .

contingency- theory and présented a model for eff«:o"..¢
' . . ) 't 4
leadershlp in organlzatlons. His theOrX for effe-"ive
leadershlp con51ders the task structure, the leade:ss’

power p051t10n within the group and the leader-member

relations within an organlzatlon. Fledler theorlzes

4
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that differéht‘cﬁaracterisfzép and styles of leadership
afe‘ appropriata for "different situations.  Miskel
(1§77) supports his contentiah that the Lcontingency
approach should be used in the study of administrators
and schools., 'Fiadler) (19?7) assegts thaﬁA further
COnsideratioq must'be given to matching the leadership.

style of‘fthe ihdiyiduaﬁ with the’ situation in .which

‘that person is placed.

There ars two bragches of thought tﬁat exist
concerning thei flex1b111ty of. leadershlp style. One
branch argues that 1eadership styles are basically
fixed ianindividuais and cannot be modified at will.
In this insfance, a thordugh assessment of the
orgahizational situation and leadership éharacteristics
of administrative  canaidates1 will determine. which
individual to*seleatfso that the style fits specific
requlrements or a specific 51Euatlon (Fiedler 1977)4

The second branch alleges that the 1eadersh1p style
of managers is flex1ble and can vary accordlng to the
demands of. spec1f1c situations.- The leader reads the
maturity of the followers and detefminés whether to

adopt a task-oriented or irelatioﬁship-oriented style

(Hersey & Blanchard, 1972, Reddin, 1981, Fris, 1981).

Leadership and Contingency Theory

Leadership behavior occurs 1in -‘an interaction

between an individual ‘and a group of others as
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objecfivé‘s “are determined, implemented and achieved.
Stogdill gives ﬁhisA role .a very active, 'flgid
dperspecfive whén he defines leadership as "the ' process
of influencing the aqtivitiés of an organized group

‘toward goal setting wnd goal achievement" (Hoy &
4 ‘

“Miskel, 1982:221). The implication here is that the

" leader acts in ways to convince, manoeuver, decide,

?

guide, diréét[ éo4ordinate, or in%tiate. The leéder~is
vitally in;élved with the group.AaThis definition isn't
limited to the‘formélly designated pésition of leader,;
nor is it limited to one-person within a group.

'« Contrast this with Fiedle¥'s ‘definition which is
position specific.. "The leader is‘thé individual. in
the group given the task of directing and co-ordinating
task-relevant group acfivities" (1967:8) . Leadership
in this contéxt is an aséigned,responsibility,,with an
expectatiénvof specific behavior for respective members
in a group. This definition‘assumes that leadership
occurs within an plféady»lorganiied. structure with
previously identified objécgivés.~

- For the purposes of tbis paper, a'combination of
these two definitions is proposed. . A leader is
aésigned to a posit}on with aﬁthority and power,‘but
for leadership to be effective behavior must *influence"
réther than coerce or dictate to the group ~in
achieviég and setting .goals. Leadership, then,

facilitates the performance of the group in AChiqving



“the -

objectives  of thre

(1981-275-6) ‘guggests six constraints

leadershxp'

The

Extent to which managerial decisions and
behavior are pre-programmed due to
precedent, structure, technological
specificity, or the absence of
familiarity with ava1lab1e alternative
solutions., .

Traits gnd 8k1118 ... of the manager ...
Good ledders demonstrate expertise in
their own area of endeavour ...
Inability of leaders to vary their

_ behavior tg - Buit " the particular

situation”®,..’* :

Extent to which a leader controls
rewards desiged by a subordinate, such
as pay raises and promotions,
Characteristics of the situation, .

" organization.

*

21,

Steers

to effective

such as how much power a leader has, the

importance. of a given decision or
‘action, and the quality of interpersonal
relatjan between leader and
subordinate.

Openness of the organization to
variations in\leader behavior ...

basic ass mptiﬁn

leadership behavior or attitude.

What are these conditions
the success of the. leader?

leader-member relations,

power.

In leadership, the situation is the
thing. There are no born ‘leaders -
merely people with the potenkial to be
successful leaders under \ certain
conditions or resounding failure
other conditions (Fiedler, 1972:7)

Fiedler

underlylng

-under’

o

Fiedler's

N,

.,

Position power refers to the degree tb,which»'

.style is correct or that\ahere is one ideal klnd of

that are\ so crucial to
identifies

‘task structure and ﬁosition

the'bosition.enablés the leader to convince his group

@

ot
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f N o X ‘
mémbers to comply with and accept his direction. It
[ ' | - .
‘includes the authority of the office  and
reward-and-punishment power. Position power is

[}

classified as strong or weak. The task can be

structured or unstructured. . The structured tagk has
clear goals and specific procedures, directions, and
guidelines while unstructured tasks are: ambiguous and

piffiqg;t or impossible to define. The léader-member
~

relations may bé good or poor as measured by the Group

N

Atmosphere (GA) Scale. The degree to which the leader

p———

) y
is liked and trusted by the group and able to obtain

the co-operation of the group with a minimum of effort

determines = the 'quality of 1eader—mem5ér relations
(Fiedier, 1967:13). Combining these factors produces

eight situations which are 3judged to be favoraBle,

moderately favorable or unfavorable to the leader.\

(See Figure 2)‘.

A second set of characteristics based on the
Qrientation of the ileader is Tpplied to these
situations. Fiedler‘devised a Pcale which requires the
potential leadef to ‘réte characteristics: ofk a least

preferred co-worker (LPC). - The score identifies two

main types of leadership. Sixty-four or above is a

high LPC score. This person is relationship-motivated.

Scores below fifty-seven are considered low and such a

person is task motivated (Fiedler, Chamers,

1977:8). High LPC leaders. get their major satisfaction

ﬂahar;‘r

N
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.

- from good personal relatiens ' with o;he;s. encourage .. .. .

group'\members'to participate and to offeé dif ferent
ideas. Tas&-motivafedf(low LPC) pééple find their maln
satisfaction in ‘gefﬁing tﬁings ‘done, they ‘gairx more
self-esteem from concrete achievement than from the
opinions of othérs (Fiedler, Chamers;‘Mahar, 1977:10).

| The task-motivated pg;son leads effectivel& in

-

situations that are favorable or unfavorable. The
re{ationship-motivated persoh‘ieads‘mdst effectively in
situations that are moderately favorable (see Figure -
3. X |

Figure 2: Fiedler's Classification of Situational FavoraBleness

Leader-member Relations: . Good . , Poor

Task Structure: High . Low High Low
; . . - ’

Position Power: Strong |Weak | Strong Weak | Strong|Weak |Strpong|Weak

i )i iii iv v .| vi ii [viii

Situations: Favorable Moderate Unfavorable
. - I _

. S : (Hoy and Miskel, 1982:239)

\

Figute 3: Correlations between'ieaders"LPC Scores and Group

! Effectiveness
High LPC _  1.00 -
Relationship 0.80 A
Motivated 0.60 .
~ 0.40 |- ’
S 0.20

0.00 | Task-Motivatgd Relationship

' 0.20 | Style Most Motivated Style \\\\\ :
0.40 | Effective Most Effective N -

Task . 0.60 \\\\\c , Task-Motivated
Motivated - 0.80 o Style Most
Low LPC . -~ 1.00: ' . . Effegtive
i ii o iii iv v wvi vii viii
- Favorable Unfavorable for leader
. - for leader ~(Fiedler, 1967:146)
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;Contingenéy Theory Applied to School Principals

"schools.

- 24,

The quegtion, then,. ‘.«;"Ls.;_,how hhm theory. may b;
employed ‘in selecting~.educational admiﬁfutratctq 'at‘
various school levels. Schools may have good or poor
lgader-member relations; generally havé low ‘;a%k
structure, due to ambiduity of goals 'and lack of
érocedurali specificity; ané, position power of the

principal is, generally . strong despite. minimal

'

;eward-punishmenf power available to motivate or

satisfy tedchers. (McNamara, 1968): (T?e'principal has
little control of prombtidh or termination of é tenured
feacher\and no power to influence salary incentives).
Conséquently, schools tend po fall into modé}gte (iii)
apd unfavdggsfé (viii) situ tions (see Pigu;g'Z) and .

either task-motivated o )} relationship~oriernted
A . _

- principals would be suitable ik schools.

Af  McKague (1970) reports the results of three

\

" studies in western Canada in elementary and secondary

L 4 o

Principals who score high or low on: thée LPC

scale do possess distinctive behavioral

characteristics. The behavior .of Jlow LPC principals

was found to be more , readily determined. Their

. behavior. tends to be "systems-oriented and directed at

- the attainment of high level output, while not ignoring

personal factors - affecting - productivity”.

(McKague,1970:10) "Acceptability' of the pfincipa]'s~
) .

~ ‘ + - ‘ .
o - . ' . - # o

—



"mbehagior,“as measured by GA, was

. . o
e L . - ¥

related not only - to prlnc1pa1 staff relations but

also to - the degree' of cohes;onvgof 'the teache;s-

tthemselves."' (McKague, l970¢13f.

1

4o ... .where ‘group acceptance ‘is  high, *
directive leadérship on .the part of the-
. pr1nc1pal is associated with perceptions
that the pr1nc1pa1 and.the school are doing
. an effective job and that teachers  are
‘" gsatisfied 'with their teaching positions
k(McKague; 1970;%1)& ' : . S

vE

"Low GA . schoofs showed no significant ‘reiat}onshiﬁsgf

'

between LPC scores'and teacher‘ratings of school a‘ri<'j'<>'f”'1

r'prlnc1pa1 effectlveness or satlsfactlon

Garland andGO Rellly (1976) conducted a study in

L

,high .schools 'u51ng Fiedler's contlngency model to

R

assess leadershlp effectiVeness They hypothe51zed

that, good Ga staff groups led by low LPC pr1n01pa1s are

, more effectlve than staff groups w1th good ‘GA scores,
'led_ffby*5 relationshlp-orlented ,_prlnclpals. ThlS

thpothesis Was'not*SUpported.‘ They also-hYpothesiZed

that staffs led by 1ntermed1ate LPC prlnc1pals are

51m}1ar in effectlveness to good GA staff groups led by

~

blgh or iow‘ LpC prlnc1pals. This was ‘supported.

“Stern's High School Characteristfcs Index‘(HSCI) was

used as .a. measure of effectlve learnlng envxronment.u

/ R .
(Garland and, o* Rellly, 1976 15) i L
: - . 3 ’ . + .
e " The- thlrd hypoth951s ‘was designed to test the

impact of” group atmosphere on group performance.,

u'fGoongrOup-atmosphere staff-'groups‘”ied"by high'LPCf
- A : S ‘ <

r .
. 3

w
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.

. intermediate LPC and  low LPC ,prinoipals were more

. effective on the basis of student responses.to the HSCI

than staff groups fed by intermediate LPC principals in

poor_'GA sohools. While Fiedler »claims there is no

relatlonshlp between these varlables, this study shows

o e »i

'LPC pr1rfc1pals. o ‘ . NEE .

staff groups led’ by intermediate LPC
prlnClpals in ' poor GA: schools are less
effective than ‘staff groups. led by the
three leadership styles in good GR schoo]s
(Garland, O'Rellly, 1976: 23) '

* R

The LPC score of the pr1nc1pa1 appears ‘to have a

llimqted relatlonshlp to schoo] efﬁectlveness,_’while

.group atmosphere appears to be more directlY‘related.

These studies indicate that leadershlp style aione:

.

can A be idehtified and‘ task—orlented 1eaders dlsplay

more predlctable behav1or. However, there is 11ttle

‘ev1dence to support the theory that leadershlp style 1s‘

i

deC151ve in predlctlng effectlveness or- that a

t

”partlcular leadershlp style is"most effective_ in a

given s1tuat10n. Te. group atmosphere, how a 1eader 1s'

-
L4

- accepted, has more 51gqrf1cance than leadersh;p-style;

and, in this 'i'nsta‘nce, the-high GAVSCOre is a better

it

predlctor of percelved effectlveness %§ measured by

student responses to - Stern's nghv. School
’ﬁi ‘

Characte t1cs Index.

3

" Fiedler has stated that a person's orlentatlon to -

2+,

task 'orr relatlonshlpv is flxed ‘ Thls rlgldlty vori

“

a 51gn1f1cant dlfference in staffs led bv 1ntermed1ate
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' ‘Constancy T5 identified as a constraint to eﬂ?ective‘

leadership by Steers ‘(i991),,A Hersey . and Blédchard'
(1977), Fris (1981), Johnson and Stinson = (1980),

Sergibvaqﬁi‘and E11iott (l??i), Hoy:and Miskel (1982)

recognize the need for.adapting ﬁggchanges in situation -

i

variables. A factor deemed critical in adapting to the

situation 1s the emot10na1 maturlty of subordlnates an@

©N : ‘

- their preparation to perform the job. The abllbty gnd,

”

experience of the appointed leader ih“}ecognlz;ng these

;o

qualifies have an effect on’ how successfully the‘leader

- finctions.

~Johnson and Stinson (1980) suggest a. variety of

strategies. in motivating and guiding subbrdinates, from

‘g\direétinq and monitoring the. task,‘ to delegating

»

responsibility. Léadefship behavior changes from high

task/low relationship, orientations for ‘unmotivated,
, : , L _

inexperienced workers .thrdu@h ~ high task/high

relationship . orientations  and low - task/high-

relationship'orientations to low task/low xelatioﬁship

.

orientations for highiy motfyated"and experienced

]

:spbordinatéqg If ageders argy“unvarying in ,their
~;appfoach ‘as workers’ galn c@nfldence and maturlty in

their pos}t{/nq percelved effectlveness w111 diminish.

Effecﬁlve 1eadersh1p, then, is dependent on the
1nd1v1dua1 [ ablllty to changé orientations from

director to facilitator as the skills and abilifies of
employees warrant. While agreeing with Fiedler that
. . . : . . M ' A . i

% oa
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the. s;tuation ’determinesi-the lappropriatet leadership
style, these writers advocate variability in leAdetship
style. An assessment of the exiStinq.lgroup,’ the
organization and the ‘technology in the‘ situation
detefmines 1eadershiphstyle,

In _schools, which are human intensive, human

relatlons must  be given strong consideration.
' (. . /

‘Elementary = schools -would appear to need warm

»inter—personal relatlons, emphasizing .concern for

people oveér concern for ach1ev1nq organlzatlonal goals

In secondary ~schools, organ13at1ona1 goals take
. . . g:i

- precedence, but concern- for morale , of students and

staff is an issue that must not be ignored. These

."factors should influence the decj,')‘ in sel,ecting a.

principal for a parti%&lar_school.

+

Role of the Principal

1
-

In recent years the publlc has intensified its

demand for quallty education. One factor in"improvlng_

.the’quality;of education'is choosing better qualified,

cormitted . staff. Considering the present declining
economic situation - in . education, optimum initial

3 A

“selection of staff ‘becomes increasingIYF important..

Coupllng these factors With a surplus of available
appllcants produces an excellent oppdrtunlty to 1mprove

1nstructlonal_~serv1ces by improving the quallty of

-personnel selection. - They will, in turn, endeavour to

e
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provide excellence in education in the .schools. To

‘e

assist -and .encopragg,etnglagggggi?g staff within the
schools, ‘wellfdhalified, knowledgdable leadership is
. . . & .

)

required. - S o)
"In considefihé_sthdies of school effectimeness the
role -of the ptincipal is;}ecognized as'pivetal. 'Ke
" a Alink between \the‘ central bu;eaucraey ,aﬁd' the
-school, a brineipalbis expected to implement policy end
communicate aboht and’ faeilitate aCcomplishment of
objectlves and goals, established for the svstem as a.
'5  whale. The pr1nc1pa1 must both promote the value; of .
the oréénlzatlon-and‘defend the welfare and interests of
s‘berdinatesu As‘a lihk between the schOol:ané-the
’ptblié- the pr1nc1pal is expected to read the ‘needs of
a partlcular communlty and medlate between parental
expectatlone and ‘profe551onal requlsltes.' Several .
.studiés ﬁave analyzedé the role :of the principal in'
w,tefms of skille. or quelitiesv‘neceseary to be‘ an
effective‘leader.
There is 'eome disagreement as to: whether the
principal_neede to be a mamager‘of thebechool plant or °
an edecatiOnalAleader to be an'effective administrator.
As bus1ness manaqer, ‘the efficient operation of the
school plant acquisition of\aoproprlate materlals a@d
equlpment and malntenance of the. fac111ty to prov1de an

approprlate educatlonal env1ronment have priority. As

Aeducationall-leader,- directing and inspirirng the staff
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“to provide innOVafive; effectxve programs to meet theh

needs of cllents is the ultlmate goal A comblnation‘

wof skllls and ab111t1es in each of these areas would be
- considered 1dea1 o ‘~; : | J

“The. role of manaqer has been varlously descrlbed

and deflned : A desorlptlon,ofgthe_role must_lnclgde

.

the. tasks - ‘performed .. .by the admﬁnistrator‘

and the processes used in performing these "tasks;;

Mintzberg (1963) identifies ten. roles, divided ' into:

)

three groups.’
Tem, ' R . , i
Interpersonal Roles
" Figurehead
. . v ' ‘Leader )
e R Lidison ' ‘ .

. , ‘Inforgstion Roles
\. - N Monitor .
- s -Disseminator . e
Spokesman - ' L

Decisional Roles
~ Entrepreneur -
Disturbance Handler
- Resource Allocator
Negotlator . .

. His theory is the result of a. study of flve chfef

executlves w1th add1t10na1 reference to other studles.-

He contends that a theory of the role of manager should

include all the obse;vable work they‘doi ‘

+

.... these ten roles form an integrated

whole., In essence, the manager is an
input-output system in. which authority and

status give’ rise to ‘'interpersonal

' relationships that  lead to  inputs

(information), and these in turn- lead to

) outputs  (information and decisions). One

cannot arbitrarily’ remove .one role and
expect the rest to remaln 1ntact

(Mintzberg, 1963:58). S C T e

9
-y



iéxamining the interpersonal roles will determine
'whether_this model can be applied'to the role of theé
'principal in. educational administratibna | )

| 'Exercise of the 1nterpersonaL—role is dependent on
the authority and status 1nherent in a p051tion.; How a
particular manag uses the 1nf1uence and rights'in
these roles igwdiiendenteon‘the person's perce;tion of
.the-role. " ‘
" The manager, as figurehead Vformally represents
" the organization in the community in either a, soc1alf
capac1ty or as a legal 51gn1ng authority Duties and
: respon51b111t1es are ceremonial | - |

- The manager as leader 1s the guide and motivator
of staff.: The leader is concerned w1th staffing the
organization. In'addition; the leader ... ”lookS‘for
.operations that are 901ng wrong, problems in need of
attention’ and subordinates who require encouragement or
vcriticism"._‘ (Mintzberg,-v1963:62).. The - leader is
concerned with efficiency‘uin production, with_'the
1nd1v1dua1 's needs and w1th organizational goals. The
role of 1eadersh1p 1s recognized as being paramount in
‘Mintzberg s ten roles of management and essential to
the 1nformationa1 and dec131onal roles.

As liaison the manager. develdps ag‘network of

elationships outside the organizatron to maintain and-

build oa reputation to achieve goals and objectlves

within the environment;



The principal is in a unique position in
educational managementf As the systems manager most
directly concerned w;th the achievement of the goais:of
the organization} ‘focus isf~3\, the education of

children. "The school as a small community of children,

teachers and support staff_eXists in a larger community
, .

‘of schools within the system. It serves a particular

‘community oi,people, the chlldren and parents of the

. surrounding area. It also reflectSw(the values and

brov1des for the needs of the communlty -at-large, the

soc1ety, ‘in which it exists.  The principal

admlnlstrator is a middle-person between the central
bureaucracy “and school, between the parent-conmunity
and the professionals, between the community-et-large
and -the' school. In thjs sensitive position”tthe
pr%ncipal can be\onservdi performing all'Mintsberé's
interpersonal roles.

As a figurehead the principal can be seen opening

‘the new community playground, acting as mistress or '

master-of- ceremonles - for the. school concert or
" attending a retlrlng teacher's banquet. Other wrlters

overlook 'this role as a ‘task. or ‘process \in

admlnlstratlon While it does not generally include-

N !

the information prote531nglor decision-making skllis,
it does 'consume- time and: demonstrates the manager‘s
human reletionSiskills. _The\role is'adjunct to the
goals of education of children. However, it cannot be

s

32..
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ignored and will become more crucial in the future to_
retain and gain status for the administrator and for

-public education.
e

~,

The ~ role '6fh‘. leadership in 'gduc&tioﬁal
administrétipn carries a plurality of expeétations fér
.tﬂe principal. -~ In - Proﬁect Ask (Maynes, 1979) |
superintendents identified the | major ~-leadérship
reduirements of a 'principal as: evaluétion 6f
.téécher;performancé and educational program, design of.

!

curricdium, modification of curriculum~‘c6ntent and
organization, recruitment "and selection of certified
ﬁbérsonnel, ana establiShmenp of a good school climate.
The principai should be"anjinstﬁuctional leader and be
concerned with.human relations.

Prinéipals perceiyé%themselvés as performing_thé .
tasks‘of'develsbing good working're1éti6ns and a gqod
school climate'as Qe11;  They feel-&ess successful in
>designing curriculum, '_eva}uatingw Winst@hction and
program, assisting te;chérs to géih Skill in achieving
instruétiogal ‘cbjéctives; and solving instructional
problems.  Yet hiéh‘ priority is giveﬁ to ' the
accomplishment of these. tasks. (Maynésw 1979)

This .§eems to reveal _é diécrepancy between
expeé ticné andvpérformance in the role of‘lgadership.
Prine pals feel cohpetent-in the mahagement'of staff

relations but feel less adequate .as instructional

leaders, "an expectation of superintendents.
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4

In an American survey of a profile of  the
-~ .

principalship, Howell (1981) outlines the expectations

that superinféndenﬁs have for principals to be
‘instructional leaders. Superintendents suggest  that

‘ supervision and delegation are the key to successful

¢

administration.  Howell (1981:334) coricedes that:

. perhaps the role of the principal is to
provide instructional leadership, but again

- the "is" and the "ought to be" were far
. apart when the data were summarized. Most
", of the principal's time (32 percent) was
* spent.on office responsibilities (as in the

feasibility study), while the curriculum
category - including subcategories of
scheduling = of students, coordinating,
course -~ placement, supervision, and
- observation - <collectively took' up 14

percent of the principal’'s time. o a
¥

Because of these constraints, he sugdests that

realistically:
... the function of the principal in
instructional improvement in the 80's must
be clearly defined as a partner-leadership
responsibility. The ‘principal is
5 identified as  instruction expediter
(Howell, 1981:336).

A'éanadian study-coﬁﬂucted by Hay.11980) sugéests five

T

competencies:

L .. the five competencies needed in the 80's
to be a school principal, either elementary
or secondary are: the ability -to manage,
skill in., human relations, knowledge 1in
+ setting: objeétives for curriculum
development, skill in the supervision and
evaluatibn of prbgram and personnel, and an
understaﬂdiﬁg of legal rights and

', responsibjlities (Hay, 1980:17).

o He concurs with Howell in seeing'tﬁe principal in

a collegial relationship with teaching staff and claims

=
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that this’ can e achieved through expertﬁse in'settiﬁdaw
" goals and .develépment and evaluation of program and
‘goals. |
Some would a;sert that, n order to oversee the
eonduct and outcome Qf all programs both curricular ?nd
co-curricular to ensure the development of each
student’s academic poténtﬁal, the administrétor must be
a "paster teacher" - an expert or spebiélisg in the art
.0£  teaching (Roles and Responéibility‘ Stateméﬁﬁ,
Edmonton Public ScholS, 1982). "Mintzberg's manager is
a generalist concerhed with motivating, éncouraging and
criticizing hi's subordinate specialists as they perform
the activities required to achieve organizational
goals. The principal, in order ‘to function as
instructional leader, acts as consultant with staff in
a éollegialAmanner. ' |
"while the prinéipal has a degree of influepce and
COntrql ovér the staff of a particular’schOOI, these
,are ﬁof granted through direct powef of the position.
A principal may select staff, but does not hire,
‘remunerate, promote or dismiss staff. Qithout tﬁese
rights and respongibilit;es, the position powef'becomes
relatively weak and ;he situation"can‘ be considered.
relatively gnfavorable for the administrator.
Respogéibility for Evalua;ing staff and making

recommendations regarding certification of new teachers

“and the on-g%iﬁgvperforﬁance of tenured teachers lies
. g .
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“with the principal. Recdmmenda:ions regarding ;ew
appointments, promotions or Wemotions of. sfagf are
made to the next hierarchical ré;el‘in the buréaucratic
stfucture of administration (Roles and Responsibility
Statement, E.P.S.,1982), With these limitations to the
'authority of the position, how much ultimate control
and .statgsp does the principal ‘possgss in the school
éetting? | |

The princpal as- liaison. is concerned with
developing a positive reputation outside the school.
‘The purpose in pursuigg this goal 1is to enhance the
position as ieader within the Qchobl and to favorably
représentkcolleagues and school qiﬁhiﬁ the community.
The ”éommunit&" includes aAcommunity of peers or‘%ther
professionals. :

In Project Ask superintendents .élaced first
priority on thisbrolg for the future. It was apparent
that.education in the 80's was in economic deciine and
thereforé a need for prinéipals to prbmote\a positive
school image in the community emerged (Maynes, 1979).
~Principals congurredJ wiéh this view and perceived
themselves as having the ability to perform this task
- well. |
Aé.liaison,‘the principal may chair a committee on
~curriéﬁ1um developmenf or teaching strategies, or join

- professional councils or community organizations such

as an association for children with 1learning
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disabilities. These activities can enhanée the status
of the principal. and consequently be an assistance in

realizing objectiveé._within the  school. They also

*

féc%ﬁitqte the development of a support system in the

_school district or community which may be necessary to

promote the objectives of the school or obtain

materials for the school.

» Mintzberg presents a dynamic model of management.

The manager is vital;y'interested in the environment
and personnel and through action in the situation and

interaction with others is the key figure in achieving

‘goals of the organization. Miﬁtzberg (1963:55)claims

the ten roles "are common to the work of all managers"
and the examination of the role of the principalship
verifies his theory. .

Elementary principals best fit ,"a’t‘ the -

, middle management level. Skill
requirements- at this management level are
different from those needed at the top
management and - lower management levels.
Top management personnel  require fewer
technical skills than conceptual skills; -
for supervisory management personnel, the
opposite is true. At the middle management
level,. equal amounts of technical skills
and: conceptual skills are needed for
effectiveness. At all three levels, human
skills are the means by'whi%he technical
skills and conceptual’ 3 kills are
transmitted to the workers (Krajewski, et.
al:, 1980:39). ' '

In’ Mintzberg's model  the interpersonal
skills equate with hhman'skills. Technical skills are
related to the decisional roles., wQ}ie the conceptual

o

skills _Krajewski identifies could be equivalent to

A
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the informational roles.
4 .

. The accountability movement advocates also
demand efficiency and precision in the use
of resources, but specifically as they
relate to measurable units of student
learning and to the performance of
teachers, administrators, Jjanitors and
other school personnel. (Krajewski,1980:39) .

~ Campbell, Bridges & Nystrand (1577) analyie the
role of pfinciéal-in‘tefms of tasks to be performed to
fécfiftate‘.ieaching and- learning: They idgntify six
_categories of administrative  tasks including:

school-community relationships, curriculum and

~

instruction,: pup sonnel, staff personnel, physical

facilities, fin nd business manaéement. While
teaéﬁing’and non-teaching étaff‘of the schoél,amembers
of . the cdmmunity or‘ school board and other §ﬁpport
staff 'might aécept responsibility for advisigéf the

administrator or ‘achieving the tasks, the final

»

responsibility for overseeing these Jjobs 1ieéfgith‘the

principal. . o \\\

A project was developed at the UniVefsi:;;>g{ |
; _ 3
Alberta‘?to.,ﬁraiﬁ‘ principals in similar task afeas.\

Principals in the ' field were asked to rdte the

importance. of specific tasks and their ability. to

perform those  tasks. On the basis ‘of such’

)éelfranalysis, profiles for urban and rural principals

were obtained. ; L
: , S

‘Urban pfincipals rated leadership in curriculum
and instruction highly important and, although they

k)
»

N
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recognlzed weaknesseq in evaluat;on of currlculum,‘ did

" feel competentlgn solving 1nstructlonal problems and

' promotlng : p051t1ve ‘learning '~ climates.'d Staff

.

relatlonshlps received equal attentlon as belnq hlghly
important.- A principal was expected to malntaln a
system . of communication, share decrs1on—mak1ng,

establlsgﬂand malntaln good worklng relatlons ‘'with and

' among staffﬂ "The need to promote prore551onallsm,

provide for profe551onal development and 1nvolve statf
14‘ o A
in evaluatlng ‘schooL opeiitions warrant attentlon.

Implementlng system-wide po iciesx and operations to

ensure congruence of goals and ob]ectlves of the eystem

and school,was deemed_a priority" Plannlng for change

‘. S

9

was an area of concerng Principals felt confldent
about the management of pupll personnel,hresources and

support,staffr and schoolycommunlty relations.

+ R . -

In predlctlng 3Skills‘ needed‘for the'fimmediate

future, Caldwell and Magnan (1981) report: - .

J ! * P ,
: Ratlngs of Almportance and pErformance,
combined with opinions on the future role

of the principal, led to the 1d&nt1f1ﬁat10n -

" of certain "target °© skill areas" ' or ,
deve)opment needs. - These' included (1) A7
skills . in ‘the - _area of - -
Curriculum/lnstruction,' especially . those

_which focus- on: evaluation of programs. and N

¥ the design of programs which meet the ’ , 9
' . special needs of students; (2) skills din. . .

skills in the area of Sta‘f Personn! which
focus on the evaluation of instruction and
(4)  skills ‘in the area of Resource °
Management which focus on the buddeting.

the arga of School-Community Relatlgai {

-

process. . -: R . a

B

J
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~Thé multi-faceted roleL,of principal has been

viewéd‘according/to'task areas, processes, and factors

‘ within the system and_in'the(%nvironment~that impingé

.

on the office, _ Selecting a | person capable of |

)
.

