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Chapter 1
INTRODUCTION

Personnel is one of the'éeveral’resources available
to the board of education of a public school district for
fulfilling its educational obligafions to thé childreﬁ of
its district.' The selection of pefsonnel to perform previ-
ously determined duties is an important obligation for which
the board of education is réspénsible statutorily. Assist-
ing the board in the performance of its duties is the admin-
istrative staff comp:ised of the superintendent, central
office administrators and principals. Recruitment and
selection of the best.qualifiéd persons to occupy thesg
administrative positions are requisite to the operation of
the school district at an optimal level. Anderson stated
that the problem of selecting adm;nistrators is not one of
insufficient quantity, but rather insufficient quality.1

Hemphill, Griffiths and Frederiksen were cognizant of the

lponald P. Anderson, "Recruiting Leaders for Tomox-

row's Schools," The National Elementary Principal, XLIV
(April, 1965), 48.



implications relevant to theiseléctiqh process when fhey
concludea. “Selection remains Qhat it has aIWays been, a
highly comple'x‘a'ct."2 | ) |
| The twenty-five year'period beginning in the late
1940's and continuing to ﬁhe early 1970's saw fhe institu-
tion of several techniques designed to aid in the recruit-
ment and selection process. Relating to recruitment were
discussions on the advantages and disadvantages of recruit-
ing people currently employed outside the school district.
Grieder answered the question, Should prindipals be ap-
pointed from inside or outside the school district?, by
suggesting that the best possible candidates should be
recruited and selected regardless of‘their present place of
employment.3
Group interviews, the formation of selection com~-
mittees and the requirement that candidates complete mental

and personality tests are examples of techniques which have

been instituted by some school districts to aid in the

2John K. Hemphill, Daniel E. Griffiths, and Norman
Frederiksen, Administrative Performance and Personality (New
York: Bureau of Publications, Teachers College, Columbia
University, 1962), p. 339. :

3Ca1vin Grieder, "Homegrown Principals," Nation's
Schools, LXXVI (October, 1965), 12.




selection procéss.4'5

Not all school districts have implemented procedures
recommended by researchers and authorities in the field.
After conducting a study in which superintendents of twenty-
nine schools in the San Francisco area were asked to de-
scribe the gqualities they'106ked for in candidates for
subordinate administrative positions, Briner concluded, "It
seems clear that these superintendents lacked a rational and
systematic procedure for appraising the qualifications of
candidates."® Continuing, he stated:

But in view of the need for continuing improvement
of administrative leadership in positions subordinate to
the superintendent, it is suggested that a more system-
atic approach may enable the superintendent to control
the impulse to act a;bitrarily and to make more rational
selection decisions.

Recommendations regarding criteria to be used in

recruiting and selecting elementary school principals have

4w. R. Flesher, and Hugh S. Morrison, "Current
Practices in the Selection of School Principals," Ohio
Schools, XXXIV (April, 1956), 1l0.

SArthur Templeton, "The Yonker's System of Selecting
Principals," The School Executive, LXKI (June, 1952), 61.

6Conrad