‘performing = this complex role satisfactorily = while

simulﬁaneously feeling a  sense of job satisfactibn'

becomes an complex task. The specifics of spch a-

process are addressed in the‘following‘section.

¥ . . ) o

SELECTION PROCESS‘

A selectloﬁ process should a1m to dlscover and -

)

)emplby personnel who have the ,ablllty,‘ will, and

negessary initiaI'competence to do the work assigned to
it .

v&heﬁ - w1th the minimum loss of tlme and effort for

-

s R

orientation and,subsequent training. The result is a

sreduction in' the need for in-service supervision which
- can ‘befwlimitedafto',probationary personnel and to

, or;ehtatlon fore spe01al circumstance - (such . as

1ntroduc%10n of new technologv or organlzatlon) ieading

) to 1ncreased eff1c1ency»1n the system. The selection

pro: ess," as described by' Castetter offers a

'comprehen51ve and orderly system for 1dent1fv1ng such

persons. ‘ o . . - RN
) o ’ ) ' ) ' \_/‘é, .,‘
Castetter (1976 167) outllned a procedure whlch is .

partlcularly relevant te educatlon and 1dentr%19d the .

,follow1ng tasks for personnel services: o :j oo
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0

o

,eqtabllshlng {ple requ1rements, determining
_the kind of data reeded = to select
competent individuals from the pool of
applicants; deciding ' what devices and
procedures are to. be employed in gathering
. the data; securing staff participation. in
. appraising data . and the applicants;
rélating the qualifications of the . ' -
applicants to the position specifications; 3 o,
screening ~ the qualified - from the
unqualified  applicants; preparing . an
A ‘ eligibility lisg; and 'selecting suitable
[ , ' candidates for app01ntment by the board of

educatkon\\\\ .
*4_// :

Tt is this model that will guide the discussion of
the \selection procedure and criteria suggested in this °

: papen\\ Castetter's model is sequentially 'organized to
1nc1ude\\\fa

041; Developing selection policies and processes,
" 2. Preparlng p051t10n guldes,- stating position

‘

requ1rements and personal requlrements,

\
)

3. Compiling appxopria}e inflormation on -each .
' '~ candidate, ' e -
© , 4. - Evaluating information and screening

R v ‘ . ‘ : |
. f* applicants, , , . '
v ' ‘5. Making empld?ment decision and offer, and
: Ny e :
f P}ac1n§ in p051tlon.

D ann;of these tbplcs will be examined to determlne how

- = o

C a’selectlon process can be nmlntalned to assure that

the best p0551ble -match between : administrative

-

candldates and school prlnc1pal s is effected.
1. Selectlon P011c1es and Processes
Input from the school board as representatlve of

- the parents and communltyv at large permits long




‘range planning to providev for the .needs of the

community and to clarify - the values of the

\

community when hiring  potential administrators.

Such _ input may decreQSe‘ role', ambiguity when

3

applled to’ partlcular p051t10ns. ‘ e 1

Pfofessaoggl; ”ﬁnput ‘is required from the
e KN . ' - o .
superintend h“"has overall responsibility for

-

’ . "‘ I ) )
assessing and plannlng current system needs and

planning for future directions. . A director or

\

assistant -superintendent who has responsibility for a.

number of schools provides more specific information
. ol

1

regardlno 1mmed1ate needs of posntlons to be filled anf
functlon of the p051t10n in’ the unit and the system.-
The - personnel dlrector complles “1nformat10n
gathered from the board and superlntendent to\de%%fop
general guldellnes and a manpower plan for the.system.
Through deflnlng the aims and goals of the system, and‘
~stating the requ1fements 6f . a p051t10n, p011c1es and‘
, he process used in selectlnq the approprlate person\

L]

can be standardlzed i

Selection ~techniques lwhlch dlstlngulsh between;
aoceptable. and unacceptable candldates need ~to5 be
standardized. - Sayles .and :Strauss. (1981:175) dlscuss
‘alfernative selection philosophies
af. ecreening applicants to eliminate those

¥
B

- Who are different from the image of the

organizatiin‘ :
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b)  modifying the job to suit the person, and_
c) matching'the person toﬁa particuler job - {’

Stafflng pollcles which seek to select 1nd1v1duals-

w1th a partlcular appearance or educational phllosophy

@

-

or leadershlp style fall to account for the varylng
-

needs of dlfferent children and communities. ‘Although

schools~d1ffer and consequently, the skills requ1red

‘of a pr1nc1pal vary accordlng to the settlng, there areq

meet those‘.-nequlrements seems most ioglcal " a

basic requ1rements ‘and expectatlons attached to the

role. of pr1nc1pa1 Maintaining ‘the hlerarchlcal

. oy
structure and - asse551ng the attalnment of system goals

becomes more dlfflLult 1§ "jObS are modified to suit

A

‘persons Assqss}ng the requlrements of a partlcular ';

]ob ~and ch0051ng a person with sk111s and ab111t1es
C o - Pt
ultimately more ‘efficient. - ‘When the p051trgn

person'are'compatible, 11tt1e subsequent ~adaptation, is

-~

.necessary and the llkellhood of retalnlng the employee,

1ncreases . -ThlS~ : pl’OCESS requ1res a more exten51ve

:'pre-employment assessment.

In theory, the dévelopment of Selection policies
and procedures precedes and fac111tates .the" selectlon

ofﬂ admlnlstrators. Kelsey . and ' Leullier (1978.3),,

;reportlng flndlngs of a survev. of 'British Columbia

"school Jurlsdlctxons, dlscovered that 60 percent of all

! ~dlstr1cts ~reported no p011c1es r %rocedures of

- 'v‘(

1dent1f1catlon,v ,‘Selectlon ‘or  training of

R

@ R ’ B a P ! ’
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admihiétrators{' Sixteén'peréenﬁ of the distriéts had
. printed p¢licies or established proCedures in all thréec
' areas_ and in the other districts pqiidies;"ahdh”
pr@éedﬁres in idenxifiégtion and, selection were most

common. Simila 1y,~Lodér (19§2:20) reportiné a:study

of Saskatchewan school divisions found_vefy few school
divisions with;written polidies for the séiection of
school'principals. '

A recruitment = policy = intended to inférm
pfospective employees of particulér »positions' and
gncourage'"their appiicétionsl for the position_‘rgns
concurreﬁtly with the pfocéss of defining the»selectio;
‘philosophy. | |

, Reqruitment' policies ' dependent solely on
self-seiectien are destined ‘to produce ' meéio&fe‘
: . . .

leadership. The identification - of ‘potentiall
.admiﬁistrators should not £e confined to the .locéq
system. ﬁecrui#mentf shoﬁld follow a <§YS£ématic plan
”whiéh includes rermmendations | and v';eferrals,
.advertisingvin _newspaper and professional.journals,
.-usiﬁ@ gobernﬁent and\privafe employment serviceé, and
professiQnaL coptacts.b Stanton»(1977r45) states that
an organization, to " be succésgful in attracting
QUalffied beople[ muét launch and maintain é vigoroﬁs,
'energétic and,limgginatiye recruiting program. 'True
éelecfidn cannot take place without a podl of highly

desirable candidates ffom.which to choose. i_‘



‘accurately describes the attractive-and difficult or.

as.

Position Guides L \
. | ‘ o - ,
A description of the requirements of a particular
position facilitates the selécfion of. a person with

appropriate ‘qualifications. Written position guides

should. state requirements for' the: person and the

position. ‘Wanous (1980) advocates using a realistic

o jbb preview. Preparing a - position -guide that

e

potentially frustrating features df_ a pqrticulaf
posit;on-facilitates‘ﬁrospective candidatés'ldecisions
as to whether 'they &re willing to c\om;ni'%ythemselves tt::
such reépohsibili;ies. , . B |

Thé ‘'school. aims and objectives Ashould be
specified, 'as ‘Wéll 'as: adminiétrativé functions .énd
service.functiobs.: The personnel director is assisted,
in seeking an appropriate candidafe and the applicant
knows what the échool system iS'seeking. ppjéétivity
and openneéss are,;.enccurageé in appliéanté' and
selectors; The utilization of realistié job previews

assists the capdidate.ia'méking an intelligent decisioR-

by presenting both positive and negative aSpectsvothhe

' position. Steers (1981:143) claims that this results

‘in less turnover due *+ disillusionment, and greater

job satisfaction, no reduc:ion in available applicants,

ahd‘more_realistic\leveléiuf job expectations. Changes

in student enréllment; leadership styles, proféssional_
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‘developﬁents,‘, working 'conditions ~and educétibna]

fechnology demand regular review and modification of
. position requirementé.

In developing: a profile for the position,
attributes of the individual to bevconsidered in the
xéourse: of . éelec?}on are specified.  Traditional
criteria iﬂclpde experience, academic training, level
of.scholastic'achievement, igtell&geﬁce, personality, -

personal factors, health, age, sex and general

knowlgdge:

‘Legislation 'proteéting human rights diéallows
ihquiries of a candidate reéardiﬁg age, sex, racial
'origin; »heighf, . weight, and. geﬁéral .physical
disabilities . or health: problems. However, it is
permissiblebﬁg:éiighléte that a job offer‘is depen&éﬁt 
on passiné 'a. job-related physical . or medica1 
examination. Increased concern for equality and
individﬁal rights, a reflec;idn of the Canadian Billvof
Rightg,‘ exélqdes' inquiries_‘in‘ related areas. Any.
queries : regarding marital . status; requeét ’fog' a
‘photograph 'priér to hiring; questions which reveal
religious deﬁomghation, éffiliation‘-or breference;
questiqﬁs regarding birthplace, ancéstry or relatives}
or queries about foreign addresse‘%’foreign:mili;ary
service ér addresses of schools or institutions outsidé

Canada are pot permitted. | , -
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As'parf.of the selection process, the criteria.

by which the candidate will be evaluated are

pre-established. The selection criteria delineate

those ideal characteristics for successful performance .

of the'“ job. It is =~ recommended that these-
" characteristics be written “and .available to éll
‘involved in the'assessmenk. y«’//

- While the importance “of iﬁen£ifying specific
criteria for é principalship'is gecognized by writers
iﬁ selectioh,_ in pfactice few school boards have
written guide;- for the role of principal. Newberry
(1977) discusses the discrepan Yy bgtween- theory and

-practice. . \
Studies conducted in the United Stktes and
. Canada show that an extrem small
percentage of school boards have. actually
_established guidelines or job descriptions
" for the elementary school principal. Until
the job has been defined according to the
local COqunity's needs and expectatidons,
it is impossible to set selection criteria,
»—and e search will be for a person who, in,
fact, will perform a service that no one
has ‘really defined. , :
- (Newberry, 1977:44)

In studies ciﬁed by'Newbeftp several criteria are
consideréd_irrelevént to adminisfrative)effectiveness.
Such  factors include ovérembhaéizing fofmal

.undergraduate and graduate educatién courses,

overémphasizihg'previous'teaching experieﬁce, length of
’ t

previous administrative experience, ' sex, age 'and

4mari€ai status. |

_ 0 Hencley (1970), Jefferson (1982), Lund (1977) , .

4

—

v
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Seifert (1981), Smyth (1982), Thomas (1979), .nave
examined the role of principal and,characteristics to
. consider in seiectlng an 1nd1v1dua1 to f111 the role.
personal factors such as decision- maklng abllltyﬁ
judgmen;, communication skills, ability to work with
people | ana orqenizétional °skills - are noted.
Pfofesgionai charaeteristics may -include expert

I

knonledge of 1nstructlona1 methods and curriculum and
] ‘

stragegles for implementing change. These enhance the
role; of eaucational leaaef. Understanding of system

i .

goals and objectlves and awareness of the: env1ronment
1n whlch ‘the school operates are important. Previous
successful - teachlng experience and ev1dencei' of

recognized leadership potential in professional and
: : . o

- community activities are also considered important.

~ Table 1
CRITERIA RECOMMENDED IN LITERATURE :
Strongly Slight Limited Not
Supported Recommendation Support Recommended -~
Age o, ‘ X
Sex ‘ : o ' X
Experience S X
Academic Training ' X
Scholastic ‘
Achievement '
Intelligence ”,
Personal Factors b g
Health Factors ' . ©X
Breadth of Knowledge X
Personal characteristics and qualifications,
professional characteristics and " qualifications,

experience and. training are considered the p@&jor
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criteria. Complete agreement as to relative importance

and how to assess the criteria is not evident in

/

pxac£ike or in the literature.

Cémpiling Appropriate Informatibn on e;gh Candidate
Chafactefistics such as personai factors, breadth

of knowledge, and experience need to be _examined

extensively. Intelligence, scholastic achievement and

academic training are considered relevant in' some

.-instances. Because of changed societal expectations and

anti-discriminatory lggislation health factofs, age and
sex ére no longer considered aS‘vélid excluders.

~ Recommended assessment 'pggcedurés hgb evaluate
these _qualities are generally Subjeétive, and are
obtained from interview situations and referencé
checks. 'Apélication forms and some written tests'may
provide mére objective information.

| Stanton (1977) sugggsts‘a'briefvinitial screening
interQiew; reviewing the aﬁplication - form, and

presenting the candidate with a realistic job .preview

as initial screening procedures. He also adheres - to

the use of psychological tests pertinent to the
required skills and abilities of. the position. a

thorough check of'ﬁhe applicant's referencég completes

‘the screening procedures. The structured interview 1is

a selectiﬁg technique used with only a relatively small
number: of promisihg candidates. Multiple variations
from these . procedures are possible though’ most

¢

;y‘*’
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procedures contain similar elements..

Moses (1977) and Musella (1981) .*Edéscribew q’W

& L ) v ,»jf""‘-’%z':“ Qv
assessment centers .aimed at objectively meastring

‘personaﬁ“ factors such as problem analysis, judé' Pt'
organizational ability, decisiveness, leadership,

- sensitivity, interésts, personal motivation, stress

'xoierance, program implementation and evalqatibn, oral
communications skill and written comﬁunicatiqns skill.
Five categories of tasks were developed to assess the
pengdnal factors in :this Canadian -centre: in-basket
exercises, structured interview, leaderleés group,

£eaqher evaluation and progrgm implementation and

evaluation. ?hese'asseséments, along wigh other ‘data

. ‘ » ' - -
sources - Vita of experience, recommendations,

-

credentiéls, interviews .- ‘form the total selection

process Of the .Peel Board of Education (Musella,

1981:10,11). =

s

Schmitt ~ et . al (1982?135)_ report  favorable

reactions by assessors and assessees, satiqfaction with

the quality of : scbgoly‘ administrators selected,
improvéme;t of skills by asSessors’andlgréater respect
for the principalship Qi%hin the Jdistrict resg}gihg
from using assessment centres as pagt of'the seléction

process. Time, e%pense and accessibility negate routine -

use of these facilities. Consequently, procedures
employed in selection vary among jurisdictions \
4]
.t“ .
-
o /
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according dto skill of the assessors aag emphasis
placed on various teehniques. “gﬁ |

Loder (1983:20) conducted a survey of rural and
urban dlstricfs in Saskatchewan, Wwhen asked (to
lﬂdioete those 'procedur%ﬁ thétxjwere used to select

’prihcipalé} superintendents showed a‘dependean on a
limited 'number'-of established . selection procedures:
application forms and formal inferviews and some;lmes
eelephoneh investigations, university transc:ipts and "~ -
letters of reference..,No objecfive testipg prOcedures

’ : ¥ ‘
are included-‘and -procedures vary from jurisdiction to

A

'jlesdlo/zon. S .

eese (1981) descrlbes a procedure employed 1n an

American settlng which is exce351vely dependent on the

a)’f'

interview. After an ‘initial screenlng» of&
o . . ' . W i :
. _ . : . R -
transcripts and references, .a. One hour,

staéﬂardfwakvfo,g%

s e

interview is . conducted.

group

/

(el
4
&7

"fdlscu351on,

‘ane

" each interviewed candldate, followed

and a re-rating, :a short list’ of:m.f

- *
e -7

chosen. These are ‘re-interviaw

-superintepdent} personnel dlree‘

2

administratogl " An observation of
their home districts by the
sub-committee precedes a board £

finalis;s,f Attempts to inject otﬁ
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procees are questionabf% considering the subjectiﬁlty'
inherent in the interview process. | *
McKa@ and McCqord (1978) present a two-day program

« with similarities to the assessment centre. Candxdates

——

: [ Ll
are  involved, in = four activities: , a /oroup

R
problem-solving dascussion, an exercise inwsﬁper&isron.
an oral presentation and a  principal’'s in-basket
exercise. 1 fheseﬁiactiviries are desioned to assess
candidates' skills .in decision-making, group
COmmunioation, ;oonferencing, analysis, puBlic
relatione}‘ ‘and handllng of paperwork in simulations
which focus on task areas pr1nc1pals can be expected to

‘experience oh the’ job.‘~How o;her criteria are asseesed'
and whether any other criteria are considered is not

4

addressed in the article. The program certainly offers
. - 8% .

"a degree of object;yfig as each activity " has

pre-determined standards andi\criteria for rating

candidates. Candidates tepd to be less enthusiastic
_aboutvthe prooess than selectors.

Zakariya (1983), ‘yBruce | (1976) and 'AMcIntyre

(1974) describe internship' and leadership training

programs in Canadian and American centres }ntended to

orépare future admindstrators and to -;ssist in

. “identifying effective administrators. Observing a

candidate over an extended period of time perfiorming

administrative functions shoq}d reduce selection errors.



. + Fd ’ ) /
% 1 . ©. 53,
' ".
~
o [ . e ; ' . i '
> ‘ * “"What the usual hiring procedures often fail .
‘ to shew is how well a prospective principal ( N
. can be' ekpected to function once he's - T e
oy : actually sitting .in the principal's chair.-
) . (zakariya, 19€3: 20)
3 - . . ‘
7 e Use of other selectlon technlques‘such as resumes,
! L e —
J \‘.' trvhscrlpts_and recommendatlons are 1nc1uﬁed w1th the'
Lo
L internship. The-Administrator Peroé{vor,-a‘structured
1nterv1ew,‘ USed‘ to maEch a penﬁonfs talent to the
) speﬁlflc geeds of the situation “is advocated *in the 7
' >stem descrlbed by %akaxlya. Because these procedu:es
. ‘ srely on ‘1nvolvhng numerous system personne /er
i L e IR ’
P - extensive comﬁdtmeht 6£htime, and eXclqsfvely internal
o : ‘selectlon, the proeess as a whole may become too costly
[ .
<! ,f and.insular. Cost factors and eff1c1encv must be taken
into Qsons1deration‘ in advocating ~1nte;n$h1p as a .
©  seléction progess. RO e '
i\ S ‘ ’ . B A . : : '//,. ‘ .
U Castetter (1976:187) emphasizes that a variety of
techniques is essential. , ..
R ' fThe various selection devices employed to-
O , complle #formation include the application .
o e ‘blagk, selection ‘_‘ts, interviews; .medical
CREREE examination;, adedemic - transcripts, . . - .
- . backg:@und 1nvest1gatlons, personal-hlstoryb ! ’
o ST guestionnaires, ~ . _recommendations,
’ ' performance ' assegsments, “and infermation

yom. placement agencies. .The point- to. be . . .
de’” here . is that* no  single. tool or - .
technlque can be used to the ‘exclusion of ‘ 5
e rest, for each can be used to gain only
sain typés of xpformatlon. JIntegration
. information "about the can ate, from all |
bl o source¥ is a primary function of the o

1 NS . . Ve 4' .v -
e R \ - selection process. . AR B

4




2

¢

Tabl-_uﬁ‘
PROCEDURES’ RF(OMMENPd

Strongly Timited Not

.Application Forms. ' X L v

Field Observatlons X

' Physical !

Recommended Recommondatlon Support Recommended

. L}

~

References/ ' I
Recommendations | X .

Academic : .

‘Transcyipts . - C X

Ability tests i _ X T

Interviews , X
Probaticnaxy ‘
Period ‘ o T R X

Examination : ‘ X

%

-Internship . ; : ' X

and professional cha‘acterlstlcs.

/ ,
v . / . . oA

Several progédureyrhave been reviewed'as,possible

methods for complllng 1nformat10n for'the selectionyof

pr1nc1pals.‘ Practlces w1th1n these. procedures vary

'Interv1ew3, appllcatlgn forms and recommendatloﬁs or“

. /
references are most cbmmonly used to determlne personal

: ™
' . >~ 4' .
g Objectlve mea#ures such as ability tests . or

-
-

uSed. Limlted avarlablllty and relevance of tests and

common “use. Transcrlpts of academic qualiflcations

‘are consulted 'to conflrm educatlonal preparatlon but

/
»

" not academlc standlng ~ Field observatlons ~and

- ',,l

1nternsh1ps are used 1n some:c1rcumstance= to supply
4 »s

Qflrst hand 1nformatr&nmof a cgndldate s capabllltles.j'

B 3’ L Lo T o

"51mu1ated act1v1t1e are advocated but not frequently

'dﬁfficultye in -developlng valid 51mu1at10n5‘ negate"



'princxpalz

“decision-

. w : P

'f‘; ' o 55.
Probationary perlods and physical examinations are not

recommended in procedures for selectlnq pr1nc1pals..'

L

Evaluating-Informationwand Making Employment Decisions
'Establishing criteria and the standards by ‘which
they will be assessed; n%cessarily precedes the'

decision-making process. A system for evaluating the

,extent to which qualifications of fhe’individual meet

+

requ1rements of the position and comparing 1nd1v1dua1

< .
quallflcatlons . for selection of the most llkely

2

candldate fac111tates analy51s (Castetter 1976 194)

Tt is 1mportant ,_af this p01nt - that - the

,decision4makers become aware. of their own biases,

s

. hidden 'agenda ~and . personal valu€ systems. Levin

(1§&0:16) cautions that'what;people_"notice" and what
they pay attention' to,‘ or "value", may ,be _quite

dlfferent.v Therefore, it %%ﬁgmportant to be aware of

et TR A

what wé really notlce, about whatv we thlnk —is

-

ihportant° about how we - arrlve at our hunches In the.

‘1n1t1al stages, 1nput from all who are“affected by the

is encouraged, but ‘at thlS point, expert,
LA '

jaking is recommended. Professionals should
make final  decisions within the structures of the

standardiged procedure. Lo S .‘.-

8

Tagliere (1973) discusses the merlt pr1nc1ple in

~.decision-making.. The 1ntegr1ty of the organlzatlon and}

the department of perspnnel‘ 1ack credibility if the



selection does not emerge from the short list. ‘Boards

v

ey

' I . ‘ : . : o
that supercede the procedure - by - introducing- or .

selecting candidates not part of:the -final stages of

N . . “ S, “\ . - ! ‘ . ) ‘: ‘ R

selection .or superintendents that add 'names to the
. : . Lo L i ]

~short list undermine th%upr0cess within the district,

e .. . :
Patronage and .unfair selections dis¢ourage. high

stahdards:of professionalism 4nd degrad® professional

morale.

Kelsey and Leullier '(19?8{4) .report'ldevjationsf

'yfrom regular pollcy in British Columbia jurisdictlonsq

and c1te one ‘instance where ‘the superlntendent has the.

rlght to '‘add to’ or delete from. names of appl1cants on
'the) short llst. ) Other‘ dlstrlcts _report procedures
1designed to increase the reliabillty‘ of candldate
evaluation hyv’havingt‘different:moroups .oﬁ people
respon51ble for dlfferent aspects of dec151on maklng.

Meese (1981 40) _advocates dlstrlbutlng . the
S g

, respon51b111ty for hlrlng admlnlstrators among a group‘ -

.';of persons to encourage support from the 1nd1v1duals

who helped make the, dec151on and from the grouﬂs they

represent ' However, in. the process descr1bed the
¢ . ‘- 9
‘superlntendenf oversees QI part1c1pates in each step

A Saskatchewan s;g,

. B R
dlrectors and superlntendents were the persons most‘
£ 4

1nvolved 1n actively selectlng the prlnc1pa1 w1th 1nput

from lelSlOn ‘and local boaﬁasg Th1s seems to adhere

v .
s

to recommended practlce.

Y

ALoder{ 1983 21) showed “that



‘requirements,

‘screening procedures,

"job 31tuatlon (Tagllerl, 1973: 5) .

™ . productivity,

b whlch the qroup accepts

“'the 11ke&1hood of an effective selectlon.

‘1eaders.»

.assessmentsw of

 satisfactory performance

;57;

vPIacemgnt Decision -
'

A candldate w1th quallflcations that meet p051t10n

bec0mes eligible for placement

r B -

1nd1v1dua1 in any
competent person. in the
often leads to years of
grief,. low . 1nd1v1dua1
and interference with system
goal- attalnment (Castetter, 1982:83)

Coo Plaqlng an ineffective
Y" ‘position,’ or ' a
:}‘ﬁ' Ier?ng . position,

. ¥ administrative

The extent-to whlch the selected individual fits
the leadersh;p style requlred for the position, and to

and the 1eadex

-

the 1eader

i“gadapts to the structure of the jOb 51tuatlon enhaqges

E

1967: 143)

¥

~ None . of the reported seleCtlon procedures showed

.

'eV1dence of “testing for leadership style requlred in

to. determlne ﬁollowershlp styles or group acceptance of

51tuatlonal factors as
cont;ngency)theoriSts,

The selectioﬁ;‘ process does not

of personnel.
incompatibility betWeenfpersons and positions, as well

a . - - ‘
e . . s . ’
. . B ) .

who has successfully passed through the

~ Placements ‘most llkely to promote‘ *harmony . -and
, productivity“«evidehce',a' match between leadership
'styles, foiloWership styles and the structureiof the

(erilerﬁn’

5% partlcular s1tu®tlons, consultatlons w1th school staffs

Placement dec151ons do not. take 1nto account'

‘1dent1f1ed by[

guarantee

Chances vofu

o



-

as .individualhﬂdisyatisfaction with‘,work roles will
reﬁ%in. The intent is'td-reduce the numbers»of people
who w111 requlre 1nd1v1dual superv151on in adjusting to

the =ystem and the p051tlon and to 1ncrease the mnumber

"who ate 1ike1y to cOntxnue o grow.

G. Summary = o , . ‘
| This~éhapter presented~a~review of the litéfatureﬂ
ifocu551ng on the selection practltes for prlnClpals A
theoret1ca1 background of the perqonnel functlon in
organi;ations,_ personnel selection 'in edocation,
vleaderéhip and ooniingency“theory'and the role of the
‘principal wés pfesented.» The selectioh process was
reviewed in theory and as. practioed in - other
jurisdictions. | The.  selection policies; ' positioo
guldes, COmpllathn of 1nformatlon on each candidate,’
evaluation of 1nformat10n, employment decisions ‘and
.plocement decisions are described. |

) : rIn the following chapter the methodology used 1n

the research study is descrlbed
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A.

S ey - .

Ihstrumentétion

éducatioqgl' admiﬁlstratﬁg§;éseleqtion prqcfidég,

111, METHODOLOGY
- In this chapter, a ‘éescription of .the " research

is provided. The process followed in

P

Ltructing the 1nstruments is presented,‘procedures
ugéd‘ in the collection of data and data treatment
technicues are de;criced and characteristics of the
respondents | who pcrticipated + in' - the study are

1

presented.

A quastionnaire and an interview were devéloped:
for coilecting ‘data for this studv. The interview was

conducted with the superintendent or designate .within

. , - C S |
‘the schopl district with responsibility for selecting

-br overseeing the seleCtion of principais. The .

‘
questionnaire was designed ‘-to be administered to . ©

e

principais'who had iecently experienced £he.§e1ection
process. : | | - | o IR

| The.burpose for'ccllectiné'gata from both sourcéé :
was to obtcin a mcre “complete picture of what was \

intended by the sysﬁcmras well as what waé‘perceived by

both . ~the individual using  the"»pche§s'fand the \
S 3 o N ’ .

1§div1dua1 exper1enc1ng the proces5a ‘

o
+

"%The queifioanalre, " entitled 4"Proc§dures‘ and

Criteria for: lecting Pfincipals"'>vwas based

1nformation ” %athered y ff?ﬁ,ﬂvthe' 1iterature,.

A = I o




an earlier study on'community nealth‘nurse selection‘by
Tenove (1981)"and‘from a study by Peach (1963) related
\~§9,59Lecflon of prlnc1pals. The interview was designed

to parallel content in the questionnaire.
:‘;“" N N ’ ) ‘
“\-,-“\!9 v . .
‘B. Desxgn of the Queetlonnalre and Interview
£
Part one of the 1nterV1ew *‘was designed to collect
basic 1nformatron such as -size of the ’1urlsd1ctlon,

3

presence of a’ selectlon policy, the wrltten status of a

£

selectionfpo}leYQWavallablllty of policy, presence and
)availabilityf“.o}dw a job description, ‘numbers of
app01ntments made and - confirmed in the three year
period examlned and information regardlng who made the
selectlons. s

Part two of the interview was intended to identify .

’criteria normally used in selecting principals.

Respondents were asked to rank the importance of -
° perSOnaL factors and selection criteria employed
Part three of the interview asked respondents to
identify - procedures used 1n the process of selectlng
and placimg principals. The reSpondent was asked to
rank these procedures as to importance.-
Part~four-of the interview addressed the QUestion
“of satlsfactlon with the selection pr0cess and with the
1nform;tlon gathered as a predlctor of emplovee Job
performance: personal ]Ob satlsfactlon and appropriate

placement of personnel

v
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r

‘The content of the questionnaire was similar'to
the interview.- Part one ésked‘principals-what grades
were under their supervision and how many teachers were
in the school. . Part two asked respondents to ident”fy

criteria used in their selection.. They were asked/to

rank the personal factors and other criteria
importance. In’ parts three and £0ﬁf/tne—seiectlon and.
placement procedures were examined. Part f1ve asked
the- respondents how satisfied they were with the
selection process ‘and with the information gathered as
a predlctor of employee jOb performance, personal ]Ob
satlsfactlon and approprlate placement. A four‘point
leert scale p01nted out the degree of satlsfactlon.
Open ended questlons ashfd respondents to indicate any
criteria . or’ procedures not included in .tne'
questionnaire and what changes or,impﬁovements they would
" recommend. |

\

The interview and questlonnalre were. submltted t0@

three groups of persons for suggestlons and criticisms. «# ?
A copy of the resultlng questlonnalre and interview are
,eno;osed in the appendix along with the letter of
~instructions to‘ieviewers. Suggestions'égd'criticisms
R , R : _ ,
ufrom, these sources were incofporated'

the final

w

~design. Those asked to provide feedbackg%ncluded

a) Graduate students in thi - Department of
“Educational Administratipn who offered
criticisms regardin fotmat -and content of , .

1 g ’ g . e

"
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. ) .
. Q
A o

the queétidhnaire, the face validity. of the
1 questions i%cluded in the questignnaire and
s infdfmation‘;f;egarding tik reqﬁiréd to
complete thefquéqtionnaire.

« A .

b) Professors in Educational Administration with
o " .
iﬁtérests"ib&fesearch and .design, personnél
R : .. selection and administration who offered
| criticisms ﬂOf ‘design, format and content.
The researéhpllproposal wae- included to
-determine if the dﬁésti¢nnaire and iﬁteryiew
‘ . werehrélevant to tﬁé‘study.
;) A pilot étudy was conducted with prﬁncipalé

/

and Assistant Superintendents of Personnel in
two suburban jurisdictions near Edmonton to
h test the .clarity of "qﬁestiOns in the

interview and questionnaire and to discover
.

if Gquestions related to field pfactice

-

‘currently used in selection of principals
were appropriate..
As a result of comments from these séurces, it was

~

»determined that the two instruments'did,;in fact, allow

" -

respo‘ndent.s to lkdescri'_be the process ]".n, use,i? their
districts, that adjustment in format would facilitate
response to theﬁquestionnaire, that rewording of some’
guestions i& the interview was necessary and that a

reasonable amount of time was required in responding’to

the questionnaire and interview.



F

' H ) . . ) : 6 3 . Y.

In deciding‘to limit the study to urban school

districts within® Alberta further considerations had to

be made. To assure a representative sample .of

distfict55With enoughrschoo15 so that there c¢ould be a

nu r of recenttappointments, districts with a ninimun

of ten schools in. the jurlsdlctlon were selected
In1t1a11y these dlstrlcts were contacted by letter

requesting participation in the study. A copy of the

lettey is inclﬁded in the appendix. It was followed up

by a telephone contact to clarify and respond to an
: | ALty y

'queries about the study. At that time, or upon receipt

of written communication - from the district _ when

w1111ngness to. part1c1pate was confirmed, an interview

L)

with the appropnlate off1c1a1 was arranged. = A

follow-up letter confirming the ,~appointment and

requesting -names of eligible principais wasvforwarded.

Copies of this letter and the interview are located in

the appendlx. ‘ . . o
- ’ L 2
Follow1ng the interviews with the superintendent

or designate, the eligible . pmincipals were contactedf

.

Pr1nc1pals con51dered ellglble were those appetnted to

*

their present p051t10n September 1, 1980 to- June 30,
1983. Inltlal app01ntments and reaiilgnments were both
included in - the study to determine 1if there were

-~

appointee for a positioen. A covering letter and

_questionnaire investigating criteria and procedures

‘differences in the process applied in choosing can
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% Data Collection

applied and satisfaction with the selection nrocess.and

‘placement decision was forwarded.. Copies -of this

letter and questionnaire are found in the appendix.

J

s 9

e ~ Seven interviews were conducted during the period

of July 4 to September 1, 1983, ‘Questionnaires were
sent out in batches, one district at. a time, from

September 30, 1983 to May 30, 1984* to monitor«rethrnsu

- To fac111tate returns a self- addressed stamped retqrn

envelope was enclosed wlth each guestionnaire.
&

- In total one hundred eighty questionnaires were

1

mailed out’ to the seven districts. The return rate

varied from 50% to 74% during the first two weeks after

the mailing. ~Reminders in the form of a letter and

¥

were returned uncompleted, one of

another questionnairi\brought the return rate up to 71% -

overall. Two replies
, \
them by ‘a pw1nc1pa1 concerned that the code was not

protecting anonymlty and the other by a person who wasb

no longer working as a pr1nc1pa1 and did not feel able .
to respond to the questlonnalre. Other questlonnalres
were, adequately answered and no others were r61ected
Data Analy51s

The data obtalned from the é@ven dlstrlcts y;elded

‘one” hundred twenty-six usable questionnaires which were

T

T e
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£ ) ) .
tabulated fo; comparative analysis and transferred to:

i

data cards, for processing. ' . ' ‘k -
L

A program of descriptive statlstlcs was selecteqh

with the ‘assistance of C. PrOkOp to examlne-the .data

Tn s

RN

for frequencies and distribution . for selection
criteria, - procedures and respondent ' satisfaction.

Open-ended questions were reviewed and '\aﬁalyzed
. . . ! ] N ‘ \
individually by the writer. ‘

To -examine the differences between initial
appointments and re-appointments the data .program wés

re-run and a visual comparison was made between the
. 4

i

—

sixty-three ‘reappointments and the sixty-three new
appointmentss The responses for all 'Variables’ were
examined and any discrepancies ar variances in réSpoHSe

noted. - E : | . .

The - interviews with superintendents were reviewed

¢

‘and analyzed individually. To examine differences in

s

perception of the, process a_ comparison between
questionnaire and interview responses in ranking

.personal factors .and criteria was made. . Comparisons
.betﬁeeﬁrsuperintehdents'_and prinpipais' satisfaction
wi;h‘ the ptocess were also conducted to , examine
t K ) . . .
differences in perception,

¥

e -
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, ‘This chapter presented the -
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reﬂsearc‘h design. The instrumentation, design of the i
'questionnaire and interview, data collectign pnd data .
analysis are discussed. Chapter 1V will diécu?,s the
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a data collected from interviews with superintendents or
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. " IV. ANALYSIS OF THE DpTA |
-» RN 4 . , . .
~’ SR FROM DISTRICT REPRESENTATIVES o

v_‘Chapter IV;\]wilI_. present the data related to the_

4 “fintdrviews with< superihtendenté or their<Mesignates

AR from the seven dlstrlcts which participated in- the

study. A descrlptlon of the population, .selection

'andi satlsfactloq with the ‘process-eare. included

19

Summaryp,tables comparlng the 1mportaﬂte of selecklon

Tt

- crlterla and selectlon progedures are also 1ncluded.

.5 el H ) /o )
. A. Ana1y51s of theQData v ¥
:3\‘ Populatlon Proflle “ff ;h "

‘- l

M

%hdlstrlcts d@id ™ not reply 1eav1ng ithe\”study B

'_" : (,populatlon at seven' =chool dlStIlCtS.v' Wlthln

v

-"f A | those school dlstrlctq the numbér of app01nﬁmentsb.

. » | -
R g\f"»*«”reported from September 1985ﬁ2ﬁ June 1983 Varled‘ .

o €;25 ; ‘between three “amd flgty three for a total of 180
.-lOf the 180»pr1ncrfals contagfed 126 responded to;
J;;;,lf. | the/cuestlonnaxre, 51xty théi\\flrst a551gnments
”f;} c . ,ﬁand sgxty three reassl%nmengs,. for a.return é;tef
E%r:ff?:rYiﬂhh t‘~some dlitrlcts,eiperrenced relat19ely iittlé;
?”‘f':v"gfthqhgnqqi," pr1nc1palsh1ps durlng_v‘ - period‘_~

N S PR ; T el

‘criteria, sélectlon procedures, “placement ~procedures.

T The study populatlon cons1sted of ten schoollni

hdlstrlcts wlth ten t% 195 schools.o Three SChOOlm

o
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examined while other dlstficts reported a‘greater
'percentagef ‘of'~>chan$e.t‘ Superlptendents or-
‘uassistaﬁt superlntendents‘ explalned the reasons’
“for’v.relatlvely» ‘small ~changes ;as being | an’

v
1nd1catlon of pr1nc1pals 1ob satlsfactlon and a

_“ " o
~.dec11ne or- stablllzatlon 1n gppulatlon.;vlm,ﬁng
o 12§ SR
. .scho@l dlS‘tr‘.lCt an 1ncent1ve program 3: ﬁeeﬁ“
' “+ e o boo v R RN

introduCed\ to encobﬁage early retlrement ofi "

admlnlstrators and h&\ce allow more app01ntments

“to be made.v Another attempt to encourage'moblllty .

i and change was reported by. a <ilstr1ct that,_hadfh

|

.transferred ‘a_'number of pr1n01pals within the

dlstrlct. (see'TaHle-3)" e
.," s N o R - 4

5 L e : eé.ﬁ‘
ﬁg*%ﬁénvPoluiﬁkh A ﬁf’ R ygr ;

~”- Castetﬂer (1“79 172) enCOurages;_ use - .of

i B .

written. pollc1es to clarlfy ‘the intent of the .
board ~in persoA%el selection and to gulde the E
:1selectlon process employed w1th1n the dlstrlct

3 . :
- In: rev1ew1ﬁglother wrlters on selectxon processes,d

'dPeach (1963) asserts that selectlon p011c1e§ w1thd

crlterlavrelevant to- the system,w&ll oVi e am

N

»tadequate supply of’ acceptable Acandadates.
prlters recommeqd that these pZ}lCles be av yyh
‘to all staff membefs and appélcants..~éfﬁd‘f
o 'Ihi sixfdoﬁ.‘»the‘,seven _1nterv1eeed

'dlstrlcts,, }§e1e¢tioni policies '“’rela

e il e
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admlnlstratlve app01ntment= wer& wrltten. 'In four .

of ‘those six dlstrlCtS ‘the seleeylon pollcy was a

S 4

T \fpubllc document avallable in a pollcy handbook in
DR all'schbbls.; Two,of the six dlstrlcts reported’

: that_;the‘ bblicy"was_ avallable to appllcants on
s request.\ As well as’ the basic crlterla in the.

wrltten documents .all dlstrlcts 1ntexv1ewed stated

preferences that went beyond the wrltten document

w o As reéommehded in the 11terature,va majorltv'
. i ’ . . . .Y‘.
‘ -dlstrlcts ”had wrltten; p011c1es

éelectors hnd those who. were, applying,

T,

ons. - A

:

o SR : BN ‘x‘ ' oo
N . - A
’ WRITTEN STATUS OF SELECTION POLICIEQ

- ®

o , : "IN SURVEYED SCHOOL DISTRICTS |
kS ’ ‘\ .. . ' i _ '4‘#—

: . : e ' . school District Responses
» ‘ . y . \ | ' ' . ..‘; . . . o L -‘~
‘ .o - Writteg Status. R Freguency. ‘
: e ; — —————— —
" "Public %c_cument o B -4
: . Available to applicants only 2 E o
. m - Upwritten policy - L s 1 /
. 3 : ) T i o , v T 7 g
e - Total Lo o YA |
[ ] N
&
§ : S
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L]

Ve

Selection Criteria - . '

.~

'The 4purpose of 'this .section 'is to present a.

.

deccrlptlve ana1y51s of the varlous crlterla employed

.

school - districts  in the selectlon of school,

¢ .

principals. Comparisons will be made among reported

&)

selection ‘,policies 'and@\ the relationship’-’betWeen

o

?.

,”b"

e

L.

o

»reass gnlng‘a pr1nc1pal From thls ev1dence, onelj

A

L

pgéﬁticeﬂand the literature. - - R S

o b‘
-~
¢

Edé%atlonal Preparatlon

~4 A%gofdlng to.- wrltten selectlon p011c1es,

four séhgpl distrlctsi” required Jno dmunlmum"

s - -‘

0

ducat10na1 '*'preparatiog:;‘ 'Oat . };he time _Of’

app01n%£ent « Two. dl::rlC§5 re ulred baccalaureate'

v
degnees, not necessarlly 1n edugxtlon, ”and one,,

Ct » @

district “required graduate ork fin_ a related'

fleld No dlstlnctlons were made between fLﬁFt

\

aop01ntees and’ rea551gnments. R Y

©In practlce, one school dlstrlct preferred no"

.

mlnlmun preparatlon whlle@flve preferred graduate

/-;
//work and one\ spec1f1ed a master s degree foy.

1n1t1a1 app01ntment ﬁtl stated that eV1dence of

graduate work or educat10nal preparatlon beyond

"the baccalaureate degree :was preferred ’in"*

v S \

o .

could conclude ‘that . the practltloners expected

their . prlnczpaisa \to - show ‘<*ev&dence°f of’

e

}extended_’educational ‘preparatien.._'HQWever, tbe

4



\ administratiés. e
. "resolving the’

content oﬁrthis'preparation was not soecified. ) ‘E;

; Writer
D
training

emerge in

s,

for‘

o »- ‘”'“iﬁf'”

‘-

acknowledge

prospective and

* Controversy

and disagreement : '

content and exteﬁt}gé

g P P

72,

R4

the .imoortanblgp of

‘practicing %%

-

.. & . . w s
tralnlng most likely to licit -effective
. * . . ’ * rg o .
' .admlnlstrative skills. 'plicies. and
prmétlceSQ appeared to. dilemha.
W‘ "J .
o Table 5 ‘ . t
. G TRAINING AS A CRITERION - s oo
‘ Z$TING SELECTION PRACTICES '
. hool District Responses
Yy - 4o Minimum ~ Minimum
Prepara®io * ¢ ~ 'Redutred -Preferred
No minimum preparation. 4 1
t, . Baccalaureate Degree. 2 .0
e Graduate work in related v b
SR ' “'field 1 5 .
,'.Masters Degree ' 0 1.
Ph.D./Ed.D. #\__o* 0
"Total 7 7 ’
4 ) 4% e ¢
Knowledge ’ﬂﬁ* ’f P )

“and superv151on of '

»
‘..
2.
.« 471{.» i)
¢
N
4
\\’;‘\

Accordlng to the llterature,
Y ’% 5 leader,

\currlculum

L4

b

dltlonal expertlse

o »

’

management -

acquisition

and

¢

< AS»* bus;ness

of

of

N
1nstruct10n, program evaluatlon, )

role of pr1hc1pal . v:>7"‘:‘

manager., . -

' budgets ’

personnel

o
o,
Gy

as educationalj'

the “pr1n01pél demonstrates expertlse +in

Study 'in

' "sadmlnlsﬁ@atlve theorg »and practlce may prqv1de

the performance of the

A
.

préparation :and

resource’ .

allocation,

A

materials and efficiept.opgration .
. B A




v

sitm i

‘;plant take-

;and r‘naintﬁn'ahce . of . *the s“bheb'
'precedence. One schooi dlstrlct uzeported hhp
preference o;'requlrement onwthe area of study or
the knowledge component expected of prospéﬁ&gveq

[

prlnC1pals. ‘ "_ L fii:“Qg;_] e
The scho%} dlstrlct wthat requifed graadate\‘Q@’
study stated that the area of study was dependeﬁt'

on the. type of - school to which the.’ 1nd1V1dua1“'£

] ; N v

would Dbe _app01nted k uThose ~ that . stated a

R P—

preferehéew"in kh dge base ‘leaned.  to '

spec1a11zat10n in eéucat@onal “edminietratiOn

&,
!

. : 2

(71%) ' L,
| v .
Alberta superlntendents 1dent1f1ed the need .

»

‘ 'gg; prlnc1pals tb"recrult, aelec andw evaluate
staff- to de51gn, qulfy and evaluate ‘curriculum;
T

and to establiéh good school”’ clxmate (Caldwellf'

1982)/ They want. 16;truCt10na1 leadiﬁf‘concerned

" with human relatlons.u- A
These Aschool dlstrlcts_ appeared to place . vf
- ¥ 5 W
llttle 1mportance on. the academlc preparatlon of ‘-
I I, Y I" -
prlnC1pala as .an 1nd1cat10n of theqr ablllty as - £
'educatiehaleeaders. o @ _
e — ) A U c o ; .
et . ' Table 6 oo N AT Se >
L = - . KNOWLEDGE CRITERION \( L R S
& . IN EXISTING SELECTION PRACTICES . : :
) Characterlstlcs L . School District Responses
of Knowle@ge Area Reqiflyed " Preferred - %
Educational , R R -
. Adminkstration .© = - . . Dot 5
Curriculum and ' o : -
Instruction 1. 1 »
L Program Evaluation 1 ] .
. Supervision o4 Pergpnnel 1 g
' Mo. Preference pacified 1 1
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: SR

% "‘da oy

AT ‘0(
(5

T

-
e .
. .
i

Scholarsh;p

. ,,.';\

- ; . ‘ o ~
N
districts 1nve$tigated scholastic ,

. Two school
achlevement but did not spec1fy mlnlmum leve1§ of
"

scholarshlp was not con31dered and there was no

i achlevement q’rhree school dlst"hcts reported that
spec1f1c level of achlevement.

el

}fftequlrement for a
o ¥ Qf‘“ "
ot %wo school dlstracts requlred
' LY
prov1de a transcg;pt but did qpt alwats ragﬁ or 'ﬂ
o _“Q * “‘“";53&4 iy
Sch001 d1stracts ‘that :

chegk the tﬁranscrlpts.
for -

checked transé!&pts were .looking for evidence .of
or withdrawals andl

f failures

:pgﬁiﬁrnp ‘Q
continuing professional development.

‘ Table 7 ' .

SCHO“A$TIC(ACHIEVEMENT AS A

0 CRITERION IN EXISTING SELECTION PRACTICES
‘School District Responses
Sometimes

Yes - ° No .

Scholastic Achlevement

| ‘ Criterion Used ‘ '
Level-Specified . 0 7 e )
— \;f ‘ - :v' ,

; was'l cdp518ered
but spec;flc 1eve1;
School dlstrlcts

¥ , .
' . Scholastic achievement
relevant in some
£ L
were not. required o

instaqces

_ ' eférred.
did not ratg schddaskic acﬁievement as*important,
and did not set mijimum levels of. scholastic:
’ ™~ v ,.' L4 ’ . .
o | ¢

‘achievement.
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75, "%

4 -

. -
‘Intelligence .

e . [ S

UMozarella (1972: 20) cites intelligence as a

QUality 'of“'leadership, not. to ‘be con51dered

1ndqpendently 'Leve1~Aof 1nte111ge e of the

J K% 3 =

V;gaf' 1eadars should not Bh too mucrﬂ,hlgher than the

“:' ?ollowers. :I‘ésts to measure intelligen'%',,are”

‘

tﬁer recommended nor reported :in use in-

S B ““%" LR .
' T se1 ion processes rev1ewed in the literature.

o

4'

*5»* Exﬁe J;J.ence

A

1;»

?«V

- ““to -“$ ‘Experlence may be classified as to
. “‘2.‘

A ‘
No measures of intelligenge or requirements“

SRS

e
¥

by ?art1c1pat1ng school ' dlstrlcts, _ IntelllﬁéJ ce
was assumed, as one personnel dlrectQ\_gstated,
because of the level of 'academlc tralnlng

pr1nc1pals possess.

o
I3
(‘ : . co . S
}n' ‘ ‘ . ’
o N A . a . “ .

‘ . . ‘v

or’ number of -years and varlety or types of,

pdsisions' ‘held. phé v p;lnc;pal ' candldates
presumably had some years of teaching and/

: T e v
admlnlstratlve experience ‘.representing ~ the

quantlty of experlénce. Positions held_gggé /"/

the app01ntment constltuted another form of

A . Dy

eXperlence. Teachlng p051tlons at various levels

of ~instruction and admlnlstratlve posxtzons such

»

as 'department "head or - a551stant _principal

P

>

LW N

,‘or a ‘minimum or ggneral 10 standing were asSessgdfﬁ\Jh;'



administrative

4

represent this type of experience.
With reference to yearS" of " teaching
experience, three school districts reported

requ&ripg'no definité amount. In lieu of lethh

of serviée, the districts prefarred proven

| . ] |
'teaChing ﬂ_\abilityq or successful teaching
experience. One district required three 'years

Ay

~“successfu1 teaching experience and three districts

required five years\experience as a prerequisite.
Although the:requirement in.one‘distriot was five
years,.fthe superintendent preferred ten -xears
teachlng experience. : - . ' ";

No SchOOL”dlStrlcts required adﬁinistrative

R
experience prior to appointment Howgver; four'of

‘,@me school distritts stated pré%erences-wforw

, experience. Administrative

experience c1ted most frequently was the p051tion

of assistant prlnc1palsh1p. (see)Table 9)

-
- \

re 951gn1ng princ1pals w1thin school syetems.

L)
CathOn (19767 '125) offers strong support “for

s T

Relevant experience enhapces technical skills‘

being acquired by prospective hdminiétrators and

prov1des opportunlties to practice task ‘areas and

{

mdevelop conceptual skills.n Experience is hfghly

g

rated as an indicator ‘of human ' relationship

skills.” o
- —

Expfrlence was the prfhary criterion ‘used in'

the use of experience as a selection criterior'

RY 76./ o

™,



: S ww;w . et ° k _ 77,

Schdolv' dlstrlq?s : correlated relevant
experienée with teachxng experlence in the level
'6f‘§chool tq which'the'person was being app01nted.
A grospective principal's, familiarity with
particular tbaching methods and student behavior
fbund_inmthe‘hssigﬁe¢ schoo1‘was agpraiéed by one

N, a -

. school distritt,

. - .
v.. S . Sy

g oo . Table 8 o s
"2" . :;;." T CHIN(.: n..XPERIENCE WITH PRESENT BOARD
v e . AS . ¥ ITERION IN EXISTING SELECTION PRACTICES
‘ | T .
. ¢ Teaching , . School Digtrict Responges .
Experience ~ Required - Preferred
- No stated amount .~ 3 0 B
e - . 1 = 5 years 4 3
. 6 = 10 years L . 0 1
s ., Tgtal N 7 4 - .
l"' R . ; | BN -
, ‘Table 9 ¢ i ' b fn
., ~~-¥  TYPES OF EXPERIENCE AS A CRITERION TN ;,mﬂﬁrag‘ﬂh
IN EXISTING SELECTION PRACTICES ' ' ’
‘T‘géhool Dlstrlct”Responses
Position ! Required- . Preferred
. Teacher o 0. ' e, :
Department Head '
: Grade Co-Ordinator - 2 e
S . Assistant Pr1nc1pal }5{/ 4
) -Consultant 1
Curriculup Leadership - 0 | 2
. \
6. Persdnal Factors ' . o \ ' > . .
\ . PR

Personal factors may ‘be heflned as skllls “and
,pgrsonallty chanacter tra\¢ §ermane to performlng
veffectlvelv as a pr1nc1ga1

Strong ,support was attributed to(perSOnaly

'
factors as gelection crlterla in practlce and in

» - . Tt

. the literature.

3



*

Sy

\\Fharacferistics. and 1ndicates frequencie’s w;th which

Assessmenht = of ‘such characteristics ' in
‘participating school districts varféd, but all R

appraisals were subjective, Table 10 presents the"fw%#f

they were selected. _ o o " - . L
: | A s
School distritts chose leadership, ability to get .
along 'with people, respéct " for .and. interest in
: o .l' toa | .
children, character, poise and emotional stability as
Y : ) )

<

important most frequently. No .distiﬁctioh was. made

between initial app01ntments and reapp01ntments.
f (f

All the factgrs were chosen aq 1mportant by some W.

. . - - ) .

respondents.‘ Hewever some personnel offlcers N
.,, : . . v,\

considered active . partioipatioh in professional |
s . | . ‘ o : . ]

organizations, appearance, good health, sense of ‘humor

— . & . - ]

and interest in community affairs as’unimportant. . o

‘ Superlntendents or perso@nel offlcers 1nc1uded

,several other qualltles‘héf lmportant Qﬁn theft school_

dlstrlct- lnfegrlty,;humlllty, f1ex1b111ty, ambltlon,

confllct resolutlon skills and publlc relatlons skllls.

%

. ~.’ S

Personal - factors T commended ‘most frequently-
_ ‘ihcldde{f& leadershlp, ;

uman .relation§,~v'Skifrsrafﬁicf”
_ e

decision-maklng skllls,' c0mmun1cat10n ;skiIIs,, and'

[

organlzatlonal skllls. Superlntendents or, de91gﬁ

- - . ’

1nterv1ewed egreed 1n thelr ch01ce of 1 dersh1px

g

personal factor.vrThey appeaged to favor personalﬂ&y or

character .tralts ovg;- other job-related sk1llsv
) . . . } !v. X ," ‘ s )

attributes. e o 5



.. Table 10
R}\TINGS OF PERSONAL FAC‘I‘ORS AS CRITERIA
i CIN EXISTING SELECTION PRACTICES

.. School District Responses’
Characteristics , Important . Unnecessary #
Ability to Get Along ‘ ' :
‘with People. ' ' 6
leadership ’ 7
Norgan1zatlonal and Executive

Ability 1

: . " Tact and DiplomaCy - 3
. Good Judgmeht & Common Sense 2 - /
5 .

4

\ o

>
Ei

Character
.. . , Poise & Emotional Stability
Al Initiative and Willingness
. ; .o - to Work: \ :
: 4 Sense of Humor .
# Good Health
Appearance .
Ability to Communlcate

3
3
1
1
, 3 ,
#. Ability to Teach . % L ' ~
€
2

\

A

: Rebpect for/Interest in

*s | chlldren : {

o In{erest in Community Affalrs
Active Participation in

v Professional Organization 3 4,

7.‘ Age y ' i .o . .

- ‘RLégislat,ion p"r‘otectin'g human right,s disallows
inquiries of ‘a. -can'did:;te uregafding age® None: of

_ the school. dlstrlcts used age as  a crlterlon 1n.
¥ : L & :
gppomtlng ppnélp‘als. : ) 1,

R L
Y
w




J

»

9.

<

ﬁj" Legislation protect1ng human righta disallo s
unqulrles "of a cand1da}§ s sex.'. Al e
‘districts .eald sex wa® not a criterion in

selection. Three of the school districts did not

i K\\;::’/iieitlbn. ‘Four districts reported no
prefe ce fornmale or female principals. - Two

dist:lcts;-whi

ating no preference, encouraged
o . . ' ‘ \ - "
-females toy-ap ly. _ One district reported‘ a,
preference r female appllcants but claimed too
i |

v

few were applylng One board, ]whlch clalmed no'VAw

preference, conducted a study whhch showed that a

,greater- percéntage of female appllcants ‘were

~

: /
appointgd  as .compared to "male‘ applicants.

L. ’ N r— .
3 ' C _ . _ . — .

Health Factors

i, /

-

GonSLStent with‘fhhman rights Ale‘islation,!l//

'candidates ‘were’ notv asked questions /regarding
\ phy31cal : fltness dr‘ health probl/ms.‘ Two

i

1str1cts sald 1b was an unlmportant

|

»

N

~ -

actor. One o

dlStrICt sugqested that energy and/stanlna wggef‘

1mportant characterlstlcs\‘Aand : llsted health

factors as ,a crlterlon to consider. . Phy$fzal

<4

examlnatlons. wére a ;eqU151te for;7employnéntnw"

)

S L,
with‘ the_ distric\ " ‘but not wlth relatxon to
3 ~ - . oS :‘..} “‘ — \‘ .
appoxntment . to 4\a‘ panCTpal Exceptzbns -

'would be hose prrﬂefpalsf O‘ataff from,*

i



LA e

i : A" ) . . “‘ ~' . N
outs;de the system, since a medical was required

“as._part of the process in being hired for:the
S YA .o S ' S

'

district. T - : S

R R " raple 11 L - \\ .
e+ . HEALTH FACTORS'AS A CRITERION . '\ -
, ) ' OF EXISTING SBLECTEON PROCEDURES

e .

) » Health Factors -~ - ' - School District Résponses
R Considered ‘ 1
' Not assessed - “ N LN 7,
Unimportant . ' i/"" ST
r o ' : el
AR A . : 7

) PR,
i .- ’ . -~

_10.’/Importance of Se;ection Criteria’

. . ‘ _ ) -
C Superintendents or designates _were asked to
L : 'select three crlterla as to 1mportance for thexr
diStrict. Table 12 shows the compllatlon of those
I choices. As 1nd1cated all personnel’ selectors,
preferred personal factors, followed ‘by experlence
\ . B -
. (57%) and tralnlng (57%)
I C : ' Tﬂﬂﬁ 12 ' - T
) \ . IMPORTANCE OF SELECTION CRITERIA IN
' EXISTING SELECTION PRACTICES
vs'l ‘ .’Criteria ' ,; . A B cChool Dnstrlct Responses
' _ Age ‘ T 0
- Experience . , < 4
Scholastic Achlevemcnt ' 1
'Personal Factors 7
Sex B (O
Tralnlng 4
. Breadth bf Kncwledge 3
o Health Factors - 1
.- Intelligence 0 -,

P

e



sUmmary ‘X, N . | ' ' s ' /r’ o .“

Table: 13 1nd1cates that all school @ strlcts USed

eXpenjence‘and;personal factors aS'se1e¢t1on cr&isglaw

. /
. - - e e i
Most,v con51dered ‘training. Some yfattentlon . was.

attr1buted to\ffnolastlc achlevement 1nte1}1gence and&‘

#malth factors b\t\@qe and sex were not utlllzed aa

/

selectlon crlterla. . A hlgh degr;e of agreement. ‘was

apparent among representatlves of school dlstrlcts

J

for seven of the elght selectlon crlterla.

<

- -~

A query about other crlterla to 1nélude elicited B

/

some respOnSes, but’ no’uaqreement QBTEDQ/VE ondenqS.

W . \ e P2

/ .
Suggestlons 1nc1uded. ~'1ife $ty1e, readiness. ‘for

p051t10n, and sen51t1v1ty/to and ablllty to respond to.l

/

“ the neede of others. /.-
s- R * ﬁ,‘” R )
, : ‘¥ Table 13 ' .
CRITERIA USED /IN THE SELECTION OF PRINCIPALS (L s
Yo IN EXIéTING S%&ECTION PRACTICES * ) 'Z%k?>\>
Selection - A School District Responses.
Criteria 4. Yes. No Sometimes
o V4 ’ ‘ /
dTraining : VA 6 . }’ C ' -
" scholastic ' .
Achievement/ 2 3 2
Intelllgence - 5 2
Experience/ 7. - -
Personalyfactors 7 L= -
Age / ' A 7 ~ -
.Sex ' ' - 7 -
6 -

Healti/?actors

/

7
/

/
b
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. : . . St . R : . " . . T Tk

. C. . ‘Select‘ion Prpc"ed.ures : N R
Characteristics of the procedures, .énployed by

!
L

school districts in thevselection Qf“schoo]‘principals’
‘are included in this section.-,The'reérhitment procéss,
) o : -3 U '

. ~ and’ procedures used in selection, scréeninq:;and
. . Ca . -l 1y ‘ : e o .

: SR R SR T

“evaluation of applicants are included. ‘Comparis

a9

ons:

will bé made amorg the procedures'and’th% rélatipﬁshib

- ' i ‘ o ) . . . - L -
between practice-and the literature. L C e

‘hd.

1. ,Rgérﬁitment of Candidates o ' ' .
% - Iﬁfprming prospective céndida§és. - of
.]‘.ﬁarticufar .\\;EOSitions, - invitinq | general'
applications for a ‘pool  of candiaa"ces ‘and:

| _ , : -
/encouraging applications for positions constitute

N | procedures of recruitment. '

Yy

Table 14 indicates the modes practiced in
identifying . potential :'candidates. ' Internal

,‘adverfising was universally. ‘applied :in ‘these

“school dfstricts.‘ Two of three districts that

“reported advertising outside the syStem did so

occaéionally. Some candidates. were identified
i\\\ . ] oot .

, from: lis£§\\\of- previous 'comgetitions. Al

districtsq'retaiﬁéd; é Candiaaté4 115& on file,

usually for, three years.

4
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R ' RECRUITMENT PROC URES IN EXISTING .
' SELECTION. pRKéTICEs

» 1

» . Procedures . _ PR School District, Responses
e 'Newspaper Advemlsement I EE S
/ ‘Professa.onal ‘Journal Advertisement ) ‘ \ 0 :
Internal Advertisement . o . ;T S
‘ Nominations by Peers -~ = - e o
e ,Candldate Lls§from Prevaous Competltlons » o S
: : . 7 \ -
. - N : 30 N g ) 3 - - -
%" o . ’ ' .‘ ') . . L ‘ L . ‘,. . ‘\ .
. . . ' : ' . i . . '\\ .
e -2, Appllcatlon Forms f” o ”T', N

¢

- Use - of‘ an . appllcatlon form as part of the

T RS screenlng procedure may prov1de more objectlve

'I.

1nformat10n. Review and comparlsons of pertlnent
data become fea51b1e w1th standardlzed appllcatlon
_forms. Use of a standardlzed appllcatlon épec1f1c

to the p051t10n is a recommended procedure - in the

11terature. | ‘ | _ |

) . . . i g o
Standardlzed appllcatlon 'forms COmprised a

‘
/4

,'part of the select on procedure in. flve (71%) of

~ \

not ‘require rea531gneduppr1nc1pals to complete

applicationhforms; In f1ve dlstrxcts a resume Or

4 S [

/curriculum"vitae was ' required as- part of the

appllcatlon. None of,vthe‘ districts’ réqhired

! ; prlncxpals belng rea551gned to forward a resume.'"
. o . ,,}«

" As’ recommended the ma}orlty of the school

I3

—

A.|> ’/

,\“

LR
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&

'selection procedure. -

Y T NN TR I G T R RRIPNE SCH L RS R S

.

when - candxdates, were' applying for ‘é sbecifxc‘”‘

'pOSitlon, partlcularly whep being app01nted for

the' flrst t1me.»

- —

L

Transfer decrs}ons made by %tafflng were
“d : £

treate q‘fferently . PrlnCLpals appl»lng for

"positlons that become vacant durlng the yeam or

that were Qegted as compet:tlans were expected to'

complete«appllcatlon forms in the’ same manner as

DR

newly . appointed '.prlncnpals. o However some

dlstrlcts encouraged their principals - to make a

j .
change after f1ve years in one p051t10n and mlqht

. move _'a . pr1nc1pal w1thout ‘requiring . fofmal

@

application. " In dlstrlcts where the pr1nc1pals

were known by the personnel offlcers the need for

‘an appllcatlonz was seen ae unnecessary ‘Thls

appears to. -be, in opposition to recommended‘

. v LT

practice. ¢« L

In bu51ness organlzatlons," resumes. - are

'con51dered a-major. tool for making initial contact

w1th prospectlve emp)oyers_(Olney, 1982;67)."in‘o

°

, surveylng selectlon procedures‘» suggested for

hlrlng prlnc1pals 11tt1e or no emphasas was placed

.o

on the use, of' resumes. Five of the surveyed

j . . v .

school districts required resumes as part of the

< : ) [

£

Y . ‘ . s E\

Possession - of communication skills was .,

. 2
a - °

diiqricts. used a 'standardized applicationn form 3



. ) 860\

)

L \” vs.

><1dentify1ng

potential admxni\grators.’. 'I'he use of a wrltt n

- essay as a selectlon toaﬂ assessed one aspec

B

commun1cat%on skllls. Thtee distrlcts requlred a

) ] N
.wrltten exerc1se“ to be ‘completed ~with the ™

of .

. applications ‘Essay tOpics fsoch’ as 'educational

phllosophy, edpcatlonal theory or practlce, or a

: o ' -
problem SOlVlng si&hatlon were specified. 'y .
.‘ R §' , -

- Tﬁgae‘lS ‘

S . _ APPLI ATION FORM CHARACTERISTICS:
- . - R INEXISTING SELEC?FON PRACTICES
’ .
! -.GharacteristicsAI« v % " school District Responses

. Used in selection procedure.’
Not used in selection procedure
Standardized format
‘Informal indicatio
Letter of intent

~
£ :

st in position

W w W Ww e oy

' ‘ © - Resume required ‘ b
o _Use of writtenwfssay gquestion : .
S Essay,toplc spe ified \}

. 3. Recommehdations and Keferences:

v'Disagfeemént ang controyersy‘ pertaining to

» r . :
p | N

T the va11d1ty of and value 1n usmng recommendatlons'
. \ p— ’ —
e , o and references are ev1dent in the llterature.

Referees selected by theJcandldate may . present an

L 1rrelevant or oner51ded ‘ assessment of 'the

candédates' skllls and characterlstlcs Personnel

gelectors may counteraqt these llmltatlons ’by

o | - 1,u51ng a standardlzed reference form, selectlng the
refe:ee, requiring. references to be forwarded

directly, assuring confidentiality of references

©
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* and making follow-up contacts. . : . :
B A A"Saskatchewan study (Loder, L982) shoﬁed‘

-+ that referenceq are \pot routxnely cpeg;dered “in

s ‘..'”'selecting pr1nc1pals. ™ .-, .
In six (85%L~of the school élstrlctq in thls

‘ | 5tuay refergpces-or recommendations were used as a

'selectlon tool. | ' ‘

.

. c A standardized fonmat was emploved bv three

‘v

distrlcts (43%) . Letters Of reference were
forwarded by referees to ensufe confldentlallty in
five dlstrlcts. Two districts contacted referees

“dby _ph6ne as .a follow -up procedure.' -~ In  six’

r

"districts candldates chose ‘some oOr all of thelr

referees. _In "flVe‘lof the dlstrlcts §taff1pg'

/
ot

'?”‘;“nominatea some: of the 7eferees.

Con51der1ng the llmltatlons as practlced in

these school districts (lack of,standar&azatlon,

;*phope contac's) the value ~of

o N ' .
. ) - ) . Y ; : . .
.ureéé;;;ndatlons may be questiorable.

#% rable 16
- CHARACTERISTICS OF RECOMMENDATION AND REFERENCES

- IN EXISTING SELECTION PRACTICES -

 Reference -~ . .y ~,School District Responses

References Used in Selection ) . 6,
Standardized Format - - L .3
Letters forwarded by appllcant .. O
"1 Letters, confidential e ¢ ) -5 ,
Referees contacted by phone ' : 2
Candidate chooses_referees . 6 .
" ‘staffing selects referee _ 5 £
. . — P —
Ty 4 .
[ ]
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4., Use of An AbiIlty/Personality Test
H One d1str1ct reported use of an ablllty test.

\

The test mentioned was_the‘Admlnlstratqr'Perceyver
Intarv1ew,‘ an intervdewk designed  to identify
characterlsfﬁdé pttributed to ‘successful

educat10na1 adm;niStrators. A

Other dlstrlcts reportedmuse of . the 1nt§fv1ew,
.bdt «did ‘' not. use it as a selection tool. - One
district expressed need for G ability tests and

\

mentioned in-basket simulations, or questionnaires

-~ \ . ' \y ,‘,
SN

that could be helpful. | Y
The use of personal and ability tests Jas
advocated to encourage object1V1ty and valldlty 1n
péincip;l selection.‘ However few. tests Pertinent
to principal selection ﬁave been de%eloﬁed. “Tﬁe
need tb develop relevant ‘inexpensivéi ireliabié.‘
Areadlly avallable and eas11y admlnls;ered tests L
_ was acknowledged - In-bagket exercises and'
simplations, used in assessment 1céntrés, were
recommended. Most suggested that standardized
tests 'wefe not specifically 'rélevant‘ to the
. selection ofhprinéipéls. |
Table 17

USE OF AN ABILITY OR. PERSONALITY TEST
IN, SELECTION "PROCEDURES

‘Tests - - School District Responses
Ability Test Used _ ' L 1 o
'Personality Test Used o - 0 ‘

No test administered ' . 6
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5. . Academic Record . L
As,h part of thé niniﬁial screehind, a

candidate's ﬁéofégsfonal.~»qua1ificationsg, énd‘

ﬂ »traininé sheuld be scrutinized as evidence éf

« . preparednesss. to perform™ as educatignal leader.
» . . C

nkOne ylndlcator .of these characterlst1cs' is a

1

transcrlpt of _‘ﬁhe~ academic record of the

candidate. .

Transcripts Qégé requested ‘in four (57%) of

"the SChbol distriﬁts' énd were checked in three
.(42%). | L |

j These districts appéared to!pplace little
a iiﬁportaﬁ;e on_ the academic récqred as an indiéator

-
L

~of a candidate's quélifications. ' ’

4

Table 18
USE OF ACADEMIC RECORDS IN EXISTING
SELECTION PROCEDURES ' ‘

,

¢ Academic . . ' School District Responses
Record ‘ g - R ‘
Requested. - o 4
‘Not Reguired ;) y 3 \
Consjdered L 3

6. .Health Record
Good health,/energy and stamina are decirable
Characteristics. for ptinc;pals as noted in the
11terature.

Leglslatlon’protectlng human rights dlsallows

inquiries regarding health, general disabil;ties

/
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]

state that a job offer is dependént on passing a

job-related physical«or medical examination.‘

None. of ;he school d1str1cts ; requlred a

»

medical examu%atldn or presentation & a heaith

"record for the p051t10n of prlnc1pa1 Four étated
a phy51ca1 examlnatlon was .a requ1remént " of

employment, but ‘not  promotion. One o? those

interviewed said"beéause of pollcy to* salect

principals internax;y the work record' (an
RN \

.- ‘

~indicator of health condition) was’ aVallable and

consequently examinations were unnecessa:y. ",

Tablé 19 -
, USE OF 'HEALTH RECORD
IN APPLIGATION FOR CURRENT POSITION
IN EXISTING SELECTION PROCEDURES

- .

Health Record -‘ School District Responses
‘Available . i o , 1 ,
Not Required " i ST

.7.

\

The Interview in the Sellection Process o

Much has been written: in support and

y -

criticism of-thé‘iﬁterview as . a selectioé tool.
Se}eéiién .errors due to interviewers' differiﬁé
skills, lack of expertise, or ‘bias may result if
iﬁterviaws are weighted heavily. ' Lack of
standardization in fhe interview férmat;.in fhé
r;ting scale, and 1ncomp1ete knowiedge "of  the

requlrements of the p051t10n 11m1t effectlveness

of the interview ‘as;a selectlon tool. Desp;te-
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*Adminis

£y

‘frequently as. a tool in recommen@ed selection

procedures. Advocates proclaim the interview as

, most . effective = in. judging pergonal

ey
* o,

' . , ‘
characteristics, communication skills and

exchanging necessary information. q . o\

» All school, dlstricts reportedf’ using

interviews in their selection process. All -

districts - stated that . team interviews were ¢

conducted ~ and four ' school : districts ; uséd ;v

Ly

1nd1v1dua1 interv1ews as ‘a selection procedure.

‘One - distrlct included three interv1ews<' for

potential)principalsg
Five .districts (71%) »reported use of

»

structured or standardized interviews. However,

~one stated that “the interview may vary as
.interviewers may»deviate'fromiQuestions or probe

‘to - investigate - further}s depending - on  the

candidate. . Three  districts  utilized ~ the

4

ion Perceiver iInterview, an individual

intervidw which is standardized and structured. " A

Y

of@ was used with the interview in five

rating/
- e .
L e

cases., = /. .

There appeared to be strong support for use.a

Q

of the 1nterV1ew, but lack of standardization andf

1ncon51stent use in SOme dlstricts diminish its

validlty as a discriminator among candidates.

o ——
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”‘”‘ﬁwr dapendance on ~otie selectian uchnique Aao«
| tends to diminish qhé value of the process’as 3'

whole. ‘ \ ".

v
-

‘Some districts ;ttembfed to incldde the |
community and 'those’ affected by the selection
decision in the. selection process. A varxety of
pebplé participated in the interviewing proceSs;
senior ' ‘administrativeﬂ . peféonhel, btaffing

ar

department personnel,' board mbmbérS} ~ school

- -

personnel’ and in one district ' parent
representatives. Untn@ined interv{ewers with
varying 'degrees of knowledgb.jabout; requiréQents
for the :pIe;Iof principal or, perhaps Qith

potential bias may be pyrt of interxiew

—

committees. These factors combined may negate

effectiveness of the interview. : ‘ g

Table 20 ‘ N\
CHARACTERISTICS OF INTERVIEW AS PART OF. '
i SELECTION PROCEDURES L

Interview . ' School District Rgsponses
" Characteristics =N
Interview Conducted w1th AlI Candldates 7 N
No interview 0 \

Team Interview : 7

Individual Interviewer 4
. Standardized Format . 5

Rating Form Used N .5

| 4

' Table 21
PERSONNEL RESPONSIBLE FOR INTERVIBWING -
PRINCIPAL ¥ANDIDATES IN EXISTING SELECTION PRACTICES

‘Interviewers : School District Responses
Superintendent i 2

Assistant Supermﬂtendent of Personnel ’ 2

Selection Commlttee . ' 6

* Othet : 1

& .

* Board of Trustées . -

" B . -
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Internship, bationary Pcriod. Ficld L /

Obl"mm M M" “‘“‘”““’?"‘t L < .: i s N ,uww

e, : b

Internships are slightly recommended in

litetature ag a selection techniques. Considerinq

¥

the credence given to experfence as a factor in

;
/

deéiding whether an , individdal ‘would* b an |/

N ' /
“affective’ princ1pa1, 1t seems/peculair that the |

1nternship recelves S0 llg}j; attention. Suraly .
obserg;pg a person wﬁ?&e learning would be a valld
and valuable indicator of ability to perfo#m'
effectively indépendently. ; ‘However;' limiﬁgd

resources, -cost . faitors, lack of personnel

.prepared to-initiate, supervise and participate in

W

such programs negates imﬁiementation.

. . ‘In the school districts surveyed, none of

o

0 -

“them-reported use of an .internship program.

" In ‘theory probation®ty periods provide both

employer and' employee with the opportunity to

-

decide whether the appointmenE was appropriate.

Field observations of a prospective employef,r
performing administrative . tasks and acting in

actual situatioﬁs can be more valuable ihdicators
,of abili¥ies than written or verbal hypotheses "of
performance offered by candidates.

All ‘school districts ‘made initial

.

appointments for one year in an acting capacity.

Aé( the end of  this probationary period.. the
~ | ~

appointments . were confirmed or desidﬁations were

¢

&
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'withdrawn;_hEvaluation'procedures COnducted by ‘the

5 superlntendent or an area superlntendent varled

*cts 'conducted _'«evaluatlve

- Ll . >

cipals ‘and  the ' area

Four dlst

» interviews' betw en
superintendent. Field”Observations'or‘input from:
other sources were not 1ncldded

One- superlntendent '1nterv1ewed probatlonary

(23S

'prlnc1pa1s quarterly to dlscuss dlfferent aspects
" of the prlnc1palsh1p:f role; prlor;tlesv;n staff,

'pfégram"aﬁ?iiomﬁunity;;superviSidnwoflstaff;.and

- resource management\

1
s

CIn another dlstrict -the superintendent

,'obserVedwthe actlng-prﬂhcipalfin the school. The
RN

- fprlnc1pa1 was expected to conduct a\survey of the

R P TN

T)staff evaluatlng the’year and ‘his performance.‘A

survey of “the communlty and studw$ts may be
'conducted 1f approprlate ({“Thls evaluatlon and the
Tobservatlon_ were con51dered Vin;,the" 1nterv1ew

e - o L
. between"SQPerintendent and principalfelect,as@parff//f—\\\
: PRE ) o - . - ) T o Y

;of an assessment. A _ B

<

Another Varlatlon.,included an 1nterv1ew of

fstaff, awsurvev of the parent communlty,'aiwr:tten
‘report‘f-prepared :by‘/ﬂthe | Qr;nc;pal, ;and can ’
t‘assesshent of”work flow‘thi/yéhout thevwear. iAreav
3‘super1ntendents 1nterv1ewed prospective principalse

.to dlscuss these 1nputs and pfeparegan'evaluation.
5 Probatlonary periods appeared to be used to
o . ; . ".\‘.\. M o
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I !

d
qlve pr1nc1pals feedback on thelr performance in

hd flrst year 1in th> not as a means to

!
!

determine whethe

candldate “wRS suitable 'and*

:hould be'cohfirm in the‘poeition as'pri cipal,

|
i

o Some use of field,

ecks is noted iy/ Table 22

in ‘the surveyed procedur fvations by the

i

Lo, S N , Sy o ,
immediate supervisor were sometimes conducted, but
| T o . '

more. frequently a reference or recommendation is

S g . .
h . ) . o

requested.

Table 22 R
CHARACTERISTICS OF FIELD ‘CHECKS |

*Fleld Observattons ‘ SR § School. Dlstrlct Responses
Field Observation Conducted . ST . 4

~No Observation Y T e ' '
Standardized Format

- Superintendent observes ,
‘Assoc./Assistant Superlntendent observes
Supervisor makes observation

KOS

wow AN N

Principal makes obéervation

o Table 23 P . ‘ -/
PROCEDURE: PREFERRED IN EXISTING - , Y
L SELECTION4\RACTICES S o

Procedures Preferred - . c - School District Responses

.~ Application Forms A . - 6

References o N ST

Ability Tests . L ,

Academic: Transcripts ' :

. Physical Exanination

. Interviews - .« ,
Field Observations o ' -

oW O O OB

_Probatioqary~Period

9.

Preferred Selectlon Procedures

leen three ch01ces, the selectlon procedures

chOsen most frequently as prbferred 1ncluded

"interviews, application forms ahd'refer;;zes.



‘most frequently cited as selection. procedures in these .

ielécté@ principals in particular situations are

- , f“‘ - o 96.

r SN

Ability'tests,vaCademic transcripts and .-physical

wd

examinations were not chasen.

‘-
~

. Table 24
SELECTION PROCEDURE USED .
IN EXISTING SELECTION PRACTICES® ’ I

v

.

i

| Procedures Used ‘School District Responses

Application Forms - 5

‘References ‘ 6. ;
Ability: Tests ! sl
Academic Transcripts . 3 !
Physical Examiration 1 ¢ ’
Intervieys 7

. Field Observations’ 4

. Probationary Period 7

Summary

Table gzg{/gbows that interviews, ''probatiomary : .

periods, references and .’ applicafion forms wefe~;

school ‘districts. Ability Eeéts and physical : qi

>

examinations ‘were not used in these  selection

i

_procedures. Field checks and academic transcripts were

-,

sometimes employed. As noted '~‘éreviousiy;
superintendents of staffing placed most importance on

» .

~

‘interyiews, appliéat;on forms and references.

o
l.

Placement Procedures e« - . .

:_.Chagacteristics of the procedures used in placing

= . . ' . )
' AN
. - . .
S v
a . ¢
Y]
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included in this section. The goals, objectives and

policies of the schoo]s}:' principal's fole, and

descriptions of the schools are included. CohpariBOns
et | o ' , .

2 ) } : i 0 .‘ N . ' ° N .. . .
will be made between practices in the school districts
studied and{the-literatufe. f

!
t B

‘.\‘ - - . '&“ .. , ) ”/ T

1. ~Mak1ng Employment Dec151ons = .

Meese (1981: 40) recommends 1nc1ud1ng ad many

oeople a‘:‘551b1e affected by the. dec151ons in
the selection'procees. ’Finél,decisidns;are made

by “experts.

' Table 25
. PERSONNEL INVOLVED IN FINAL SELECTION DECISIONS
IN EXISTING SELECTION PRACKICES

"School District -

° ' L " Responses
Selection Committee Recommends Candidates ' 7
. Superintendent Recommends Candidates. . .. 1
~ Superintendent Approves. Recommendations 1
Superintendent Selects Pr1nc1pals from !
. Short List 5.
Board Recommends Candidates 1 f
Board Approves Recommendations 5
Board Selects Prlnc1pals from Short LlSt 2

In all'school diStricts the review of information
/

about potential principals was conducted by a selection

committee'whidh prepared a short list of candidates.
In one case the superlntendent added to, or deleted”
from this list. In another district the board’ could’

make additional recommendationsg Final selectlons were




'superlntendent in those districts.

-,;reported in lltergture. (Kelsy ana Leulller,\ 3\

1978:3) VPN - N

'Placement pgcisrbns ‘

98. .

chosen‘from the ehort list"by the\fuperihtendent

.-ih five districts. Approval was ygiven' by the

board‘of‘trustees'to‘recommendatiens made by the

‘In most districts (71%), the superlntendent

selected,the cendldates from the recommendatlpns

v

prepared by the selectlon cohmittee,‘vf%TWO
districts 'made’ recommendatlon% to the board of
trustees fork final selection.  Most districts'

comm1851oned experts to make final de0151ons as' g
4

~ o o

In - all districts seleetigh\tommittees were ¢

H

composed of area, zone, .associate™~qr assistant
A’v. ' o ) ‘
superlntendents of curriculum and

operatlons, or pupll personnel One district use
,<, : ; .

: an -1ntervlew _commlttee whlch included other

pr1nc1palsf parents. teachers and suoerv1sors of

-currlcuium or pupil personnel to rate candldates.
0therw1se districts reported no 1nput from those

.affected by the seleétlon dec1§§on.

\
i
|
\

Designations of ,principaIJ-are ‘made to the.

dlstrlct\ level.  All districts apéointed‘

pr1nc1pals to a ‘pool of prospectlve pr1n01pals and

expected them to‘be quallfled for and capable Qf



S P 1 2
assuming . prineipaiships inl'mostvrsehools\'in,nthe
district. . Three distrlcts-  made.v'niacqment
dec151ons based on spec1f1c school needs and on

some knowledge of the school.

In one dlstrlct a school rev1ew was fa1rdy

F

extensive: staff were observed and 1nterv1ewed
'sohool ‘olimate was. suxveyed,_ current 1eadersh1p
and st&le were ‘assésseo, and the ‘community was
sufveyed"'for , satisﬁaCtion.f' ‘Some objective'
measures’were employed when a prfncipal change was:
required, i ”The~_type,o£ ‘personfto snstain'the
status ' quo or. bring' chang\es'L was matched with

peréeiyed | schooll " needs. . prpointments were

S

Yendered on a system basis.

Twof districts oonsideredt >com?uqity needs
Qhen .appointing a .principai because ‘school
perSOnnel wereo'expected ‘toi work closely "with
- communities. -one ‘vdisttict . consulted  the
communityél the, other  did fnot.‘ Principals"'
qualifications and background‘of‘eXpenience'wete
matched to perceived-school-needs, : |
Three districts’ relied ‘on .‘seleotions
committees or assistant superlntendents, and
familiarity wT%h"the’ schools and oonmunltles to
1dent1fy the. .perSon with k'approprlate

quallflcatlons and experlence.

3

In another ~district prospectlve pr1nc1pals




.’_3.
. Preparlng a p051t10n guide with specific
) selectlon" criteria presupposes a .thorbugh
aSSessment of a partlcular situation to determfﬂe
- essent1a1 and desirable profe551ona1 -and personal
5 \'i )
”‘qualltles requlred in the 1nd1v1dua1. Sltuatlony
yithln:“schOOIS' may vary oeqause of the goals.and
. { !
objectives of tHe school. How goals and
objectlves are determined 1nf1uence the type of
¥ -
leadershlp requlred. Pmﬁsence of goals Dénd
q*g;;,y . objeotives regarding programacootent and student
1 oo v - . ’ ' o )
g ge o0 achievement may reflect  a'» more structured
I ‘ _ »
ok , ’ ‘ ' . : .
i Uy Situation andA suggest a parrlcular,_leadershlp
- - style. _ | o ’
sty [ SN
. - T
Table 26
GOALS AND OBJECTIVES OF SCHOOLS
£ IN SURVEYED SCHOOL DISTRICTQ, !
~ Goals ahd Objectives ' School District Responses
In written form ' 6 )
No written status ~ _ 1
Determined by Board Policy 1
Determined by Tradition _ 0
Determined by Principal and Staff Agreement =~ = 4
Principal Decides L ‘ , 0
* Other ° : ‘ 2
* Principal committee within guidelines of Board pollcy (l)

'100.

were rated and appointmentSH'w re made in that
order to schools. They expected principals to be
prepareh to administer in all schools. Some

consideration was given to experignce in similar

“

" settings.

.t

Goals and Objectlves of Schools

Prlnc
consu

ipal and staff agreement with zone superlntendent

ltatlon (1). .
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-gfx ‘school -‘districts reported’ ¥ﬁat they
possessed written goals and objectlves.

Goals ahd ~ objectives were prepared by

. agreement  be ween‘“prihcipal and staff in four
‘districts (57 ). o ' o
One rd deterﬁdded goals - and objectives '
pasis. In ‘another ,distriCtﬁ a
commit . of principals. prepares: qoalsm ‘and
-ject1ves for the dlstrlct follow1ng pollcy set
by . the board. ‘No dlstrlct assigned - this
‘responSibility to individgal~principals. “

-

chhool Policies .

 School  policiés doverning~ procedureéﬁ
practices‘and expectations fofdstudents and staff'
may vary dependlng upon -the environment w1th1nk
whlch the -school operates and the cllentele w 1ch‘
the  school serves. | The presence of wriftten
policies as well as‘the‘pr0cess by which ghe ,are
detefmined have a,bearing on the dposition'power
of the ‘principal and the 'ieadershipﬁ‘styie
srequired. Written policies ref]ect an- attempt to
create a more structured 51tuatnon

Six school- dlstrlcts reported that school

policies were in written form. One dlstrlct

reported school policies ~determined by board

. polidy./  Two school districts stated that
pr1nc1pals consulted with staff to determine

school pollcy One school district said pr1nc1pals
| _
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102.
were resbonsible for deterhining‘school pqlicy and
two other districts stated that principals must

decide within guidelines set by board policy or a

¢

‘ committee of peers.
14
L. : Table 27 :
‘ . SCHOOL POLICIES ' , L
"IN SURVEYED SCHOOL DISTRICTS
~ School Policies ' School District Responses
Written Form . - 6

. Unwritten Form

Determined by Board Policy
Determlned by Tradition o >
Determined by Principal and Staff
Principal Decides. . .
* Other - » _. © 3 ©
* Principal dec1des in accordance with board‘poxlcy (1).

) Principal and staff decide within board poligy® (1).

Loy : ~ Principal decides within guldellnes set by a gommlttee (1).

=N O -

-

Bopy Role Descrlptlon‘for Principals .7
| Six.schccl aistricts (85.7%).said,the role of
‘thé principal is in written fcrm,’”but four of
chese;!stated that ‘the .description was for the
_syépem rather than a particular schcoi. Staffing
: : personneid(57%) agree that the role descripticn
is determined by board policy. H

-

Table 28 ' . -
ROLE DESCRIPTION FOR PRINCIPAL
_ IN SURVEYED SCHOOL DISTRICTS

Role Description . School District Responses
Written Form : ' ‘ . 6

Unwritten Form 1
~ Determined by Boatd Pollcy 4
Determined by Tradition 1
Determined by Principal & Staff 0
" Printipal Decides 0
* Other 2
N/A . ' 0"

£

* Determined by Superintendent and committee (1),
Determined by Principal- Assoc1at10n with approval by-trustees (1) .
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6. Princ1pals Select and Evaluate Staff
Charabteristics within the role of pr1ncipa1
have an 1mpact on "positlon power whlch refers to

" the' degree to_which the position enables the i

and accept direction. (Fiedlery 1967 8)
principals have responsibllity for. selec’;
evaluating teachers, p051t10n ‘power iskd
strenQer.' | .

. Table é9

. PRINCIPALS AND TEACHER SELECTIONS ‘ —
IN SURVEYED SCHOOL DISTRICTS

Principal Select . , School District Responses
Yes N ' - 2
‘No ' : 5
: : r
Table 30

PRINCIPALS AND TEACHER EVALUATIONS
IN SURVEYED SCHOOL DISTRICTS

‘

Principal Evaluates School District Responses
- Yes ’ s .5 '
No B ! ) ‘ o1
* Other ' ' 1

* Subject . Spec1allst and Staffing and Prlnctgal

- Two districts assigned authority to
principals for . selecting teachers. In thre®e

districts principals were part of,!he select}ph
team and were consukted about teacter selections,,
but staffing made' final decisions. In two
. districts etafflng tock full gesponsibility for
selectlng teachers. Tn these districts ptincipals

have’ ‘1imited authority for making staffing

decisions within their schools. ‘ -

2 T
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Six school districts (85.7%) - assigned

principals to fullﬁ or shared ’responsibility for

evaluatingAstaff. .

' Leadership Style

In selecting a principal, leadership is one
: L ‘
t

personal quality that personnel officers rate as

important. More than’ the presence or absence of.

leadership qualities, exercise of leadership must
be examined to assess effectiveness.

Six (85.7%) school | districts assessed

i

>”1eader5pip style, four by ' observing the

principal-eledt} and ' two by interviewing the
candidates. School districts.said leadershib';an
be  assessed -—Enfqymally by dqtaiiing' ~past
performance, ° inqolyement in ektra-curficular
activities, ) Jparticipatiéh in vcurricﬁlum

committees, and checking references. Two

~districts  used the “Administrator Perceiver

Interview to identify leadership style. As
geported earlier, few direct field observations

were noted.
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Table 31 ‘
LEADERSHIP STYLE
IN SURVEYED §CHOOL DISTRICTS
Leadership Style . Schopl District Responses
Is Assessed . s ‘ e .
Is Not Assessed ' 1,
Determined by Interview ’ . 2
Determined by Observation in Field . : 4
" Determined by Testing o i ¢
No Response 0
L] ) r
Summary: | | o

‘Most districts assigned decision-making about

selections to superintendents and selection committees. '

Few districts solicited input from thqse«afféctﬁgwby

the decision. Principals_weré appointed to‘distridfs
L]

and were expected to have transferable administrative

skills. éome account was taken of needs of the school
] : B : - B

in making placements.  Qoals‘anq objéctives of schools

in most districts were in written form determined by

)

- agreement between p:inéipalband.staff; School policies

in most districts were written and formulated by

principals or the principal in consultation with staff.

2 .

Role descriptions _ were systeh-based. Principals

frequently evaluated staff but usually did not make

final selections of staff, Leadership style was

i

assessed subjectivelv.

v
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Satisfaction with the Selection Process

106,

[ }
On the whole, superintendents were quite satisfied
L ——

‘with the selection process and the resultlng placement.

'Superlntendents and’ des1gnatef reported the followlnq

reactions te the selection process-

1)

o2)

3)

4)

5)

P

g individual's skills with those requ1red in the

Five respondents were quite to veqy satisfied WIth

the process as ‘ whole, whlle‘ two were' very
1
dissatisfied or somewhat d;ssatlsfled Four

- districts reported ‘some dissatisfaction w1th the

process ,” two because‘ﬁof the decision-making
process used in the final selection and in two
others tne process 1s under review to 1mpr3ve the
nformat}on gathering process. = | jj .
All rospondents;'were quite or very atisfied
that the selection process indicated candidates"
ability to fulfill the role of principal. R

Six‘respondents or designates were quite to very
¥ ‘ : ,

\
V

satisfied ’ that the process / matched . the

situation.  One interviewee was somewhat
dissatlsfled ‘ ‘ é

All respondents were -quite or very Satlsfled that

. “the process predicted the 1ncomporatlon of the

" principal into the school and system.

Five reEpondents were quite or very satlsfled that
-the process indicated subsequent ]Ob satlsfactlon.

One 'interviewee was somewhat satisfied and another

"said the question was not relevant. .

1
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6) Six respondents, were quite or very satisfied that b

- o "
- 3
- .

the procéss was an indicator of employee

longevity. One respondent was  somewhat

o !

diss&tisfied as he felt longevity had some
R 3 disadvantages. All respondents expressed .concern
with‘principgls staying d‘( one position too long
and gncour;ge their principals to transfer after a
. reasonable léngth of time. ' .
Taﬁlelsz

SATISRACTION WITH SEHECTION PROCESS
I EXISTING SELECTION PRACTICES

1. Very Dissatisfied 2. Somewhat Dissatisfied 3. Quite Satisfied
4, Very Satisfied.

B Mean of School D1str1ct Reagpnses 4
1l Overall Selection Progess 2.9( .
2. Indicator of Ability as Principal 3.1 '
3. Match, of Skills and Situation 3.6
4. Prediction of Acceptance 3.5° y
5. Indicator of Job Satisfaction ., 3,5 | )
6. Indicator of Employee Longevity 3.3

SUMMARY

Chapter IV presented information about selection

processes as reported -byl the superlntendent Qr

personnel officer in school districts. V; ‘

A populatlon profile and 1n£e£matlon on selectlon

policies provided ome backgroundf about the SChool

districts. o

. ~

The educationél preparation required and -
. _ .
preferred, background " of knowledge required and

preferred level of scholastic achievement, level of



Q

. BT " 10s.

“ e.eaée;;‘type-Aof e;perlenee:a personal factqrs,

‘ and health factorS' é%‘ candldates were
eiaplned as selectlon crlterla;‘ |

Recru1tment' of .candldates, application ‘torms;

eco%mendatlons use of ablllty or personallty tests,

transcrlpts, health T‘record '~1nterv1ew,

Jpademlc

. \

1nternsh1p, probatlonary perlod and fleld observatlons-‘

u

are-. cons1dered ‘as selectlon procedures.

P v

Personnel 1nvolved in the employment and placement

udecisien, ‘goals vandp objectives- of \schools,‘ school
. polieies, “rofe descrlptlon fer &1nc1pals and
/ i = ‘

|

1nformat10nhabout selectlon processes as reported by
ST e TN
- principals. ' S - o Ll
o !’ ‘ .
i 4 N : ‘//‘
. : . /-"v ':3:
q - /' ‘
b ‘\,, e , B2
- v\ts "'\\ ) £l
No Lo %
™~ : :
\ . & e o
' - \\ g § -
. N , P

leadershlp style were 1nc1g6ed in placement procedures._

B . /

: The satlsfactlon of superlntenqents and de51gnates ‘

)

w1th the process was repor/ed«//'Chapter V presents

LN

'
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V. ANALYSIS OF . THE DATA FROﬁ‘PRINCIPALS

Chapter * V  presents the data > related. . to _ the
P o : ‘

questionnaires completed by principals in the ’'school
%5 \

L

0 .
criteria, selectlon procedures,, placement procedures

1

and the satlsfaotlon »principals expeh;enced_ in the.

‘ S
selectlon process 1s 1nc1uded. / o : '

o

ertten P011c1es

ertten selectlon p011c1es qulde appllcants and

-

selectors in - s1nq‘ selectlon processes.‘y Written

pollc1es encourage object1V1ty and promote confldencev

in falrness of 'the procedure and appllcatlon of
,criterla. Appllcants are made aware of system intents
and processes. In d accordance .. with' these

recommendatlons, ‘a. majorlty of app01nted pr1nc1pals in

'thls survey reported wrltten selectlon p011c1es were B

! X N L \
available to them, A

, A‘.&reater'vpercentage 'of\ reappointed principals
responded “in tbe negatlve ‘about the avallablllty of

wrmtten selectlon p011c1es., This may -reflect »the

experlence of those prlnc1pals who do not experlence a

complete assessment accordlng to system pollc1es, who
are transferred or app01nted wlthout applylng for a

change in p051tlon.

o109

el

districts surveyed.‘ A descr1pt1on rof"the selection -

EZEN

—~—y

Y
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Table 33

AVAILABILITY OF WRITTEN SELECTION POLICIES

. TO CANDIDATES.

~ Principal Responses\

First

. Frequency Appointment Reappointment
- Yes 78 61.9% 42 72.4% - 36 ©57.1%
No . 43 34.1% 16 27.6% 27 42.9%

No » - B N

Respohse 5 4.0%

" B. Selectlon Criteria
o Crléérlai examined -most frequently in “sélectibn
‘pol%cieé ‘;ncluded‘ personal facgors,u, experience,
traihing and bréadtﬁ.of %nowlédgé. In éomé instahces,
,Iscﬁoiastié i- achieQemént , ’énd iptelligence | yere‘ (
‘cdnsidefed. Heélth}factors,'agé,and séx,coﬁld not be
'_ included because human riéhts legislation disallows.
'inclusion. | | |

‘Principals were asked to provide , information

)

regarding the selection criteria.'
leferences between»crlterla and practlces aDplled.
to first app01ntments and to reapp01ntments as reported

by-prlnc1pa1§ will be nqted.1 



Educational Preparation

e
)

Wrikers acknowledge the * importance of

trainin. for prospective and practicing

- administrators. Some . , support’ study - of
: o o ¢ ' Y

administrative theory and practice while others

Wwould promote traihing~ inf administrative skills

~and tasks. - 3 S ,_' - =
School distficts do not require specific

C \ o L A . o :
restrictive - educational qualifications. Six

3
>

districts stated preference for first appointees

to havg' studied at the graduate level ,aﬁd ‘all

districts expected evidence of graduate work for
reassignment. : ,

‘Educational qualifications reported by

Voo

pfincipals in Table 33 show that many of the 63
principais‘whd were,in'éheir‘firstiassignment held

more than one degree, ranging from baccalaureate

to master. The majority (58.9%) of the first

?

appointees reported academic traﬁiang.in'qraduate.

studies. . Of the sixty-three reassigned
. . '\\ . naniny ) -

principéls,‘fifty—seven'(QB%i}reported,changes in
. : . - ,

their eddcational preparétion. ' Thé- majority
.180.6§) reported = graduate wdrk. in'eaqcaﬁioh{
Adminiétrators who  were  selected - reflect
suberihtendehtsf‘ ‘preferences _'for aCademic

preparation .béybnd- the b;ﬁcalaureate level.
e

(X3

1
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Table 34 ¢ o \\ L

'ACADEMIC TRAINING AS REPORTED BY PRINCIPALS
IN EXISTING .SELECTION PRACTICES
.Principal Responses ‘

Educational " First -

Preparation ‘Appointment  Reappointment '
‘ . Raccalureate Coo - ‘ oo .
! Degree 51 40.8% 11 . 16.5% -
, - Graduate Diploma 26 .20.5% 8.  11.9%

M.Ed. ‘ 32 25.4% - 31 ‘46, 3%

M.A. - 15 11.9% 14 20.9%

E4.D./Ph.d : ' - S1.5% - ’

* Other O 2 1.3% 2 3.0%

TOTAL ‘ " 126 100.0% 57 100,0%

* Bachelor of Theology 1y . . :

Bachelor of Religious Studies (1)

2. Knowledge | - )

B )

The 'deeéte peftaining to Whiqh skills are.,
necessar&n and .now“zto \acquire them eontinues,:
There is little éﬁieement about1what_beckground ot.

- knowledge is preferable but some combination of o

'knowledge andfskillsvis suggested. |

’Princ{bal - responses showed" -the greetestﬁ
percentage ‘(73;) havihg Istudied éducational
Administration. This is coneietentAﬂnith school
disttibt preferénces. .DeSpite»Vschool district

ﬁininal- requirements' and  preferences, the .
proportion of ‘principals reéortind\ etudy in

. Currlculum and Instructlon (54%i indicated the-
high level of preparatlon presented by candldates.

Wh}le‘steted requ1rements were mlnImaI,'ln"‘

éctualtty the individuélsf selected were'lwell

: prepared , academicaliy , in knowledge 'of

administfatide thedry.and‘pfactlce, knowledge of -

v edupational theofy!and practice and in knowledge
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," Lo N . . / . . Lo . T ' o
of cnrriculum though th1 \~was ‘not reported .

K

as frequently,. Prlnc1pals selected hadtstudled in
all these areas.
Table 35

AREAS OF STUDY REPORTED BY PRINCIPALS
CIN- EXISTING SELECTION -PRACTICES

Principal Responses
First

Educational

Frequency ' Appointment Reappointment

Administration 92 .49 T e
Curritulum and 4 ‘

Instruction ' 68 <34 . 34
Program Evaluatlon 22 - 10 © - 12
Superv151on . ‘ ,

of Personnel , 40 18 . 22

Experience
¢

Experience is a valuedvcriterion in selection
processes. The question ‘of relevant experience
still arises. Does successful teachlng experlehce
necessarlly assure success as an. adm1n15trator°

Calhoon (1976:123) - finds that administrators
beneflt from two to five years fleld experlences
‘Newberry (1977:42) clalms- that more than f1ve
years teaching experience is' unnecessary as a
prelude‘ to  an 'adﬁinistratlve‘ _app01ntment
. - |
"Conceptually, pr1nc1pals have an adult -to-adult
function, as compared with the adu]t to-chlld role
of the school teacher." ,Both writers advocate
exoerience at some level of the ‘admlnlstratlve
hierarchy, but;' ewberry ,states‘ ,{{."length‘ of
tenure in’ th;s' capacitif isv'not iﬁpostant:"

(1977:42) .
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Policies, and ' stated preferénces  of

‘participating schoql districts adreed with
. T | % > i ‘ iy
recommendations \in. the - - literature about

experience. "HOWe&er, information provided by

S ~ U ' . . ‘
principals appeared to c§%trad1ct requirements and

'pfg£9mehées as stated by school districts. (see.”
4 : o N

\ P

Tdble 8). . o L

-Prinqﬁpéis‘reported a widé réﬁge 6f teaching
expériéncé.with their presen£ boardé. (see Taé}es
36 and 38). The‘majority (76%)'repor£éd§six té
tWenty_years of e*perience wifh thevboard_who‘had
appointed them and 33% had eleven to fifteen
years. Examining " the 7statis€ic5'h‘fof . first
éppoinfment showed a majority (6§%) report?ng six

to fifteen years of teaching experience, while the

majority' (612) of reappointed principals had

eleven to'twenty years of teaching eXperience; It

would appear'»that despite minimal requirements, .

L : J ’ . :
preference for an extended "apprenticeship"

exists. ' S
. \ 2
' ‘ Table 36
TEACHING EXPERIENCE WITH PRESENT BOARD .
AS REPORTED BY PRINCIPALS “
Principal Responses

Years of ' - First ‘
_ Experience. Frequency Appointment Reappointment,
0 - 3 K
1- 5 o120 8 . 4.
6 - 10 « 25 17 8
11 -15 . - 42 24 18
l6 - 20 ) 29 8 21
21 - 25 , S 5 S 2 C 9
26 . o3 1 2
‘No Response 1. K _ 1

Total 126 © 63 . 63
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Table 38‘ shows‘ years 6f badmiﬁistrative
expefience repoftéd by principals. Eiéhty percent
of principals ' reported ‘one:'to fifteen years'
administrative experience; while only 9.5% did not
respond or'reportéd'none.' Twenty-oqe pergent also
reported administrative'.experience with another

board. !

> -In Table 39 principals indicate positions
held previous to the current agpofﬁtment. For the
: . &0

greatest percentage of these principals the route

to a principalship was achieved via an assistant

4

principalship. -
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Tat e 39
POSITIONS HELD BY PRINCIPALS P OR TO CURRFNT APPOINTMENT'
y IN QURVEYED SCHOOL\DIbTRICTS

. ) Principal‘Responseg

: Relative ~ First = Re-

Position ' Frequency Freqpency App01ntment app01ntment
Teacher ' 10 7.9% -4 . 6
Counsellor 2 . l1.6% 2 \\p
Librarian o . 0 0 0
Department
" Head 4 3L2s 4 : 0
Assistant ' ' .
Principal 57 45, 2% 44 13
Principal : 41 _ 32.5%. 3 38
Consultant 6 T.o4.8 i w5 1
Supervisor 3 2.4y 1 ' 2
*Other . . 8 6.3% 4 4

v -

* University Pracicum Associate (2), Sabbatical leave (1),
Co-Ordinator (1), Curriculum Co~-Ordinator (1),
Director of Student Services (1), Psychologist (1),

Acting Assistant Superintendents (1).

©

Personal Factors Yoy ;

Strong support is afforded personal factors
_as selectlon criteria both in 11terature and in
practlce. - Table 40 presents the characterlstlcs
‘and indicates the frequency with which principals
named ﬁhem. N

Principals, asked to rank personal fae;grs as
to importance, chose initiative and willingness to
work, 'leadership, »ebility to get balong with"
people, brganizational/executi?e abilit?, ability
to commuhica;e, and good judgment/common ~sensé’
most frequently. All of the factors were,chbsen
as impertanﬁ by some respondentsr Prineipals'
.choices tended to' follow recommendations in the

literature more closely .than school,’districtv

responses. o ‘ . v
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»Persongi 'lu-ﬁgcbors ' recommended = most.
frequently in the literature 'include leadership,

human relations skills, good judgment,
' \

communication skills, and organizational skills.

(Musella, 1981:10). School districts, as'

represented by staffing personnel selected
—

leadership and ability to get along with people

1

most frequently .

Age

According to Calhoon (1976:105) age’is not
ﬁertinent to effectiveness. tyOne should be o0ld
enough to have the maturity, experience, and
education necessary to function in the work

setting ahd to elicit the respect of colleégues

and community. - : |

No ' minifum or maximum age -was stated or
required nor preference as to age range declared

, Co .
by school districts. Despite these declarations,
. // . i

87.3% of all éppointmenfs fell'iﬁ the thirty-one

to fifty age range; 4%' of candidates were.thirty

or under; and 8.7% of principals were fifty-one or

»

over at the time .of. theif appointment. The
majority! 079.4%) of p}incipals were Dbetween
thirty-one énd 45° at the time of their initial
appointment~‘énd 71.6? ranged from .thirty-éix to -

fifty Qhen’reappointed.
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\ Table 41 o : :
AGF. AS A CRITERION REPORTED BY PRINCIPALS . ,
IN EXISTING SELECTION PRACTICES - ' ’ "
. - . -
« Principal Responscs
~ Relative First
Agc " - Frequency Frequency Appointment Reappointment
Under 25 w1 . 8% , 1
26 - 30 © 4 3.2% 2 ‘ 2
31 - 35 34 g 27.08¢ 25 ‘ 9
36 - 40 30’ 23.8% 14 16 .
41 - 45 30 23,8% - 11 ' 19
46 - 50 . 16 ‘ 12.7% 4 ' B
51 - 55. .8 , 6.3% 5 3.
ovet 55 3 2.4% 2 1
. ¥
6. Sex

‘

Legislatiqé protecting humaﬁ’}ights disallows

inquiries of a candidate regard{hg sex. Calhoon ‘
; (1976:123) reports tgaf sexes are equal in overall L

job performance‘effectivenessvand at older ages,
women are a better risk for employers.

Principal responses indicated that a small
proportion of females (17%) was being  ° .
a@pointed. o

(See Table 42).

»

Table 42 « . - .
SEX AS A CRITERION
IN EXISTING SELECTION PPACTICES ‘
Principal Responses ‘ .

"

T “First

_ Frequency Appointment Reappointment
Male = _ 102 © 51 51 -
Female 22 . : 12 - 10

Not Answered -2
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317.‘ Health Factors RO S e
/ ,‘ hf.' Responses by pr1nc1pals supported statements
\of school dlstrlcts that health factors were not
ﬂassessed., Thls‘lsﬂ;n agreement w1th leglslatlon
‘ pfote’téng~humah rights. (see Table 43)
S TR Table 43 S

e MEDICAL EXAMINATION REQUIRED AS
s . PART OF EXISTING SELECTION PROCEDURES

’ ;ﬁ Pr&nc1pa1 Responrses.
PR . 1_ L First. :
* ‘Required Frequency App01ntment . Reappointment
Yes . B o . 1 , 7
» No .« S110 0 56 . 54
" “No Response .8 L 6. 2
;é.fA-Importance of Selectlon Crlteila o | e R
- Pr1nc1pals were : asked ‘to ' select’ ' three
-~ . e . i o .
eriteria . they con51dered 1mportant -to *'their

vdistricts,_ ?rlnc1pals thouqht experlence held”

.\7

,;_.»  .,most 1mportance (69%) and placed personal factors
. (61%)~'and tralnlng (43§/ 'second and’kthird.
@ Differences . -between first app01ntments “and - ©
- B o ~ -
if__»' reasszgnments were mlnlmal Superlntendents rated
§' personal factors ahe§d oﬁ\experlence and tra1n1ng
'+ rable 44 .
IMPORTANCF OF SELECTION CRITERIA’ as CHOSEN A
'BY PRINCIPALS . i
C o Pr1nc1pa1 Responses ’ : .
. Selection , Lo . First, , o
Criteria _ o L ‘;Frequency'_App01ntment Reappointment. . =
Age . . - 3 K ‘ I 7,2 N
Experience » 12 ) 5&1.‘-‘ ‘ T 54
_Scholastic Achievement ° o013 6 7
Personal Factors - ' - 100 .. 50 .50
.. Sex S T I 2 - 1
> Tralnlng : o700 0 32 o 38
© ' Bremdth of‘Knowledge e S 64 - 34 30
Health Factors : g .o 0 0 S0

“Intelligerce o AU ¢ S 0 \ )
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1., ReCruitment of Candidates LT

'y . 3 ' c"" \ ‘ '. ‘
Follo%1ng 'is an overview 'presented as . a
, figure‘of responses by appointees: )
7 o . : LN B
. Figure.4r_§
Initial Appointmenr -+ Reappointment . ..
. (a) -Academic Training: - T :
. Ev1dencg of study at Continued profess-’
‘ graduate levels- N .ional development :
u!.......---‘-o‘-n ........... '-é .......... ....'
e -~ (Background of studies: Educatlonal.

Administration Curriculum-:and Instructlon and
Superv151on of Personnel). '

‘ : ' . R} )
(b) Teaching experience: L . RN :
6= 15 years (65%) 11 = .20 yeers (61%) &

(Majorlty reported teachlng in an elementary or
junior high scn@ol) i

3

(c) Admlnlstratlve Exper1ence-- o .
5 years (50%) ©°1 - 15 years (80%)

(Ma]orlty have held a551stance prlnc1palshlps)»

" (d) Age:

31 - 45 years ‘ ; 36 - 50 years

(e) Sex: ‘ : .
: " ' 81% are male and 17.4% female

~{£) Personal Characterlstlcs
’Pr1nc1pals saw themselves as having
initiative,' as hard workina, as personable,
as people-oriented, as lez ..s, as having good
judgment, as practical and .- communicative.

-

Selectlon Procedures - o . e S

Procedures experlenced by candldafes applylng for

-

fprincipalships' are- 5reported in this sectlon.,
Differences , betwe ‘H'p ices appliéd to first
app01ntments and reap 01ntments w111 be noted. ‘ i>, |

Informing "prospective candidates . of



o

of principal candldates became aware of p051t10ns

- through, wordfof-mouth and external ‘advertising.

P

particular ¢ positions, . invjting . general.
: ¥ -

‘applicatione ‘fer ~a pool. of cahdidates and

encouraging applications for positions constitute
procedires of recruitment.

Principals' responses confirmed * school

district responses. Most principals Iearned; of

positions through internal ‘ebmpetitions‘ for

aVailable‘ poSitions or a general invitation to

apply for the ,position of" pr1nc1pa1 \Sik percent

The primary form "of candidate" idéntification

“Yreported by districts was selffeelection; (see

Table'45). k . P

’ Table 45
RECRUITMENT PROCEDURES 1IN EXISTING .
SELECTION- PRACTICES o RN

¢ \ . 't, S N

. Principal Responses = ,

S S First

- Procedures ‘ _ Frequency Appointment Reappdihtment\
Newspaper =~ T ‘ ‘ ’ o
Advertisement = 2 2
Professional Journal - _ ' ‘ ol ”
Advertisement - : 1 : ‘ § .
Internal Advertisement 13 5& _ 58
Nominatiens by Peers -0 - : ‘

. Candidate List : o w o

" *Other 7 : T3 : 4

* Invitation to apply by superlntendent (5)
Information re position from colleague (1),
,Board member inférmed candidate (1)

2.

. 5]
Appllcatlon Forms
The majorlty of. pr1hc®Pals (75%) completed an
appllcatlon form™ and 78 (§2%) stated that the

format_ was standardized. Seventeen andgﬁa half

T

(
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be}cenf of hew‘érinciﬁals and ;hifty—thréé pcrgént
of 'rei§s;gnea pringipals‘ reportéd' sﬁﬁmitﬁing a
lettef; of intent or . a verbal ‘rehpéﬁt for a
'speci%ic posiiigﬁ.’ Nineteen.rééssiqned principals
(30%) ‘Qidla not ,éompiéte an application
fofm }while" niné newiy ‘appointed administrators
(14{} did not use an épplicatioq,form.

‘-btﬁer differénces\may.be noted. 34% of héw
pr@ncipais wroté»an‘essay on a speéified taﬁic.
6.4% of rea§signedlbrincipals wrote an essay.

Informatign from prinéipals ,ind%cé%ed "that
oﬁeéthird Véf' reassigned‘ pfincipalsx uéed a
non-standard appiicatioh br did not . apply for al

position, a practice ‘,vn'o't recommended "the

literature. . ’%f{::
Five school Histricts 1réq§§¥ed} tésumésf'as
part of  the Spplication procedufe; Yet 'no
' priﬁcipals said a resumé\_Was “required. No

‘emphaSis. was piaced on the uée of -resumés in
suggested , pracﬁidéé for‘ ‘hiringi " principals.:
informatioﬁk ih1 resumés is pften" difficult to
sténdafdize ahd'compirg dué to differipg'formats

and:content.‘
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. S Table 46 o
APPLICATION FORM CHARACTERISTICS

Applica

Principal Responses

tion Form Frequenqy First Appointment Reappointment.
. Used in selection ‘ . I

procpdure . 93 52 41
Not ‘useg:in . ? '

sclef@¥on procedure . 28 _ 9 19
Standg¥dized format 78 : 45 33
Informal indication 22 a 7 15
Letté; bf intent 10 4 6
Resume requ1red R 0 0
Use of written - -

essay question = 26 N 22 L4
Essay topic : E '

4£FeCif

3.

ied 26 ‘ © 22 4 '

- 1

Recommendations and References -
’ : »

= ) .
Most 6f—the school districts used references’

and recommendations. Staffing chose some of the

references” and candidates also nominated referees.
Ferere _ ‘ i :

| . .
Some districts used a standardized format.

Letters ‘were . forwarded by respondents ‘most
] : . .

frequentlyf - . P’
Sixty—tﬁo percent of ‘principals- provided

'

names for references or 1etters of recommendation.

 However, siXty-eight pr1nc1pals (54%) ‘said

“reported forwe;ding 1ettefs of 'reference to

references wgre forwarded directly while 15%

&

‘selection committees.

© Table 48-—~shows ' candidates' -choices for

references. Principals  were named most -

frequently.' Teachers and supérviSors‘ were the

next major  groups. New- principals asked

‘

colleagues and immediate supervisors for

|- ) . . . ~ ! e PO SR UL I SUUR UL T SN
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first appointmeht" proﬁided. ,references more
f:equentiy thaﬁ«reaseigned‘prinelpale.k ReaSQ1gned

E primcipalstdepended mere on- their Qork record than

" the word of others as a rec0mmeﬁdatioﬂ ‘when
appiying for another_position. |

Table 47 P
CHARACTERISTICS OF RECOMMENDATION AND REFERENCES ‘ ‘
"IN EXISTING SELECTION PROCEDURES , - R
Prxntlpal Responses

First R
. Characteristics = . FreQuency . Appointment Reappointment :
. Ref}rences Used . c . , - ‘ : K
in S¢lection ' .78 : ) ' 31
Letters forwarded - _ " :
by applicant © 19 .6 . 13
Letters - ’ .
confidential 68 - ' 42 26
. . Table 48 o . e

.REFEREES CHOSEN BY PRINCIPALS
IN EXISTING SELECTION PROCEDURES
. Principal Responses

o ’ First - )

. ) Frequency Appointment. Reappointment
Superintendent o R 6 . 3 ' 3
Assistant Superintendent 14 B B 7
Supervisor . 25 17 : 8" /
Consultant- : ' S 9 .8 _ 1
Principal 70 . 46 24
Assistant Principal _ . 8 ' L7 e 1
Teachers ~ 25 St 18 7 .
* Other ) 5 4 1 ’

* Friend, community member, Faculty Advisor, Parent (1n communlty),
College Dean. -

4. Use.df An Abiiity/PersonalityfTest S "f” | | }.
’ Prihcipalsrnahed the ‘Admihiétrator’Perceiver\
- Interview er the essayf wrltten ‘as part of the,
application form, when 1dent1fy1ng ab111ty tests.
No personality tests - were"ldentlfled - Most

principals d1d not - take a test as part of thew

selection procedure which- conflrms 1nformatlon



' ‘ Table 49
USE OF AN ABILITY/PBRSONALITY TEST
"IN SELECTION PROCEDURES
Lo T : ~ Principal Responses
' ‘ _ . First .

, Tests " Frequency Appointment Reappointment’
‘Ability Teést Used : l6 . . 12 . -4
Personality Test Used: 0. ‘ 0] ' 0

. No test. administered .99 - ~ 44 55
. ) , . 'n'

5.. Academic Record
' Difficulties in comparing grades,

'!/' : " o : . g
intérpreting course content and ,knowing standards

‘of universities limit usefulness af transcripts.

A majority (66%) iof principals presented

»

transcrlpts “with " their appllcatlons.‘ HoWever,

—

districts made llmlted use of thls 1nformat10n as
shoqp:ip Table 18 of Chapter_IV.
Table 50

USE OF ACADEMIC RECORDS
IN SELECTION PROCEDURES

Principal Responses

o]

: i
6. Health Record

Academic : ' ' "~ First

" Record : ) Frequency App01ntment Reapp01ntment
Made Available = ' .~ 83 - .51 32

‘Not Made Available’ 7 ‘42 ' 212 30

No Response | 1 <

Good health, energy and stamina are desirable
chardcteristics for  principals noted in the
literature. However, this criterioh'is not - used "

due to leglslated restrlctlons.
None of the school - districts required a
e S ‘ AT
medical examination or presentation of a health

record for the position of principal{' A medical
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by a school board and the work- record of employee

was :available if Ppplicants ‘were  -"within . the
,system.' Thia may{ expla?n the fifty (40%)'
affi?mativé responses by prinéipals. |
j ‘Table 51
HEALTH RECORD MADE AVATLABLE

IN APPLICATION FOR CURRENT POSITION
Principal Responses

) ‘ , First
Health Record ‘ 'Frequenby - Appointment ” Reappointment
Available 50 25 ' 25
Not made available 72 35 - : 37
Not Requlred . 4 ' .0 . 0

K3

*

'7. The Interv1ew in the Selection Process
One ~ hundred and three pr}nelpals (82%)
reported 'being,_interviewed.l Fifty—nine first
appointﬁeats‘l(93%)' and forty-four reappointed
‘ 'principale (70%)'were interQiewedr Seventy-eight
,pr1nc1pals (62%) eiperienced a team, interview
(tﬂarty -four or ;4% flrst app01ntment, forty-four,

or 70% reapp01nted principals).

Elghty four pr1nc1pals (67%) were 1nterv1ewed

indiuldually . (fifty-three or  84% first

appointments‘and thirty-one or 49% of reappointed
principalsl. /' .
While - interviewé were pdrported,to‘ be a

practice in»selectihg principaie in all districts,
there appeared to be ne consistent appllcatlon 1ﬁ>
treatment of all candldates- LZ% of all candldates
reported not belng 1nterv1ewed at all, 30% of

reapp01nted pr1nc1pals were not 1nterv1ewed
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Principals reportedlthat Eeam inferiews weré nét
cdhducted with all candidates, thbuqh all

" districts reportea using'team interviews aé part

of selection procedires.

Table 52
CHARACTERIGTICS OF INTERVIEW AS PART OF

SELECTION PROCEDURES .
Principal Responses
) ' . "First
Characteristics ' Frequency Appointment Reappointment
‘Interview Conducted 103 : 59 . 44 S
No interview 21 2 ' . 1le
Team Interview 78 34 a4
Individual Interview 84 ‘ 53 ‘ 31 '
' Table 53 , .
. PERSONNEL RESPONSIBLE FOR INTERVIEWING
Y , PRINCIPAL CANDIDATES .
: Principal Responses . .
- . First ’ ‘
Interviewers - . . Fréquency App01ntment Reappointment
Superintenderit ' 36 20 16
Assistant
Superintendent 48 ‘ 33 | 15
Selection Committee 78 & 34 44 . v

* Other : 13 S 3

* Dlrector (3) , Community School Co-Ordlnator (1), Area Superin-
tendent (4); Associate Superintendent (4), Selection Adm1nlstra—

i

tive Personnel (1). - . :
Table 54
COMPOSITION OF INTERVIEW COMMITTEE
0] WITHIN THE SELECTION PROCEDURE
: .o Principal Responses

Committee’ o “ First .
Composition - . Frequency Appointment ° Reappointment

~ Assistant/Associate , , : ‘
" Superintendent 32 15 17
Personnel Officer ‘ 62 42 ‘ 20
Supervisor 38 1 23 15
Consultant . 18 15 .3
Principal .35 29 6
Assistant Principal 4 2 -2

.. Department Head 1 1 0
,Grade Co-ordinator 21 0 1
Teacher 34 27 7 :
Counsellor t3 o2 1
Parent - o .32 27 ©5
* OtHer - . 26 ‘ 17 0
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8./ Field Observations | o .
Fifty-nine ' percenﬁ of school districts
. reported use of field checks as -.a, selection
. 1 .
procedure. Ninety-eight'principals (?8%)-said‘ho
observation’ was conducted. Field .observations may
1 be used in special circumstances, however this was
not stated by those interviewed.
o Table 55 ‘
T ‘ CHARACTERISTICS OF FIELD OBSERVATIONS
Ve REPORTED BY PRINCIPALS _
‘ Principal Responses
; - ‘ ", First
Characteristics Frequency Appointment Reappointment’.
Field Observation , ) . -
Conducted 17, 11 7 6
No Observation ) , 98 50 48
‘No Response 11 2 9
Superintendent - : »
observes : R 5 2 -3 ‘
Assoc /A551stant
‘Superintendent . .
observes ' 14 ©.9 5
Supervisor makes o Vo '
observation . 5 . 4 - 1
Principal makes - ‘ o
observation ) 10 7 : 3
\ g 3
. , o
:‘ su y ,

Seleﬁ%ion -proceéures"exoerienceé by principals

varied from diszrict toﬁoistrict. : o
Candidates beeamewiawére of positions through

}nternal\ adverfising.,‘?The‘ interview was \the most

>

.commonly. experlenced procedure reported by candidates

’

in these selectlon processes. Many principals also

ﬁcompleted'applicatioﬁ forms, presented academic records

I8
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and references.f ﬁealth recdrdsxweré made available.‘“
A few wrotebessa;s‘or were observed on-the-job. .Néne
wrote ability or personaliﬁy tests. In all cases fewer
reassiéned princip&ls"answered affirmatively about

different procedures although an equal number of

principals were in the new appointment category.
. ; B

— ' \‘}\w

‘xx
Placements

To effectaa éood match between person an? position
several factors must be considered: situational
factors, characteristics of staff in the sitnatioh and
the individuai's ieadership style.

Cha?acteristics Tﬁgf .'the placement for  which

. - \

principals were éelecté%y have been included in this
section. The goals and objédﬁives of schools, policies
within the schpbls; .principal's role  and
responsibilitiés and descriptions of the schools are
included. ICompar@s§ns between first appointment and

reappointed principals will be noted.

1. Gbals and‘Objeétives of Schools

’ Written ' goals and obj?ctives facilitéte
fpreparation‘ of a position dﬁide, If goals and
objectives are particular to a school then .

specifications relevant to that situation can be

included in the position guide.
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~ Table 56
GOALS AND OBJECTIVES OF SCHOOLS - ]
IN EXISTING SELECTION PRACTICES -
‘ Principal Responses
Goals and . First :
Objectives Freguency Appointment  Reappointment .
In written form : 88 ‘ 51 37
No written status 37 12 25
No respbnse 1 B
Determined by Board * , ‘ "
Policy - 34 ~ 22 12
Determined by . ' '
Tradition : 10 7 3
Determined by
Principal and ‘Staff o'
, Agreecment 78 46 32
Principal Decides : . 28 15 - 13
* Other 6 4 2

* Principal ¢ommittee within guidelines of Board policy
Principal and staff agreement with zone superlntendeqq
consultation (1)

N

Eighty-eight (70%) principals confirm. that
goals and ,gbjectives weré .in written form
¢ (thirty-séven or 58.7% reappointed principals and

51 or 80.9% first appointees).

L

 How goals and objectives are determined

iMbacts'upon'the role of principal. Whether the
school district .and conseqaently the %chaol
accommodate _to _ the élients served ‘and how
decisions are made influence*fthe principal ’s
leadership . style. ‘Seventy-eight principals

developed goals and objectives for their schools

in co- op@ratlon with staff. 'Although twenty-eight

principals said they have sole respon51b111ty for
y 1.

N

setting goals and objectives, no school districts '’

concurred. More principals ‘'in their first

assignment (76%  first appointees ~ versus 51%

LY

- - P SO W T N
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K a were written and ‘determined withi’h guidelines set

by the board. . .

ého 1 Policigy | - . |

School policies and the process by which they

are determined may. influeﬁce the persoﬁal ‘and
prdféssional chatacteristicé' required ,ofb a
principal.
" " school policies were in written fofm in‘most
of the schools involved ;n'the su%vey. 'However,
seventy-three prinéioals (58%) said schodl
policies were determined by boafd policy.
Sixty-seven percent of‘ pginéibals’ reporteé~ thét
principa}. and staffl deciqe school policies in -
consultation. Thirty-eight principaisf{BO%) said
C ot

they determine school policies.

Table 57 ~
SCHOOL POLICIES 1N EXISTING SELECTION PRACTICES

Principal Responses

. : i Flrst
¢ ' School Policies Frequency App01ntment Reapp01ntmenh
| Written Form 106 " 55 . 51"
| Unwritten Form 15 .6 9
. No Response ~ 5 2 3
. Determined by . o .
. Board Policy . 73 43 “t
| Determined by
. Tradition o ‘14 10 4
Determined by
Principal and o
staff 84 47 - 37
. Principal Decides . 38 22 le
* Other 5 ° 3 ' 2"

* Principal,decides in accordance with board policy (1).
Principal and staff decide within board policy (1).
Princxpal decides within guidelines set by a opmmittee (1).




3. Role descr{ption‘for Ptih?fﬁill

Seventy-two principals (57%).haid there was a

. V¥
hY

: wrltten role description for the princ1pal in the
a551qned sehool. Elfty—one (40. 5%) claxmed there

was ho written role description for the school to

0

which. they were assigned. Principals appeared to
i dlsagree with superintendents about the status of
written role descrlptlons for thelr schools.

In four of six dlstrlcts a system role description

existed, wh1ch may not be avallable in the school.

w role descrlptlons

There was agreement about

‘were - determined. Both mcipals (56%) .and

staffing personnel (57%) eed that the role

.descriptibﬂ*was_determined by board policy.

Table 58
ROLE DESCRIPTION FOR PRINCIPAL
IN EXISTING SELECTION PRACTICES
' , Principal Responses
L : First

Role Description Frequency .- Appointment Reappointment
Written Form 72 42 30
<Unwritten Form 51 21 ’ 30
No Response 3 2 1
‘Determined by Board

Policy *70 .39 . o031
Determined by ‘ ! ‘
Tradition 13 9 -4

Detérmined by ) ' _ ; L

Principal & Staff 13 8 5
Principal Decides 11 7 . 4
* Other 6 : 6 -

* Determined by Superintendent and committee (1).
Dptermined by Principal Association with approval by trustees (1).

138,
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4. Prlnc1pals Select and. Evaluate Staff ' \

g

uF»" ] Pr1nc1pals w1th respon51b111ty for selectlng

and evaluatlng_teachers are seen to have strongex,

. - R ? T pah .

position power and hence greater influence with
S o S I e e :

staff.
. v . Table 59 BT » .
o - PRINCIPALS AND TEACHER QELECTIONS e -
s —
\ Pr1nc1pa1 Responses
o Pirst ) o
Prlnc1pal Selects = Freguency ,—Appointment " Reappointment: ..
, v Yes ¥ & .84 L— " 44 T 4P ’
5’ . . " No - ~ 30 .13 (:f 17
R _ No Response " 12 , 6 i 6
Table 60
PRINCIPALS AND TEACHER' EVALUATIONS .
R e Principal Responses -
. .. R I o Pirst. .
\_ - Principal Evaluates @ Freguency App01ntment ) Reapp01ntment
: Yes ' K 119 o 59 SO . 60 o
- . . No - - 4 .3 ' 1 i
No Response. . 3 L Yo, s S 27

\ Principais, saw- themselves- as having the
4respdn51b111ty for selectlng teachers (67%);5 In

three dlstrlcts,' they were part of a: selecting

¥

>_’,,

team. In two dlst*lcts, they 1nterv1ewed and made,

. final ,decxs;ons»;'in selectlng staff: bMost
. a‘prihcipa}s T (94%) saw_' themselves - as being
A . respon51ble for evaluatlng staff P051t10n powerﬁ&t

: from thlS perspectlve was enhanced (See Table;%{)
/ o ;_ ;‘ (: . .
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nS, Leadership Style

‘< T‘ S Scnooi districts selected 1eadérship nmost
| | | frequently as a requlslte perso 1 qnality for '’
’ Tprincipals.‘ Leadershmp is recognlzed kﬁw‘writers
in. selectlon as a 51gn1f1cant personal factor.i‘

:.a : y | f_ ; Forty two, pr1nc1pals reported that leadership
| ‘Qas ‘not assessed ‘when they were selected"as'm
.;princibalst, \Sixtyetwc> prinCipais (SO%) reportedr

' leadersnio‘beinq assessed‘in,interview situations
. ‘ g "gf and another seven clalmed to have been tested for

;i leadershlp ' (The test‘ used to ,asses leadershlp;

- qualltles has been 1dent1f1ed as the Admlnlstrator

{
¢

uRereeiver Interv1ew). ' Forty pr1nc1pals reported l“\\‘

|

,leadershlp was. assessed by observatlon.

lthough most school dlstrlcts claimed to

;uallty and spyle of leadershlp, "33% of

. . F Ly /

- N prmncmpals were\«anaware of these assessments.
Others reported subjectlve assessments.

S %’ e

et Table 61

'ADERShTP STYLE. IN EXISTING SELECTION PRACTICES

Pr1nc1pa1 Responses

B - o First i
. Leadership Style . Frequency _Appointment Reappo:ntment
T Is Assessed S T8 44 32
’ Is Not Assessed B © 42 , 14 : 28
No Response B B 5 ' : . 3
Determined by ’ " o o ‘
Interview s 62 : 37 : 25 .
Determined by o o o : -
7 Observatlon/n B . S . ' I g
i L in Fiel8 f' 40 . _ 20 K .20 . ‘:’1fg'
P ' Determined by = - T ‘i < :
* Testing, & 7 S 5 e '}? )
}fa bl ‘ : S R .



School and Staff Descrlptlons

*ten f.t.es a

'appointetho echogls,with thirty or fewer f;ﬁﬁe}
: , -+ . S

138.

Table 62 shows tHe dﬁstributioﬁ < of”

‘appointhents and vtypes‘;of, schools to which ;

Ly

'principals were appointed. qu£ principals were

© appointed to elementaiy schools with combinations

of ‘grades one to six, early childhood services (K)

and special .- education (S.E.). ~Eighty (63%)
; ; LS SRS

appointments occurred at .this level.” Eighteen

(14%) appointments were: made in elementary-junior

“high combinatiohs (K-9 and S.E.). - Eleven (9%&

appointﬁents for junior high scﬁools were reported

¢

by pr1nc1pals. One appointment\for a school with
grade .seven to twelve was r“”orted Four '(3%);

'appointments‘occurred in hrgh school settings,.

N . T _—
Table 63 shows the number of full=- tlme

equ1valent teachers (\f t.e.) that were undeq the :

_principal's superv151on The majoraty of

prineipals (5312%), were .appointed to schools

’contalnlng six t flfteen f t.e. ‘Thirty?two'(ZS%)

"prlnc1pals were app01nted to séhoois with six 'to

& thirtﬁ’-snt‘?‘ (‘2?‘3 6%) principals were
8o Poge ’
L3

'~a?p01nted tcr&chools w1th eleven to flfteen f.t.e.

K, |
0

-~ -

- 8lightly more (30% as 1compared . to 25'”y?firetf

appointments were made to:- schools @ithféixfto ten

,'_%y‘

’i1N1nety—f1ve ’percent of‘ pr;n01pals (120) were .

=



> '

teachers as compared ‘with those appointed
..schools with eleven to fifteen ‘teachers.’

reapp01nted pr1nc1pals (32% vs 20%) were app01nted

to schools w1th eleven of flfteen f t.e. than‘to

'

schools w1th 51x tS ten f"

.uﬁ

Jas little - dlfferén
L reapp01nted pr1nc1pa1

Table 62
SCHOOL DESCRIPTIONS

“tweeh first

t e. Otherwlse there

REPORTED BY APPOINTED PRINCIPALS
: Principal: Responses '

'

‘ - First .
Grades in School Frequency - Appointment Reappointment
A - f 38 17 21
N 31 © 18 . 13
o 1l ' 4 R 7
. - : 5 2 3
SE 13 5 8
a . L 8 4 4
+ SE .3 3 .
' 1. 1
. 4 . 3 v
) s ' ~ 12 6 : 6
. *. X-7 (3) 1-6 + S.E. (5) B ' L i
L R a Table 63
- NUMBER OF TEACHERS .IN SCHOOLS
OF APPOINTED PRINCIPALS ‘
Pr1nc1pa1 Responses .
: v , _ First R o
No. of Teachers ' Frequencies Appointment \Reggpointhent
2 - 5 : : 14 g8, 6
“6.- 10 32 19 13
"1l - 15 . 36 16 20 )
16 - 20 ' o1 6 8
21 - 25 SV 6 8
26 - 30 . 4 . 3
31 =199 7 4 3
, No Response 2
_Summary ]

.
b

»

', b]ectlves available in the . school. Seventy-six -

Moq£'newtprincipgl§ feported’copiés of goals'and"




" staff. ) | | :

percent said the goals and objectives were&,set by .

agreement ‘between principal and staff within

guldellnes set by ~*the board. Fifty-eight percent‘of

rea551qned pr1nc1pals said goals and objectlves were .

tawallable in. wrltten form ‘and 51% set goals w1th thelr

¥

Most new principals had written ‘school pelicies."
Seventy~-four pefcent determined these policies with

staff within guideliﬁes' set by ‘the - board. Most:

reapp01nted principals -had written: school p011c1es as
o
well. Flfty nine percent set p011c1es with - staff but
i T

' few were 1nfluenced by board gu;dellnes.

New pr1nc1pals (67%) said*there was a system w1de

. S,
role description for the principalship determlned by
N . *’.‘ ‘ . .

the board."Reappointed'prinéipals (49%) saiqéghere'Was

a district role'deseriptioh but an equal number claimed:

there was no,role'description_for the principalship,

-

. school-based or system-based}

;;Most principals were responsible for teacher

"\

'evaluationsfand a majority (70% first appointees, 63%

teachers for staff o

Leadershlp style was assessed for 70% . of new

prlnc1pals and 51% of . reappointed principals.
. . h ' ¥

Assessments were often made through interview
situations and field observation.
- W . »

There 'was little difference between first

.140,

-reappointees) ‘selected " or ticipated in selectihg_
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LTI appointees and reappointees in the tybe of school or

. size

of, staff to which they were assigned.

Appoiﬁtments'occurred‘mOSt'often in elementary schools.

Staff size was usually six to fifteen.

E. Satisfaction with Selection Processes

the

On the whole, principals were quite satisfied with

selectlon process and the resulting placement.

Cons&derlng scores of 3. 0 or greater as qulte satlsfled

and

2.0 or- less as veryLGdlssatlsfled, pr1nc1pa1s

v -

reported ‘the ifollowing responses to . the selectlon

process.

1l)=

2,

" 3)

©g)

satisfied - {Fat'.the process predicted their

_—

y o r

One hundred and seven pr1nc1pa1s were qu1te to
very satisfied ‘with the selectlon process as a

whole, while nlneteen (15%) were somewhat to very

dissatisfied.

one hundred principals were quite 'or_.very

-satlsfled that the selection process indicated

thelr ab111ty to perform the job of a pr1nc1pa1

while twenty-four o (19%) - were vsomewhat

A

dissatisfied.l

One huridred and- four principals were quite or very

- satisfied that the process matched their .skills

with those required- in the situation, and twenty

‘(16%) were someWhat or very dissatisfied.

. ) . .
Ninety-eight. principals were quite oOr “very

acceptance

werée somewhat or very dissatisfied.

\nto the school. .~Twen£y-four (19%)°

%
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5) ‘Eighty-six (68%) pr?ncipals were gquite or fer¥)'
' \ L o :
satisfied that the process indicated subsequent

job satisfaction.

Thirty-six ' (28.6%)  were somewhat or very

,dlssatlsfled

Inleldual p;incipals reported . dissatisfactions
with fhe "pelitical“ nature of ap§01ntments, lack of
supervision of prospectlve admlnlstrators, lack pf-job
descrlptlons,' interview processes, , lack - of

observations, and subjectivity of the process.

. . .. , A . . |
One pr1nc1pa1 in comme‘n_tlng on: 1mprovements a*

A

the system, suggested that publishing rankings of

selectlons and the crlterla used in the selectlon would

encourage - accountablllty in "the. process. Another

"principal suggested ffequent reviews of the process and
. . . .

instruments to maintain relevance'Jand currency 1in

selections. oy ' {3

‘Table .64 P
*» PRINCIPALS' SATISFACTION WITH SELECTION PROCESS
IN EXISTING SELECTION PRACTIZES" :
1. very Dlssatlsfled 2. Somewhat Dissatisfied 3, Quite Satisfied

_ 4. Very Satisfied Mear
, Princiﬁhl Satisfaction . Responses. .
~1.. Overall Selection Process ' 3.2
2. Indicator of Ability as ' :
Principal ‘ ‘ I ‘

‘3. Match of Skiils and: o '

. Situation . . S3.1

4. Prediction of Acceptance c : 3.1

5. Indicator of Job: ) _
Satisfaction : o 2.9 : '

A
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Sﬁmmary . . | |
v In thls Chapter informationcaboué the selection
processes in school dlStIlCt as reported by principals
was presentedf “The -status of written policies, -
'educatiopal" prepa}ation,.' background of knowledge:
‘vstddieo, adminisffative and eeacoing expefiencg,;rafing

of personal factors, age, sex and heélth factors of

. o
prlnclpals was examined.

‘ Recrultment procedures‘ and 1information about
appllcatlon' forms, recommendations,- ability - tests,
ppersonality tests, academic record, health record,
interciews‘and field observetions‘were reported as part
of selection procedures. | B
Goals and objectives of §ch@ols,'school polic1es,
role descrlptlons, se]ectlon”and evaluatlon of staff
lgadership style, school and staff descrlptlons were
examined as part of placement procedures. ¢
Pr1nc1pals satisfaction with the process was
1ncluded\elong with comments by 1nd1V1dual pr1nc1pa1s._
Chapter VI presents conc1u51ons, 1mp11catlons and

.t

recommendations.

oo &



VI. SUMMARY, CONCLUSIONS AND ‘
IMPLICATIONS FOR ,SELECTION PRACTICES,"
+ AND REGPMMENDATIONS FOR FUTURE RESEARCH

» . !

Summary of the Study

~The purpose of this study was to describe ‘the '

"selection prbcesses-échoo} districts use in identifying

and placing school principals in urbsh di:;;icts in
Alﬁéfta and thev sétisfaction superintendents  and
pr1nc1pals have with the process. '
The study  was. confined to medlum to. 1arge urban
school dlstrlcts in Alberta.- of theu ten ellglble

schdol districts,n'seven ‘responded to requests to
interview appfopriate pefsqnnel.’ The study desigs was
based on earlier studies by Peacﬁ'(l963) rélateé to
se}ection of principais and Tenove (1981) related to
communfﬁy/health nurse selectioﬁ. ‘

A surQey,of’rélated‘iiterature'yielded selection
criterii/jgxl_grdésdurés commonly used iﬁ eéucational

administration; The .questionnaire rwas developed from

) - ‘ ) : .
this information following guidelines from the study by

.Tenove (1981); The questionnaire was divided into five
main parts:*' profile's data, | selection criteria,
selection ' procedﬁres, placemeﬁt procedurés - and
vsatlsfactlon wiﬁh “the process - The interview was -

'de51gned to parallel this 1nformat10n

144
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The data were collected by interviewing the
superintendent or designate in the ’seven sctool
~districts and mailing_lBO'questionnéires to eliqible
principéls. .The intervier were begun -in July 1983 and
ccmpleted by September.l, 1983, Questionnaires Qere
maiied in batches. begiﬁninb September 30, 1983 and the'l

last ‘batch was, collected Uy May 30, 1984 with a return

rate of 71%.

/

e v '
The interviews, were reviewed and dnalyzed

«tindividually. 5Comp&fisons of practices reported by

1 .

superlntendents were made to recommendations in .the

literature. The 1nformat10n frbm questlonnalres was

4

transferredlto data cards and processed by computer.
Descrlptlve statlstlcs were used to examine the data
for “frequedcies " and relhtlve frequenc1es. _The data
were rerun to " compare initial aﬁpointments and
feapcointments and'discrepancies were ncted.

To examide differencesn inywperceptidn of the
process a comparison between supetintendents‘ and
cfincipals' ranking of criteriap pefecnal factofs and
satisfactioh »with the' ,process‘ was conducted.
Some comparisdns between préctice and-the literature,
'between néwly appointed and reapp01nted pr1nc1pals "and
between’ superlntendents or oe51gnates and prlnc1pals

H

were noted.
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Conélusions ana Implications.for Seléctiqp.Practices
Criteria and procedures in the se;ectioh é?bcesses
of;the sﬁfveyed schoq% districts vary from distri?; to
district; While there may be similarities‘ in the
criteria "or procedures from‘ohe district to another,
each district has 'its. own unique combination of
criﬁeria and procedures for selecting a principal.
No two processes were identical; Some districts

have a .more formalized and extensive system of

procedures and criteria. The process that has evolved

‘or been established in the district seems not to be

necessarily dependent on the size of the district. One

. » ) , i
district with fewer schools had a very formalized

system for selecting principals while another district

of similar size had a more casual system.

1

Procelsses in larger districts tended to be more
formalizéd  simply because in ., larger ‘systems the
selectors couldn't be expected to know the applicants.

Conseguently a more ektensive, formal procéss had to be

developed to gather information to recruit, identify

3
and place candidates. However, characteristics within

the processes varied from one district to another.
The processes in all the districts in this survey

b

seemed to reflect a philosophy or set of beliefs about
what a principal is and how to select a principal.
Whether that underlying value system was influenced by

the board, the superintendent, the head of the

' |
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department of personnel or a combination of atl

three could not be determined within the cenfines

 ,of this study. Determining .the origin of the

~3
philosophy isn't important or necessary. However,
. ’ 4 )

it would - be very interesting and valuable
informaﬁion to those conducting the sele&tions and
to those being selected to be cognizant of this
underlying‘ lphilosophy. -‘ %his 'philosophy was
sometimgs verbélized, but iny one district has
attempted  to set it down and publish it as a
pﬁblic dscument. |

,Becausewprocésses‘differed one from another,
the %o}léwing qonclﬁsipns and impiicationS'cannot.‘

‘be generalized to all districts:

Written selection policies were evident and
available. to applicants and selectors in most
school districts surveyed. ( However, many*
reassigned prihcipais stated* that ﬁolicies were

not available. This may indicate the extent to

" which their experience in being transferred

differed from~that of thbse,newly appointed. They

question which criteria and 'procedUres were

v

applied to them. , Y
School districts had one written selection
policy for both newly appointed and reappointed

principals. Although school districts claim to
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use similar criterié and proceeres in reassigning,
principals, transfer Rrocedures appear if difgﬁr.
There may be a ~semantic difference. iPersoﬁnel
officers may have different processes than
reported w{ﬁh regard go reassi%ﬁment br;&ransfer{
w~vSevera1 principéls respohdiné to the quegﬁibnnaire
nggested‘thaf the séadyvshould be replicated for
principals who had been transferred or that tﬁe
questions Wereikqt applicable to their .situation
as they.had been transferred without requgsting a
change... | ' _ T _. o
Inconéistencies in applicaﬁionv of :stated

policies are reported by principals. This fesults

in. dissaﬁisfactiohs‘ and charges, of "polftiéaI{V
Ry

appointments or- favoritism w1th1n some systems.. Tf

An 1mp11cat10n fo be drawn from thls 1s thab
,seleCtien policies should be establlshed

clarlfled to reflect processes empleyed

o

imposed transfers, requested transfers'a,w

appointments. e

.

The selection, . policies ‘made
differentiation as to personal"or professai

. . " ’ N \-d"
gualifications or characterlstlcs .re

schools. In most districts community ané

characterlstlcs were not investigated.

holds commop adminlstratlve functions an'

.

. a9
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functions in all schools withfh a district, thle
this.may be true, there are great variations among
schoois and the{selectioh poiicy should take this
fnto consideration.

I1f one policy 1s té be appiled to the whole
district then exceptlons have to be made for
specific situations or poiicies‘willkhave to be -
rewritten to reflect the needs .of -different
situations. It would Eeem‘more reasonable to set
a pol;gy/' that . has ’enough flexibility to
accommodate dlffe?ent 51tuatlons than to have’ a
general standard vpbllcy that does not serve
anyone s needs or that is not useful to those for

.whom it is 1ntendéd. | |
The selectlon pollc1es descrlbed herg seldom
‘reflect preferences stated ;nr ﬁersonnel offlcers
"and quallflcatlons reported by prlnc1pals. Theﬁ
requirements stated_are m1n1ma1 and are general in

: \ v
nature: “The specifics' of positions are .not
outlined yet most personnel officers report taking
some characteristics ,'into consideration in
. k.

appointing candidates to positions. In accepting
lanwappointment, candidates have(little background.
_information other than ilevel of ‘the school and
tyoe of program offered to deterhine‘whether they -
wish to accept that position. . |

None of the districts claimed to use written
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\

p051t10n. The bﬂterature suoqests that reallstlc"“

R . . 0
ob revuews a 51st ersonnel dlrectors 1n seekln
3 P

TN ~appropr1ate candldates and fac111tate ;uospectlve

bandadat%s declsrons>'about¢ whether - they are -

\ " : . ;

'pOSit&on’ guldes. to 1dent1fy partlculars of a.

A . Vb'w1111ng th:, Ycommit themselves, - to “the’

respon51b111t1es Tofh;»a,‘eﬁarticular ,/ggsltlon.

B .v, \ ) ) . d N’

e (Wanous,419§0)w ~Steers 11981:143)‘advocates thls
' T S ' - -

. - | . " *+
1

4 N :. o
1n appllcants and selectors and no reductlon in

- o avallable appllcants. ' K ‘ // '
o . : '

R ) . While it is “time- consumlng and there are qut

N

- PR

- 'guides,” there his value in d01ng the "research

2

necessarymto develop p051t10n gu1des.

).
;‘,

K -

\ 0

‘ . R K ,
" more - realistic “job expectatians.v He clgims/

factors_t {%bn51der in preparlng wr1 ten p051t10n
£ |

that thls results 13 more ob3ect1v1ty and ope:jess-

’ oY B - . . . . T A} . i . } ,'
S ‘ind1v1duaL¢ 1n“'p051t10ns - when .approprlate

informatlon ab £ the p051t10n is avallable.. In

]

: what typD of communlty is the school 1ocated°

S &
v
x

&

»o .chlldren{v,Wha

I}

g

. % ' educational - leader, a’:
. T e g
" ) B M

: o N - . . _.7"
- facilitafor, or a-director Are. the teachers am

of p‘ggra s are. needed 1n the schoo] for these,

are. the capablllt ’ ‘strengths

b . :
What age DF students attend the school° What type

cl %Q:.angiéxiaknesses_ of ‘the staffy - Do*fthey‘“need“-an

'plant:  manager, . a

I

e Informed gec131ons can . be made in ~_p?Laci'n’g

- practice tp enhance “job satisfaction and- foster -

.
/j ‘
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L situation:

.. T | :
. Have they: been together long!-enough

e \\-. | SRR aw‘géa.l‘ o
A\ o | |  151.

<

experienced \group‘ which needs little

'a unit

or ~do they need leadership to ereaee ~that
coheaiveﬁess?"Do theyefuhctioﬁ well together or
will thef~pfihcipa1‘ aaVe..eo work ‘on group
relatiqne?' . o . " ) ‘

"These' questlonq need. to be taken into
con31derat10ﬁ in app01nt1ng a aew admlnlstrator to

i” B
fhe school _

A scheol .mdy nheéd an experienced

admlnlstrator or it coqld be a 51tuatlon where an

/ .
1nexper1enced or Felatlvely ntrled prlnc1pa1

1

‘could .gain the e€xperiences needed to become

effective. 'ThiaJ can be determined by the
f

B ’ ) . ! ) . . \
Taking .thesé' fdctors into ‘consideration,

/

it ‘would enhaﬁce ~the selection pfocess to

0 .

1ncorporate the ractlce of u51ng wrltten p051t10r‘
qu1des in maklng placemeﬁts.
N D 'f  T o

The prlmary form o‘ recru1fment practlced in’

L . i

the surveyed ‘school d19+r1cts was 1nternal
,‘advertising 1and selfJidentification.. ~ 8chool

dlstrlCtS' develOped a pool‘_ogd caﬁd;dates ~and

retalned a llSt of candldates frOm year te year.

. 4 5, " e P
Used as. the sole. means 1“to 1dent1fy

Yu

®

. .
™., 28

candidates, the " literatureé : suggests, ,z-.‘" K
. . . < W ‘ e

~ o -
R TR
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self-selection . has

‘applications primarily to thosé alreddy in the

system is considered restrictive. . Recommended

.procedures 1nc1ude establishin% a 'systematic

recrultment pollcy- seeking out candldates through
Coar - [»)

.advertrs;ng, utlllzlng professxonal contacts and

referrals.by‘peers or superv1sors; and developlng.

a pool of .candidates to oromote high standards and

the finest calibre of candidates. The m&jority'qf"

surveyed school districts did not adhere to the
first two practices.

While this may appear to be a detriment to

_selection practices, personﬁel officers noted some

' 4

advantages LQ restrlctlng recru1tment procedures.

VCandldates who are famlllar w1th the school svstem

v,

(1ts goals, p011c1es and curruculum prbfer@nces) .

make fewer  adjlstments “1 £§QUm1ng ~ the - .

Lo ng ,{,‘

' respon51b111t1es of a pr1nc1palsh1p Superv151on

‘durlng the probatlonary perlod may consequently

Q-

ﬂtake less tlmef School dlstrlcts .can access

*

1nform tlon about candldates more readlly and may

be‘ ‘f'mlllar s with ' skllls - and abllltles _of_

~candi ates. Such prior knowledge may reduce the

amoun

~of investigation ‘required;“ In 1larde

..systems the’ supply of Applicants is ‘more thanf

adequate._ These factors may reduce costs in the

\

seleTtionf proCess whlle, malntalnlng reasonable
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standardsf and quality of personnel seleeted\

|

. Considering the satlsfactlon of staffing perébnnel

with selections and . pr1nc1pals' thh placements
v\ N

5

there seems little 11k?21hood of ~a cHange jn °
o

recruitmentfproeedures‘n does ihere seem to ‘be
. ‘. B : ‘ F . '
an urgent need to suggest a change.

Selection criteria of the school districts

2

comprlsed personal facuors, experience, training,
scholastxc achlevement and sometlmes 1nte111gence.

One dlstrlct cons1dered healtﬁ factors.

Dlstrlcts _stated minimum requlrememts for

*

;selecflon crlterna w1th1n selectlon p011c1es, but

. preferences and avallablllty of well-preparedi

experlenced candldates resulted in selectlons of

principalS‘w1th quallflcatlons well beyond mlanum

o

}equlrements.,

A comp051te descrlptlon of . mew principals'-

revealegd males, age thlrty-one to forty—five,/dlth
\../

.some graduate study 1n educat10na1 admlnlstratlon.

=

© They were presently employed W1ﬂh the app01nt1ngi

"M‘k

‘board, had “ten ' years teach" g ‘ﬁererlence_~ and

o Lo

five years experlence as a% a531stant pr1nc1pal

,A‘ter cont1nu1ng'graduate studles and serv1ng flve

&

years Ane a prlnc1palsh1p they were. %gansferred to
'another -school in the,xdlstrlct‘~ . Most often,l

t“‘w" . 1 . .J.‘ . ’ ,‘.,‘_ R .
appointments. occurred in small to: medium-size

elementary schools.
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/ In . making = selection

importance- on personal factors, experlence and
L] | —

$‘Selection criterija employed do not reflect the

‘%kllls required of the pr1nc1pal as educatlonal
:leader and plant nenager ‘as presented in Chapter
bll: - See, pages 49 and. 50 for suggestlons of

' N (3 g * N . .
seﬁextion Aﬁgerla to apply to selectipn.
Al - ‘:‘h . LW ‘ . . o "

w7

¥ hd : 1Y
T

pr1nc1pa1 which includes the skllls requlred as

‘well as the respons;b&lltles to be assumed will
4 i

facilltate the selectlon.' A p051t10p guidef

'facilltate the dec151on-mak1ng S
" “While aqe and sex were not- cons1dered as
s _ :
criteria in these selectlon processes,ta majority
o‘/ ES 4

"of males. aged thlrty—one to ~ forty-five - were
g Yy, ,' =

chosén.“These appear‘to be'factors'in selectrng'

cand@dates.‘ - R

Slxteen percent of successful appllcants were

i
d
femﬁle. School dlstrlcts‘ claimed fewer women

apply for_-principalships; In the districts

decisions,

i+
'

- professional training, as selection crlterla.p

A clear statement of the tole ofusthe\

superintendehts ‘and éesignates, placed most4

;releVant ‘Eo a particular, position would also |

jinterviewedfall thegsuperintendents ahd assistant

»superintendentsp~Who head personnel departments

were male.
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- Eighty-seven percent of . all successful
candidates range in age . from thirty-one to

fifty. *Self-selectibn could contribute to a ‘lack

- of ch01ce in the outer ranges as the ages of all

A

) appllcants were unknown.‘ There may simply have

been»proportionately,more'male applicants in the.
thirty-one to’ forty-five year age range.
Tradltlon mhy influence '‘age as. ‘&’ factof in

selectlon or an unspoken preference determlned the '

tendéncy for‘ selections to cluster» 1n,»the

.mid-range.

Implicationsﬁ

Women_are:more likely to 'seek or be ready to.
seek a position of leadership after 40. >Tnis age
nreference"noted:'in the principal responses
lessens the likelrhood of  women : seeklng-
appointﬁent to nbe" appointed. There are fewer
years 'to‘;cempete for. positijons and few female

)

mentors -to act as guides.
Interviews, probationary periods, references -

and application forms were the ‘most frequently

[

’employed procedures .in these ~school districts.

Ability tests and phy51ca1 examlnatlons were not

used in_these select;on*procedgres,

-Flerg checks
and academic transcripts,yere&

Procedures described . ir

'
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- T

appear, ‘to be more likely to assess skill

.requiremen ”fot the principalship and should be

t

'established as .a means of collecting information

N . : ‘
about candidates. Personal relations skills and

communications ' skills are revealed in interview
Al - , )

sitpations in the s@stems_describedf Application

' forms and - recommendations reveal = background

v

information of experience end rtraining,' but not
aptitudes and abilities. |

‘School dlstrlcts . claimed to |use simiiar
criteria and, procedures w1th1n the process for
selecting new ‘prlnc;pals - and .reas51ghed:
principalsﬁ'Manyvprincipals feported discrepancies

between‘thevprocess'as\stateé and the process they

experienced. .o

‘Newly 3551gned principals were uShally

—

'1nterv1ewed and completed appllcatlon‘forms for

screening. Submitted recommendations were:

bR ‘ o

checked. They 'were not ‘tested and even »thopgh

tféhScripts were made available theseshere.USually

not rated ‘forl academiC”standing' Consistent .

appllcatloa of proceduresrwithln these dlstrlcts

'),);

was not found. 8

A -principél's WOrk record ‘wasthe /most-

‘

1mportant eoqs1deratuxv 1n reapp01ntment. 'weriivrﬂ

.
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recommendations or trahscripfs. None were tested.

The selection committee's knowledge | of a

pr%ncipal's p;ovep ability appeared to influence

se1e¢tigg? in reassigning principals.

" Tﬁéfg are differepges in experience and
aEilities for qq,indivié&?iAwho has never been a
prihcipal' éhd‘:a'.pefsqn' See¥ing a 'differeﬁt
appointment; If:the'ééféon has been employéd'in
the district, ~,knog}edge of capabili;ies" is
avaiiablévffoh.éollgggﬁgs, supervisors and thése
in the1school'éettipg.{ Information necessary for
making thé decision about a differeﬁt placement
can be aécesseéxfrom these sources and from the
caﬁdidaté. A decisién éan be made by comparing

" the individualfquualifies and qualifications with

those identified in the position guide.

C ey [l
ot

« o v‘;i  _If a person_has not been employed in the
: " EYstem “or has. never been a principal, thehA a

,procedure .similar to those used in assessment

centers can be developed. See Chapter 11, 'page

o 50. There is :a need@ to develop reliable, valid,

relevant, “inexpensive, easily - administered

instruments for selecting principals.
T S |
5, . .School districts made pldacements on the basis
 6f?mapbhfhg;a‘récoﬁménded list of candidates with
/'*f "y tMe available positions . ‘Matches were generally

3
t
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based  on ‘afea} "assistant or  associate
superintendenp's knowledée of the schools and the,
principal-elect's background of experience.

In maklng placements, there is a need te
assess the existing group, the‘organization and
the technology in “the gitdation. | Elehentary
schools emphasiig concern for’peOple ovex concern
for achieving organizatioﬁal geals. In secondary .
schools,'organizational goals take precedenceﬂabut
concern for  morale "of stuﬂent and staff. is
impertant.' AccOrdlng to’ the llterature structure_
ef the job 51tuat10n, 1eade¥sh1p style “and
followership style ‘should be . matched when

"seledting and glacing a princigal 'iﬁ a school,
‘Most school ‘ districts surveyed gave 'litﬁée

~attention to these con51deratlons. | | ‘

- Staff and community were seldom consulted
about their needs and expectations. Goalsk_and'
objectives and ‘schoel ‘policies based fon sigtem
guidelines were usuelly available in the school.
However, schools differ. Oneﬁbﬁﬁlicy or seév of
goals and objectlves for the system. will éght

‘ ’necessarlly reflect the needs of a partl%ﬁ?@i

“school. : ‘ v - | e ?gf'

1 system-based role de'scriptjion @for } the

position of principal was available in most

‘districts. _But the role ofethe principal differs -

£
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N :

ﬁén different schools. A role description written’

for the systém rather than‘a.particular position

3

o, X ' : L .
or situation may  create “nole conflict and
ambiguity foffthe'berson '.wbo' is expected to

interpret those guidelines ‘within a particuiar

C o
A

situation. .

i

Al

Policies i. that contain general role
: : I8 P N,

. [
Vot '

‘descriptions gan only be e#pected to select

principals with general “skills and abilities.
bl ¥

: . Yo, L :
When selecting a person for a specific situation,

the role‘ description’ should be 'specific‘ so the
skills aﬁdfabilities of the peréon can be matched
to the skilis and abilities required in the
situatibn.

Compilaiion ‘of inférmation from staff and

community, school goals, objectives, policies and

&
s

a  school-based role description for = the

principalship could provide valuable data to

.~ ascertain the leadership style, experience and

qualificaﬁions most appropriate in a situation.
Assessmentbof leadership style in the study

'ppeared to.. occur in a haphazard manner,

. . . . -
frequently depending- on subjective observation.

Considerfhg the importance school districts place

~upon leadership, a more rigorous assessment of

this quality might .be expected. = Principals and.

school districts indicated that in these districts
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this did not occur.

Principéis concurred ‘witb school district
representétives that goals énd objectives, school
policieé and role descriptions in these districts
were system—based. New principals appeared to be

more. aware of and 1n;1uenced by system gu1de11nes

~ and appeared‘ to consult more often,‘w1th their

teachers when makin§ decisioné about goals,
obljectives and sChooI policies, than was trﬁe‘of
the reapp01nted pr1nc1pa1 group.

| Reapp01nted pr1nc1pals often dld not have

written goals and objectives in the school and
.

were unaware of the system role descrlptlon for—

_ prrnc1pals. ~ New' principals and . - reapp01nted

principals were responsible for evaluating staff

and usually shared reésponsibility with staffing

-for selecting school staff.

Examination  of ?"these ‘ qharactéristics
indicates that the office of principél ~did not
inéorponéte great authority The principal's_
position  as leader must’  be derlved from other

sources ' of ’1‘nfluence. _ Con51der1ng ‘these

'dlsadvantages, great care in p1a01ng an 1nd1v1dual

to assure acceptance and co-operation seems

4

indicated.

‘,‘ . 1 v. T .
Superintendents and their designates were

satisfied with the selection process'on the whole.

A



.expréssed some'frustraﬁion_with‘the board making

_assigned, schools. d deeVer, little change in

- 1161g

wa districts jére-in the précess of reviewing and |
reorganizing the process to update procedures and
criteria. More objective procedures were planned
in one district and ‘the criteria- were being
reviewed ,to reflect the system philosPPhy of,

appqinting religious leaders in the other Histrict. .

At present, these districts were satisfied

‘with the principals being selected,' Other

o 9 4
districts also reported satisfaction with selected

- -

principals and their épi]ity to  perform

successfully as adminisiratbrs. ,They believed

their principals were satisfied in their

—

positions. ,
. ¥

Dissatisfactions were related to specifics.

within the process. One assistant superintendent

r

final selections. ‘ Boérd choices might counter
seléqtiohs‘of thg superintendent or the selection
comnittee. Anotﬁer assistant superiﬁtendén£ haﬁ
SOme‘reéervations about pla;eménts. Hé said that
some admihiétrapbrs . experienced ’unexpegted

frustrations. and some disillusionment -in the
N o '
SN

4
o

selectibn' processes . ‘can be expéctéd. as school

di;tricts . were _-genefally satisfie&%éjiitﬁ Fhe.

process éhployed, |
Mbst principals iﬁdicated 'satisfaction Qith.

tﬁe_sélection‘process and have few suggestions for

o * . A



ch&ngé. As one p;iﬁcipal stated, "1 was selectea,
wasn't I." The majority felt sétisfied with the
match of 4 skills to the situation, with their
'ability‘toAﬁulfill the role.pf principal and with
their acceptancé in the échool;. Job-satisfaction
rated §9mewha£ lowér.

‘ - Some prlnclpals questloned hom criteria yere
applled and criticized the polltlcal natu? f
~ appointments. “One principal suggested that the
list of selections be published with criteria.to
'encourage accountablllty and application of ‘the
merlt principle in making selectlonsi This

suggestion has 1ntarest1ng p0551b11t1es }and it

would be useful for dlstrlcts 10 » con51der

introducirg this practice. Not only- would it
introduce some accountability to the system being
used,” but it might help to establish some

perspective and serve as a means - of

self-evaluation. How well are districts appiying

-

the system that has been developed.

~ Continuous evaluatibn of the process '

recommended to assess whether: criteria employed
b . ? o .

are relevant to «current role requirements in

ke ’ . ‘ )

~se1ebting principals. ‘' The procedures employed

should be related to the establlshed criteria.
An external evaluatlon by a univer51ty or the

6epartment of/

‘Education  would permit more

L *xz\ez”.'_

is

= ’
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w#‘ﬁf © objective -assessment Of the selection process
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e

w1th1n a particuhar dlstrlct.

ta
)

Impllcatloa

Y It may take t1me and may seem to be a great

effort to conduct ep'exten51ve investlgatlon”when

appointing a principal. In the 1long ruyn . the:

2 ¥

- 1eadersh1p the schools uill achié%e‘ the 90a18

o _ 1ntended by the district; the teachers can perform
as: profesggonals attendlng to the educatlon of

chlldrém ’and mpst 1mportantly, chlldren can 1earn

C . ,what Ls expected of them and what they need “to’
= . X}L’?'w ! ﬁ:% o , :
8

4 .
S, F)

s S N A

C. Recommen66t1ons for Future Resqarch N

|
ey 3 2y 4
‘.,_: N » . . ‘_ » e
[T o

e »
l.ﬂ_;;" thié*stGdy represents & descrlptlve report of
¥ ""f‘::"; ‘0 P ;'-

) w-seléct;on processes hfed in app01nt1ng pr1nc1pals

:?-1n‘%rban dlstrmcts 1ﬁaA1berta.' A companlon study

e expior;ng selectlon processes used in app01nt1ng
) A 1 .
. K .

pelmcxpals in ruyral divisions. should be conducted
4

-~ RS . B

;‘ to prov1de ‘a mo‘re complete plcturef of selectlo

*

jpractlces 1n Alberta In51ghts into . 51m11ar1t1es

dlfferences in practlces in rural vs 'urban

(N

investment will be worthwhile. With appropridte

'
‘/
l

*,areas may become apparent. Different proceduresﬂ

,')%', 'and criteria may be identified as important‘ in-

C . T -
rural areas and  different problem areas ‘may be;'

ok o R oo
_disclosed.
/
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w:;orocess. o SN ) A“.; ‘- |

to *~nd ~foll w1ng selectlon announcements. A

T Adm;nlstratlveapersonnel1;

",satlsfactlon W1th thelproéess.

SR o 1 u -
'ﬁi,areae mlght le;d to some 1nter85t1ng dlsdxaégies;@ '

© JAs another approach to an 1ndepth dESCrlptlve '

study of the seléctlon process within one dlstrlct

ones could conduct a surdey g;i;;r}h@ﬁisants‘ﬁfior

'"ould " be- admlnlstered to a1177

“l" .

to examlnlng selectlon crlterla.

questidnnaire ,

appllcants prio

w

0 make selectlons could
be 1nterv1ewed about the process. ‘Then app01ntees,
%

5 < .

and non appo&ntees could be compared to- dlscover
\v“ v ‘

how selectlon/crm\erla and procedures were applled
¢ \

to note vﬁ%xances and%d\screpanc1es and to examlne

e g

»

W

“ ! P
) 3

afgpan m

ents to pr;nc1palsh1ps were questloned

<In>y_thls study ne;\\ emti , and c

|

- oy
about crlterla and p.oeedures they experlenqed

Some dlfferences ‘were noted in 'appllcathn' of

r1ter1a< a d procedures.- ]Aﬁ study mof flrst.

app01ntees “to admlnlstratlon nl'fural or, urban,;

-

The same crlterla may not be applled to a551stant

a
L

pr1nc1pals or new prlnclpals., A questloMnalre fofﬁ

> - v

©r 1nterv1ew W1th \Superlntendents or de51gnates‘

; ‘ Y » = { ‘\ s g .
and a foldgw-up questlonnalre for app01ntees may‘:
> SR ’
p01nt {-up~qﬂ51m11ar1t1es L -or differences in.ﬁ~

Co R Y . ‘- .
e . : 4 . R iR - Lo

appl;catlon of and perc%ptlon ¢of the\gselect10n3m

5 PN . — i g . . e
JUPUHESR RS R A RN .
. . B o . w3 L . * N .
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TLittle research has been ' "cno,n‘ducted “or
'rebo;ted in the 1literature regarding placement -
procedures used  in selecting 5"“‘\ prospective
principals ‘_fr‘o_m a  pool of -candidates and :
appointing - them ""co ‘particular _s‘ituations“ .
) Suggestions‘ in the ~ literature  are ° tha&,
’ ' W . ‘ . .u_ «

- ,examlnatlons of “followershlp style'”or measureév ﬁ

fof ,group, acceptance Han_d‘ determlnatlon of -
S \
" situationtl factors 'should be assessed and used

it makifg placements. - To avo:.d potential

>

'dlssatlsfactlon experlenced by staff 1n adjustlng

to ;a rrew leader '-'or stress | e?cpe/rfeﬂced by an_"‘

2
.

a

admin'-is'tra‘tor. mstltutlng ‘ change or great‘

: .changeovers a;.n astaff b om%e P of\ confllcts : 'i'xy»‘ v

| educat’onal Pwl)f%gﬁphﬁaﬂ %Eachlng s‘tz%”tegles,“

""vv."some account mu‘st be taken of p;,acement decxmons. .

»

What measurable, valld crlterjla can be applled"

‘What procedures = w111 predlct, e successfulf o
placements" g Research in - thls -area would furtherv .
._»5.__ . .

reflne the selectlon process,"

v
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principal selectlon: Executlve EducatorAQS, 11,

20-23, November, 1983
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173,
Department of Educgation , .
g o
lntervlew‘ﬁpf'Superlntendent
) ’ o *
. , - , ) 4 :'
., GENERAL INFORMATION: S . ¢
1 bd . . ' - f . ! "J
# . Q‘
“Number ‘of new appolﬁﬁeés: o 80-81 81-82
'H ‘ B 2 82-83 , _
Number of’reassfgﬁménfs: ‘ | 80-81 . '81-82
' , . 82-83 '
Number of principals terminating
designations In: a. 82-83 ‘ a
S ' 4 L _ ' iy
1. Do you have a policy and/og-written guidelines

governing the selegtion of persons for prlnc}palsh[p&?

: : s g
. , .
. \
To whom are these communicated: .
- - 2R - - W [
L ’, , . o
N ' CT '
a - e - " N . v B
Do you have a written role description for»tﬁe‘pqslt[on.
. N : ' ) -
1of principal? . S ) B
k]
To thmLare thes<e available? ' ’ “ ) S
. a . ) 1 ’ '
.ﬁ ) : . ‘1 L2 N
/ , :
- v
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/ 'SELECT.ION CRITERIA ,} S -9

Qualltles or Characterlstlcs of lndlvrdual'

In some dlstrlcts the School Board wlll set a

certaln level of hchlevement " aptitude, standard, etc.
which must be met for certaln criterla used. In other
districts, ‘no minimum levels are set, but the
Superintendent will prefer that, candidates have certaln
quallfications. This section Is seeking to determine
what qualificatlions are required by Board policles”and
what qualifications are preferred by the Superintendent
In the absence of Board requirements or~In addition to

2’

2

,the minimum Board requirements.

A,gg '

Pollcy Spéclflcat?ops

I ~
A

Limitsc, : . o -

" what age rangé do you prefer candldates t o}

within? S % e |
. . LT l
1 i Rl
— B e
.SeX: ‘ . i ‘ : 4 : 5
—PN icy Specifications
R . L . ] . B } B /
i . . o ‘ .
\

Under. what conditions do you prefer,to/éépotnr“i
male or a ﬁemalp as school principal? - :

-

—

Experlence:

Pollicy Speceficatlohs re: teaching experience
, , . - Sor —

re: administrative expexrience _. -
L S
3
. . ’ ) -
~Required minimum i ot g

. what type of experlience do you prefer?

.

PréfeF}ed minimum

Y

7

. gL



-\-

ag

Yo

" requlired

Educatlion Preparation:
Pollicy specificatlions re: minlmum educatlon

Prefernred level of educatlion for iInitlal

Know!edge of educational theory and practlcQ\\’

appointment
. / .

i . . ’ o . A
. ‘ l \ d
What educational background or‘spectall;atlon‘do
you require?, . . '

_prefer? : o - ’
. .

. — |
Scholarshlip:. . _ . |
Policy speclfIcatlons/requdrements re: scholastlc i

Y . . .
achlevement’ _' o i \
( xS _,
B g
your preference? . 3
. s, o . ‘A /. » ‘ v . ) ‘/
Intelligence: - - e o
. « -
Pollcy speciflications/req Iremeﬁfg’re: IJQ.“ ‘
) - o 1 , . ‘- v
'hq* measured? 4 _— Sy e
preference? t
" ) ; |
{‘:“‘ . ' ' * ‘
Knowledge: _ . ol
_Of subjeqgt matter flel /admln. educa;lqnal«bheéﬁy A
- and practlce - requlred’ I T 7?f
o Coe : S ) . \‘( : 8 . s v .g,)_ ) ‘1,&
< - - .o L % P "m‘i
. LA ' ‘ o - . <o o™
how measured ? ;g '7h£ﬂ; k;f.3‘.§ P ’ ';,/'A\;_,ﬁ
. ‘ B . I ) ~.4 ” ’ K ) Lo ) ," $

., - P p - v 7 o
Which ‘do you prefer: et 3 .

Knowledge of subJect matter. - ,
JOM "'

knowledae of admlniitratlvc-thoory'ahdhprncnlcql/’fffn



- 3

"Ability to get along with people.
Leadership. ' |
Organlzlng and executlve ablllty.v
Tact and dlplomacy. ’
Good Judgemenm’and common sense. 

Active patticipation in professbonal

a
Xnterest in, and 1iking For,'chlidren;

. Kbl1lty to teach ,
f‘~Appearancef el
Pose and emqt*&hal stablllty.
w  Goad health. v
'Interést In community affairs.
Sense of humof. - . ',

Inltlaﬂ*ve and wlll?ngness to work

E Ablllfy to communlcate -
Tolerance. A ‘K

‘! Empathy. o

'Enéfgy and Stéﬁjk

Responslblllty and accountabillty

Flexlblllty

Maturlty;

-

etermlnatlon/Perseverance.

“QAmbltlon. L -

Commltment to the professnon.'

organliatiops. o

w0




‘9,

Personal Factors _ o e
‘Here Is 4 potentlalrllst of persoﬁ 3. quatrities.
which do yoﬁ consld@r. ' g} - .
essentlal . . L !
unnecessary b - {?
missing ‘ - |
How do you measure these qualltles’
— ‘ "‘M‘\\'\. ! ‘ :
ny" Co . '\\.
.t E . N ,\q

wWhich criter]é do you cdnstder'to be’of greatest

lmpdrtance'whén selecting pr]hclpa\s? s
B
L
| o | A O] ;
. "~ : SELECT[ON PROCEDURES Py ‘

. How do you ldentify possible candidates ~for

ribe procedures
: - [

V-J : <: ‘i“‘v  , | /:_.

ry .
Who makes Identlfications? = - = - J/

. . . .
- n—r

A
4

 When? _- SR .

" ab

List sul&ablé candldates ?etained’

- > /

"‘5_ ‘tFﬁ,’Q}/ : -3 ” : "_"; L - Y - 3 ‘

‘2. 'piicatlons from outs1de the dlsnrlct_ i
" GOnsldered° e R . »

‘How solicited? e
L f ) 1

o ; R T "ifj—'v'—--— N
RO = /i .

_selectlon: _ : j ‘/‘ I



. | o ' - rzg
3. Qualifications: - :
. "Who determbneﬁg» .
< T o T iy

System=wide/Individual schqol basls

Quallfications‘aHaFYzéd In.terms of . ., o
. . _ L
! H
by, ‘-Descrlbe the procedures m candlddte muSt?Fo1lowiln

-applylng for ther posltlon /
., ‘Appllcatlon form

L Resumes/Cprnwculum Vitae

Eségy question .- Topjd

Interviews? A .
& : - ;

What‘iype? ixwxb . .
who? . o ;\“ _"3‘ ’ i

Ratlng form§.Copy

Transcript - assessment

Physical exahlnaxlon"_‘ o ot

T~ Individual tests - personality
Mental Ability

'Khéwledge - S
Copy

Recommendatlons and References,'.' :

Q\

Requlred

Preferred?

From whom

',Standard forméﬂ

Copy .

fHOw‘obq?fned?.
Phone 3

Letter .. ' I - - _ -,

Is theré:an appralsal progfam'for‘revléw and

~ évaluation‘of an emplovee's Job performahce and
. potential fér,select]on to principalship?




23\ WhOfﬁS,cOnSultedf“:

\ g e/ e 2
~ | Required? L . -
\ . }
\\H ow N /
3 ‘ v‘/ . ~
\\ /
 3. s role descrlption of principanfor school
wriitten? /'- ' : . ‘ ' N
¢ . Y / : o : R \.
, HoM\deteqhkﬁed? _ :
= 3 /_", i - u ﬁ
\ Selectlng teachers , '
<i\EvaluatIng teac‘.rs T S
L] N . 'y

;;Determlne pollcy‘

ettlng,goals and obJectuves

-
. co . e ) . \ - .

B N S
. , } . - ' /‘/17'9‘ *
Who,doe§$JL3L 3 , _ NN . '
PO ﬁf" - e : I\P " 5
, ' : N 4
Jnternship/Probatlonary Perlod - Describe ‘ \
_ . . ) /
-4:r C . . '/'
; N : ’ 1/.
13 ‘ - -
. 3
! I . s ‘\}‘
i 7 "&-Q n' ’ N
é S
Y . ~. J
o : N z
. PLACEMENT PROCEDURES ».>¥‘
/. v . ., \ i . . . v
’ ' ‘ A &
§ The final step. -.in  the seleﬁtiéh process is
placement of the dndividual In the positlon she/he has
‘been selected to occupy. Placement. means th process
by which the compatibility of thg appllcant and the
specific posltion are determlned ‘e L R [
1, Leadershlp style . K P S
o L AR \ .
] ' : . T '// ’ . ‘\
. - ! e /“ - / ’ ]
.How measured? ; A !
. 7 ‘ ‘/ kS 3
\ ‘Coby of test? / :
\‘ s . . L

’



»Physlca1 Examlnatlon

\ ",‘, ‘ V‘. “ " ._".’ ‘ - ! . e ‘ A’ {\.4 B . ,‘ R . :;k:,:v;.:.l' 8 0;’“ .H:.’ ‘
Which brocedurés do you cpns]der to be of the

greategt relgvandé when selectling principals?

.

Application forms

‘Interviews

‘Academlic transcripts _ . Y

Indlvidua] tests L !

References/Recommendatlons,
Field Checks

,Prot7tlonary Perlod - S B  ~ : ‘_uv“:

.%:¢ |

The- crlteria used the selection of principals
for Initial apppnntmézt’have been Incorporated
into. the preceding quéstions These criterlia may
be applled diffgrently when reasslgnlng a
principal pregviously appolnted In the dlstrlct
Which critefia do you consider to.be of most

lmportan when you select personnel for
‘reassl mentlyo prlnflpalihlpsf.
Age o 4’/Person5fKFacLor5
Sex L. f /Health Factors
ﬁ%xberlence 5 . Breadth of Knowledge
‘Educat!onal-\ .Y’Scho\astlc abl]lty 7
B@pkgroundw : _ Intelllgence __

]

Are othervcriteria conSIdered?‘

T

Th;\;:gzédure fol]owed In selectlhg prlnclpa]s»feV’ “ \

initial appokntment have been Incorporated Into

the preceding questlons Different. procedures. may .
“be appliied when reassligning a principal prevloust.

appoqnted in the dléfrict Descrlbe

T PN
. ;

Application

Resume

Interviews

Transcrlpts

o




T . v - e \ i
;: T”‘f"' . ( L : . - -
« ‘ Sy 9'. ‘ " | . ‘ ‘. ¥ . .‘
| X v' | ~ e 5 . - ) .:._ ,l.g Mi:“‘:
_’.lndlvl&u&l Testlng 3 “Q\ ‘ ' \\‘V%
Essay: -4 — : As _ / ‘1\_\, -
; Recommendatlons ' ' \
References _—
Field Checks - . ‘ &
‘ , ' . B ‘ , ] K : \\
ArJ other précedurés‘fbflowed? ‘ _bn"' P'
R
. .. » - R . . . I
e ") - . Vv . : L)

.4

‘C. zﬁe procedureS‘folldwéd in placing“prlncibalslln
o

sitions have been _ fncorporated in . preceding
uestions, Different procedures may be applled ”

when reassignlng a prlncipal Please describe
.
N . .

\ | | o | S
\\‘\\\~, %AT;BFACTION .

To what degree are you. satlsfled wlth your present
selection pr;ress? ’

3

]

- . B 1,

To what ‘degree are, LA

”x,,izsatlsfied 'that the

' Lo GOM Ry i

information gathered Ih the the selection pracess
kN : :

has been an accurate !ndlcator of subsequent Jjob

- performance?

To what degree are you s};is(léd “that. the -
information. éalhéd:'ln the se! ctloﬁﬂ progéés hés-
been 'an accuraté -Indléatbr: of subsequent job-
‘satlsfaction? _~- P ! '

. \ - o ' \




'Té_ wha . degreq . are ybu. satisfleq that the
loforma lon’ gathered In the selectl has been an
accurate lndlcator "of compatlblllty of the sklills
-and abilltles of the candldate wlith those requlred‘
Jn the sltuation? '

“.ﬁ\.\‘.\“ "‘," »’. _( r‘ﬁ,‘} )

~To what degree, ‘are you" §atfsfled(~that-‘the

Information ‘gathgred In the selection process has
‘been “an accﬁrate lndlcator of - éubséquéni -
successful Incorporatlon into. the schdbl sentlné;
system?

¢ 1 o
“h

£re o . N , \ o
- N . ' <. . . ¥ i }
. Ly \_/
. . i . ol N

.o

b 7

" To what degree . . . subsequent ~employee
-longevlty Into the pqSltlon of prlnclpal.

!

-

COMMENTS /REACTIONS?

& '“ AT T T A ? .I"" _—18‘2.‘ i ~ bttt



FACULTY

APMINISTRATION

FebucAfion

DEPARTMENT OF SDUCATIONAL ..

o “ Kkt 1830

COMONTON, CANADA

[} \

. 760 208
' e ' .
. L ’ -
» ' . “’
- -+ - . ’ : “.ﬁ"
‘ . ¢ .> N M . . ' t ‘ !
SR : R June 22, 1983
L '-. A ¢ ’ .
’ ) v/
S .t
A
ey N
- . .;\‘\ )*
~ e
L e ’ . . .
. : A 4 ' © ,
’y ¥ - 4 T e
Lo }\ S ¢

'I would like to call to your a;fgﬂtion a planped research study
of the selection practices, followed by the larger Alberta uyrban
school districts, in appointing,ptiﬁcipals; ther Oaks, an M.Ed.
student - in the Department of Education dministration, .University
of Alberta, will be contacting you sogn about the articipation of
your district. - : . 3 : S

The planned procedure is ongjo interviewing a ¢ niral office
person knowledgeable about the dist ict's selection olicies, prac-
~tices and' procedures, in order to evelop a rich d¢éscription of
Alberta procedures. Ig is planned to follow-up the interview.with
a brief questiqnnaite«a dressed to principals appo nted -- cn an
—~{nItial appointment or e-assignment basis -e,dut;n the past three
years. : : - : |

-
.

May 1 urge yOu to senjously consider égreeing'to the partdici-

pation of your district in is .study?
- T ' v . . —-
b & o ‘ - " Yours. truly,
" L J ' ‘
- . l ‘ .
) C.S. . Bumbarger
s Chairman
, X
L]
- b ‘ so

*a

e THE UNIVERSITY. OF AWBERTA - - -
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.s - . \ ' 0‘ ‘
Deppriment of Education C o
T ' ~ Interview for Supéflntendeﬁt - ' ;
C . ' » N “ Y \\ ® i ° I
5 e ~ GENERAL INFORMATION . N
X e [ L
T .. Lo
o \*hk) . : .
Number of mew appointees: . - 80-811" ‘ 81-82 -
} 82-83 | | G/
. Number of reasslignments: 80-81 -
. _ 82-83

Number of princlpats te(nanatlng

designations "in: . 82-83

' . |
' ! i

1. Do you have a 'policy and/or written guldelines ‘ S
governing the selection of persons for principalships? |
® . . ’ . <« . ?
To whom are these communicated: ' R @
: . | . Ly
/ - ' K ’ . ‘
F 4 3

2. Do you have a written role'deScrjptlpq'for the ppsltioﬁ

' oﬂ principal?

. ’ . \ R -
AT AN i
— ‘Téyubom are these avallable? T I

[ 4




Quallties or Characterlstlcs of !nd!vldual .

Py _ ) . .‘ L w o

SELECTION CRITERIA R | 3

In some dlstrlct! the School Board ‘will set a

~certaln level of achleviment,-aptitude, standard, etc. -
which must be met fo¥ certaln criteria used. In other

-dlstrlcts, nof minimum. levels are set, ¢but the

superintendent wil) prefer that candidates have certaln
quallifications. This sectE;? I's seeking to determine

what qua1lflcatlons are req

red by Board policies and

what quallflcatlons arespreferred by the Superintendent
in the  absence of Board réﬁulrements or In addition to
the minimum Board requlrements. '

ll

"

Age’: . . \:; | .jv_ : . , | V- . 4
Policy Speclffca;lons““ V o '

3 . . o 1 . . S
leits‘ '

Ve 3
What age range do you prefer candidates to fall
within?
Sex: .
‘Policy Spectfications __ ' : f
Under what condttlons do you prefer to appolnt a
male or a female as school pringipal? . \
. . )/’—‘\_—/ . !
. Z e

Experience:

PolicY.Spechicatlons re: teaphrng'experience

re: administrative experlience =

[

Required minimunm : . s

Preferred minimém

. ’ . - *
What type of experience do you prefer?.




RSl W

5.

7.

6.

] .’; \
¥ V" ’ \‘ N ’ .

e
Education Preparation:
Pollcy speclf@katlons re: mlnlmum educatlgn

required Y . — 3

R

Preferred level of educatian for inftlal
appointment R e - -
AN \ ‘ i ‘ ’

#

: , - —
What educational! background or speclializatlon do
you require? A . G B
‘. ' E : :

[ .
“ 3\

prefer? _ \ ' ‘ -

- . \ . o

scholarship: | o
Policy speclficatlQhS/ngquirements e scholastic

achleVement?

\ , <

your preference?

[3

Intell.ligence:
Policy speglf!catlons/requlrements re: 1.Q.

a.
S [2
how measured?
preference? . ,
" Knowledge: ~° | " N

e

of sﬁbfect*matier fleTd/admin. educatipnal @heory

. . ) . N
and practice - requlred?

» - L

how measured ?° )

which do,yOU'prefer:

Knowledge of subject matter
Knowledge of educatlonal_;heory and practlice

o : R

w

Knowledge of administrative theory'and’bractICQ';

] -




PERSONAL FAGTORS )

Ability to get along wlth people.
'Lead:?shlp.

Organlzlng and executlve ablllty.*
"Tact and diplomacy.

GOOdLJudgement and common sensé{

Actlve nartl@fpatldn in proféssional organizations.

Interest in, and 1iking for;, chlldren.
Ability to teach.

Appearance.

Pose and’ emotlonal stability.

“Good health.

| Interest\ln'communlty affalrs.
Sense of*humor. N ‘
Initiative and wlllingness to work.
Abll(ty to‘gommdhléate.

Tolerance.

Empathy

Energy and StaMLD?r‘_“ ,
.Responslblllﬁz‘/pb accountablllty.,
Flexibllity..

“Ma&urlty.

- Determination/Perseverance.
Ambltlon

L

Commltment to the professlon

I R T Y L L TR T 0 LR
: v

M TR

B



Ttwa R v , ' . N .
&‘-‘-- b LT VI ‘: PO R o A i A - w e Vi . e B S " X X T lazgw' . :wﬁm
8. Personal Factors : ~
o , Here Is & potcntfal 1lst of personal qualltiesy
which do you conslider: '
essent.lal . L
: )
unnecessary.
missing . ‘ .
i
. ‘ How do you measure these qualities?
~
- G ~
. i SELECTION PROCEDURES
1. How do‘you‘Ldéntlfy possible candtdétes for O~
- : “selection: |
¢ ' Descrlbé progedures \ - a
- (48
who'makés Idehtlfrcatlons? s
When? | . -
*Llét suitable candlidates retalned? .
/ ) . S . . . Ay
. — - - - =.
t Y PN 4 N .
. . ! \ : . \
| [ |
2. “Are applications from outside the district
~ consldered? L
e
. HOw solilcited? ‘ .
N i “’- /
, o ) e
- - Z ‘l' 3




Y

[P . v R T L L TR et

5. quatifications: ¥ T,
'Who determines :
System-wide/Indlvidual school'baslis i
Qualifications aﬁa1?zngln tcrhsggﬁ - :
. X k — . ——

4. Desctlbe the procedures a candidate mus(Jfoilowwlw
" applying for the position:
“Applilcation form | '

Resumes/Curriculum Vitae

Essay %uestldn‘— Topic

Interviews? ' "
What type?

Who? _ ' o

rRaLfng form? tdpy

Transcript - assessment

-4

Phyﬁ@cal examination

+ «=—= Individual tests - personallty.?
W, " Mental Abllity -
. Knowledge

)

Copy

Recommendat ions and References

Required

Preferred ___ .- ,
L]

' " From whom -

Standard format

‘Copy v , . ) —
"How 'obtained? ’ '

* Phone

Letter ) \ .

R}

Is there an apﬁralsal_prograh’for review and

evaluation of an employee's Job performance and "fF
/

pdtentlal for selection tp:prlnclpalshlp?

P




‘ ¥ \
T - ST , . co .
N s \ . : . 191,
‘Who does 1t? __~ S : S
] ~ *
~ .t How.

. _[n;erhship/Propaf{onary Weriod - Describe

)

T e e .
Lo o =
ERRUEER A Jﬁ S
’ R ‘:. I //”6’ X \‘—‘-‘
\.. _
e : e 3 ‘ ! :
(‘PtACEMENT,PROCEDURES
T  Thé' final step im the _se]gctTon*'broagss is
‘placement of the individual In the position she/he has
been selected Lo OoCCupy. Placeméht means .the process
by “which: the . compatibility of the app]icant and theg
'SpecTFlc posltlon are determlnéd L -
1. Leadershlp.ster
HSQ measurea?‘A
. N » Lo R ) : ‘. e P . . ‘ - “":\
. - Copy of test? . . R, : 1
2. Who Is cdhsulped/survéyed re: leadersfi\p style __
. 'ReqﬂYréd?‘
co R .
HoQ;
‘v ““ \ g Ab. . - m¢ ' b ‘
SRR ‘ ' A ST : . o
3. 1ls role description of principdl.for school = .t
. written? - L
ST 'ﬂowﬁdeterminea? » 3
gi“;'ﬂv R Selecting teachers !

R ?Evaluating teachers

Determlne policy

) Setting goals and obJect|ves 



o S O L T
. Which procedures do you consider to be of the, '
' greatest réleVance'whén selecting principals?
Appllcatlon Forms -~

IntervleWs

Academlc transcrlpts

Indivldual ,tests .

Referendes
~Field Checks

| ' 3

The criterla'used in the selection of prlnclpal
“for lnltiaj appointment have been incorporated
into ‘the precedlng questions These criteria may
be applied differently when reassigning a S
. principal previously appointed In the'dlstrlct
Which criteria do.you, . consider to be of most
'Importance when you select personnel for

'-reassignment to prlnclpalshlps’ : ]
‘Age‘ 1 , L Personal {actors .
. Sex v‘; . Health Factors R
1Expérlén¢e ' Breadth of%%now1edge
. Educational | Scholastlé ébility
;5aqggrpund LT Intelllgence

Are'other crltérﬂavconsldered?

EahN
RS

The procedure Followed in selectlng‘prlnclpals for /
initial appolntment have been lncorporated into

. the preceding questlons Different procedures may
be applled when reassigning a prlnclpal previously’
appointed |n the dlstrict. Descr1be ) .

Applléatlon L ) L

‘ . B 7
Resume - b : J
‘e ) . ‘ ‘ X » » R / [ .
Iriterviews __ - : ]

R ’ N ¥ ‘,‘
Transcripts \
Physical Examlnatlon : ' \

i : \ .
Individual Testtng . SN

: 7



. e C ” .

: , 193,
Essay R IR = -
Recommendat fons. ‘ 1
References : '
Field Checks _ . -
Aﬁe other procedures followed?

IS '
. _ . ‘ e ’
C. The .procedures followed in placing principals in.

‘positions have been incorporated In precgdingg"

'guestlpns, DiPfferent procedures may be aDDTig
when reassigning a principal. Please describe!

.

K

| ’\ , | : o , :‘l" ;
\J “\—SATISFACTION |

1. To whatvdegreé'are you satisfied with yout?presenti

‘selectlon process?
\ o :

/
/

'z.”. To what degree are you satisfied thac the
Informatlon gaphgred in the the selection procéés
has been an aécuréte indicator of subsequent. job .

‘performance?,

3. To: what ‘degree are you satlisfied that the
» lhfbrmation‘gafned in the selection process has

been  -'an ‘aécuraté' indicator of subsequent . job

[

satisfactlion?

ot




-4

4.

5.

o

‘TG:“

To what . degree are you satisfied that the

‘ .
Information gathered In the selectlon ‘has been an

accurate Indlcator of compatlb!llty of Lhe skils

.and ablilities of the candldate.wlth those requlredg

In the sltuation? ‘

“l‘ — . n —= ».;!’ j . ’l T

~ - 194,

N SR
To what ‘degree are you satisfied that the ¢
Qinformation gathered in the sejection process has
been  an . urate indicator of ‘subsequent
“successful lnhoratipn‘int’o the school setting;
. system? -
/
To what ‘degree . . . ‘subsequent employee -

longevity into the position of prlnékpar.
* . ) s

COMMENTS/REACT IONS?

-



b ' : . Mrs. E. Oaks
: . 10748 - 67 St. -
: EDMONTON, Alberta
Lt August 19, 1983

Thank you for participating  In the interview
Tuesday. Your co- -operation was .gréatly appreciated. 1 )
found the exchange stimulating and eQ1Jghtenlng . T ey

‘ As T mentibned to you the seggﬁﬁ\\ghase of the S
study 1s- to survey recently appointed principals 'in an =+«
- attempt to d15cover their perceptions of. the_selectlon i
process and thelr satlsfaction with thelr appointment. ‘

Your assistance Is requested in providing a 11
names, school addresses, and the effective date of
appointment of  those lndlvlduals in your organization
who have been appolinted or reassigned to principalships
since September 1, 1980. A questionnalre will be.
‘forwarded to these -Individuals. Thank you for your
attention to this matter. :

Yours truly,

Mrs. E. Oaks .
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n?mtv OF EDUCATION, ‘ .
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’ ¥
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. , L Mrs. E. Oaks “#¥’
£ , . 10748 - 67 Street - L '
~ Edmonton, Alberty =~ - o
- T6A 252 . : o &
. o August 25, 1983

Dear W ’ ) .
The e¥closed qQuestionnaire has been compiled to cbllect data for a re-
~ gearch study which I am conducting in the Department of Educational
", Administration at the University of Alberta. Dr. C. Bumbarger is my
advisor. : : ‘ : '
, j » _ . |
The quéstionnaire is designed to survey current practises in the pro-
_cedure folloved and ‘the criteria used in appointing principals to their
present position. It also examines your satisfaction with the selection
" progess. . You are one of a group of principals in Alberta appointed or re-
assigned to a principalship within the past three yehrs who have been sel-
.. .. ecved as eligible to participate in the study. - I esTrestly solicit your ..
}fgg,lpgpﬁib&patiqp,f Estimates of time required to complete ‘the questibnnaire
p?fijhav?ﬁxgﬁgéé'ﬁfom‘15Ato 30 minutes. ’ o o
W ‘ “‘." ,V.. ,.,9;';‘.."‘..'-' . L ‘ .
*2 1. Alfirepponses will be held in strict confidence and neither you nor
/" your schepl district will be identified in the thesis. The number assigned -
’ " the -quéstionnaire is for the purpose of gauging returns only. It would be
greatly appreciated if you could return the completed questionnaire in the
- supplied envelope within a week of its receipt. .o?
T?gpk you for your assistance.

BN

7 Yours gruly,



Vsiversity of /1lberte
Faculty of 'uuéalion

Department of Educationa) ‘Adsinistration

.

- E PROCEDURES “AND CRITERIA
FOR SELECTING PRINCIPALS

Surve, 0of Prin;1pals

§ o -
totally confiden: 8! .
madle svailsble on the basis of thia study will be

All responses will /em*/
Any ' information which 7is
presented in 8 form ich will ensure confidentislity snd snonymity.

y o . B

You have been selected |as 8\ recem!y_ appoimed or resssigned principal. It is very

important for the purposes of .this study that you respond to 8!l ltems s fully and
accurately as possidle | RS .
o

i

o

PLEASE RETURN THE 6l£STIONNAIRE N THE ENCLOSED ENVE.OPE WITHIN ONE
WEEK OF (TS RECEIPT, YOUR CO-OPERATION IS GREATLY APPRECIATED.

CeX
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Yor Office

“use 10

Catd One :

I- 4

5-18

v 19-20

2)

22

23

£

ES

24

25-28

‘ . S N 199.
Part | General informstion
1 Graoes unoer you swervision Crcle those sppliceble -

123456786810 11 12
€ty Cridnood Services '

1 ]
Speca' Egucstion
e Number of full-time teachers m the school . ,
- L4
Pnn il. Selsction Criteris Y "

“in the questions that follow. the cmem spphied to the selection process will be

explored Candidates for principaiships  May be required to meet certain
qu.nhcahms sccording 10 polcies estabished by the Boad or the superintendent

Persons! informstion

3 Please mdicate your age 3! the ume you present appointment began .
1 under 25 years ) A41-2%5 yea's
2 26-30 yea's € 46-50 yea's
3 31-35 yers ? 51-55 ;ypa's
a 36-30 yeas 8 over 55 yes's
4 Piease ndicate you sex )
1 Female 2 Male
¥
Tralning ) ; I. L.
5 Please indicate the ‘level of universtty tranng you Md sch-e“d st the tme of
your muud! mp’mtmem o 8 principaiship
1. BEd , 5 MEd
2 BA 6. MA
3 8Sc 2. . MSc
4 Diploma 8 - Ed0/PND
S . please specity
6 i you hlV. been run»gnod indicste the lovol of universty trainng at the time
of your current appointment o
1, BEd 5_ MEd
2 BA 6 MA
3. BSc .\ 7 MSc .
4 Drploma 8. £dD./PnD
. -] Other. please spacify
7

’ . .
Piease check those areas.in which you had studwecd st the tme of your current

’



- 7 "‘\. ¢
WwpOMmIMment \ - ®
\ Educariona! Adrurustrgtion
- 2 Cuwrniculum and Ingtruction
3 Program Evslustion
. 4 S\DO\'wlnon‘o' personnet '

— Experiance ‘
8 Number of years of teaching esperente
. 29-30

1 ; g'ldes ; g ‘ ,
3n-32 | i | ‘
33-34 ' 3 !ﬂ Grages 10-12 i

35-36 | ‘ Esrly Chidnood Se-vices .

37-38 K 5 Speciat Education .

39-40 9 Years of teaching eupencnce with yowr present school bord pnoc \o
. your current lppomlmem

v
"

. - : )
L1-42 0 Yu's of sdTynstratve enpgmnce prio’ 10 your Curtent appontment

J
1
, by
434t with your present schoo! board
! with other school bowrds ,
45-93 gn Position held immediately Prior 1o your Cuwrren! appomtment
i 1 classroom tea*he S ass tivice punc;pa'!
2 counselio .6 prmicpat
" 3_ Iibraran 7 consuftant -
; 4 gepartment head 8 SUDervisor
\ ' 8 Othe: piesse spec'ty
- ; * : - 9
' @
I
iScholunc- Achievement ; ‘ _
!
54 12 . Yesth_____Nol2i____ A transcript of your academic record was made lvmld:lc
: 1o the personne! drector when applying for this .posiion -
i oo
i .
"3 I1 you were awarded any acadermic ‘medals schola'shups or ullowsfups pnci) to
' - yow sppomntment. pisase specify the nature of the awardis) .
i .
| o
INoclth Flctors ¥ P
-
55 :14 Yesil_____Nol2)___ A report of your physical examnation ‘was made uv-blo N

to !he p«somel director

)
. P

" “Personal Factors
L}

15 - yo..ar ‘opinion  how mﬂuen 3! were the factors hsted below w lnmmg

achieve " your appointment to sn aa™inistrative positon Use the following scale



Card Two

1- 4
5- 6
-8
9-1Q

11-12

13-14

15-17

16

17

’ 201.
W No n:k.;tnce
21 Ltie nfence ‘ ) .
"3 Some miipence )
4 Grest .ﬁ'M-’\CC‘ .
1 12 3 a4 Abiy to get siong with peopie
2 T 2 3 4 Leeshp 4

5 12 3 a4 Orgruaton and executive . Abiity

¢ 1234 Tact and diplomacy '

& 1234 Good pagmett and cor?gﬁ;n sense e

6 12 34 Cnscte o ’ ) ’
7 1.2 3 4 Poise ;g emotonal estabinty :

8 123 4 itauve ano willingness 10 work )
‘4 12 3 4 Sense of humor . - ‘

10 1 2 3 4  Good heattn

1Y 23 & Appearance

12 123 @ Ability 10 com 2113 ,

13 123 a’ Abity to teach ks

14 1 2 3 4 wtecest i and likng for Chidren -
15 1 2 3 4 Interest n community aftars -

16 1+ 2 3 4 |

Actve partcipation mn professional Organizatons
_ .

Some Of the fems ksted above msy be more imporumt than Others Please
RANK in order of smportance those five items. which in yOUr Opinon were Mos:

- halpful f0 you in schievng your present appomiment Write the number of the

m'on the spaces below
1, 2 3 a__ . S

. |
The criteria sometimes used in the selection of persQanel for admirustratve
posiions are ksted beiow Ususily these criteris do not carry eqQual weight How
important do you bebeve the possession of sach of the following criers was .
securing your sppomtment?> Using an "X° mark the three Criteris you conside” to

5 Sex

[ ] Traming R

? h factors
Breagm of knowledge




Ps

19-25

26
27

28

29

30

: !
31

32|
33-37

Yestl____Noi2)

202. .
. . ) -
eN Port 11l Setection Procedures

3

s —
"t uﬂoM he pvocoo\n you tollowesd n applyng 'v your cwnl posion
will be enploted
_— e, .
Yeosit) Nol2) A wrien selection polucy wis gvaisble 10 you when.
apophed Tor thus position Y ve.
It you ‘were empioyed ouiside ™ 8Lhoo! d-unm prio!r o your sppomIment '\Om )
did you lesrn sbout lho position 10 which yOu we'e apponted? \ »\
» Newspape: adve-is . ! L
Protessions’ journs’ dvcfmemm
loyment sgency Corecs Mapowe ‘

ecruitng 8t professiond) convenuon or conference
Commumty orgamastions

Protessons! orgarwzations

e Other Dissse specity

NSO EWN -

A

A forma! apphicstion. was submitted for the position

CYes'li____Nol2i______ i no forma’ apphzation was submified thete ‘was .n' -
nlorma IndICton ©f your mierest mn the postion '

Yest) Nol2) A suanda'd apphcation torm was usecd

Yesi 1) Nol2i_______ As pat of the ule:hon p'ocen YOu we'e requrett 10
wiite' an sbility o perscmmy test .

1t ‘vi; please indcate the type anc 1f possible the ttie .

N Ll
YesiV____Nof2)______ As part of the selection process you w.’. reQured to

write an gxaminaton onh 8 spelrfic subject maner feic e Soctw! Stud-n
Mathemstics) or on educations! theory and pucme

Please ndicate the type snd if possible. me ttle of any requred exsrnation

'

: . PR
Yes(l) _.Nof2} A medical _sxsmunation s fequred ss part of the
selection process ‘ T

R < - . .
Yeosill______Nof2) As pari of the selectiBh process you were mierviewed

M you were imervewed. plesse mndcate who interviewed you Check "olt
PProprisie resporises

Supermntendent
Persornet officer
Commuttee

T Does not spply
Other. please specty

PHWN -




IR o 203.

38-49 -iao 1" n meviewn w‘i conducted by' 3 coﬂvﬁnu nd'cno the compostion of the

, Commiipe Plesse chech a1 a0 oprute respons
; Petsorne! Ofticer 7 Grage co-ordnator :
2| rVsOr : . '! znehcr
; onsuint . ounsellor
i 4 . Pincopo 5 : Parent ,
i -] Assisunt’ Vice~Princips! Not spphicable
: 6 Depa-iment read : 12 Otner. piasse spacity
: ‘ g
'S0 ‘31 Yest\___Nok2i___"_ A lene of 1@ ommendation o m.unq was submutied

by you v o1 oy posutnon

$1-59 '32  Puase ndicate] the positon of the porsbns trom whom these reterences were

oblained Chect »l! 8pprop it responses .
y Super menoem s Princibe! i
2 . Astt Assor  Superniengent - 6 | ARstVice Prinbype’
3 Supervisor . 7 Cvnuc Co-ordmtor
a__ . Consutamt 8
. 8 /Othot please spccdr
" e
Ay / .
60 ©33  ves'h No(?:_'____ The references o any " were sent drecthy 1o the 1
| supe inmencent |by the pe.son wrimg them v .
61 ‘33 Yes'li____NOI2I_____._ A spezw’ observalion ote’ than routine mspeilion was

mage of you m lm fierg prior 10 your cuwrrent appomtment

62-6E '35 Indicate the pc-lmbn of the person who' made the visit to fou?gchoo’ o
. classroom Cheick the app-oprate response ’

' . 1 | Superintendent . ‘
2 | Ass'tasso: Superintenden: ;
3 Superyisor K
) T Principa’ . A
5 [ Member of the bosrd
6 | Not spplicsbie . / .
7 [ Other. please specity /
For Office ) ‘ '
Use .
Card Three Part’ IV. Placement Procedures
1« &

Pacement. as used hers. means the proccss by winch the compatibilty of the
spplicant and the specifc posiion are detertruned The following questons e designed
1o determme 1o whyt degree the nature of the pqstion was taken nto aceo\.m

5136  Yestl____Nof2)
our assigned [school

. . - !
37 M yes pluu ridicate how tHhs role was deterrined Check the sppropriste
‘responses | . ‘

!
o

There 15 » ‘written role descrption for prncupa' "n
/ ;

/




-
. )
(.12 |38
13-18 |39
|
' 19 140
20-25 a1
. ’;
v 26 .42
27,143
28 ‘aq
29-32 (45
‘ E
|
¥
46

ONDHWN —

Il

e TR A R SR

e DY 11 BEON
. By sreemant betweer prneps’' DD st
NCIP' NS PEIPONSRIIYY
N, - el ‘
. OhO? . DiGRNE BDRCIy '

FX YT N

a—

Yesil} Nol2), Tne gos's and objectives ©f ™e sssigned achoo! e »
wrinen form '

it yes please mdicete Now the Qods ©f the sChoo! e deermined Cracy ™

2007 0P B1@  TEIDONSE) . ' ,
. - L] N P
| By bosro pohcy '
2 By traation
3 By agresment beiween principsl ant sl
; ’ gncvcl hat responsibity . . ¥
: oes not apPly v
¢ ' Other plesse sdecty &,
- .
s "a
R . e . #
Yes'\______Nol2i There are written pohcie: used willwn the school . ¥

1! yes please mdizate how the pohcies e detgrmnec Chesh the approprute
respohses . ‘ :

By bowsro potucy

' By tadton

By agreemant between prncipa’ and stat!
Princps' has the responsibwly

Not apphcable

Other please specty

4

Yc;ﬂ)____No(?)___*_ The p'pcoo‘ has the responsibiiy for selecting teache's
n'the schoo! : .

Yesit____ _Notax__ . The prmcopst has the responsibility for evalusting teache s
n the school . -

A
Yest1) NORI____ 'Your leadershp style was assessed
H yes. p‘uu inchcate how it was detertwned
1 By mterview ’
2 B8y observsuon
3. By testng ‘ b
4 Not spphcable

H a_test was used. please specify type and utie

r




i
5
'

|
|

7 Please dgesciibe 8Ny BIgn

i -

. ¢ . ! N =7

'205.

. ficant criters of proceduse ta! you experienced wn the
electon process tha' has been omified {rom the prefedng Questions

Y

b

- 4

selection process you expe enced

Y
' L

ould ke 1C see N the |

. 2

[}

i

| . .

idB Plesase commen on any 'improvements which you. w
“h

|

!

9 Using a :scate of

1 1234

O if.you have sny commaents sbout either the questionnarre. of
o please. feel free. to. express them : . e

Psr1 V. 'Satistsction

: . () . .
1.10 4 rate you ofgree of sausfaction win the foliowing
_concerhs Y represenis very, dissatshied 1€ & which tes-esents very-saushed
Crrcie the appropriate respidhse: T > . »

a

"To what ,deg'eé e yoo saishies wit™ e selecuon
process you e»peencec’”. : ’

To what gegree ae you sausfies thaw te
“intormation gathered I the selellion proless
employec was an acourale ngicator .ot your abitts
0 .tutht the ‘role” of principat?

* To what cegree are. you salisfied that the -

nfg‘rmauon ga i the selecton process malchec
your skills witr, fnose -requirec n- ths siuauon®

T6 whai degree are you. satshied that. mnformation
_gethered ‘m the selection process. predicted your’
- sccepilance. as prifcipat: n - this siuston’ o

To what deg'ee sre you saus:fed tha: the -
niormation gathered n the selection 15 an accur ator

indicator of subsequent job- sausfacuon? ‘ .

3

the research

i

project,




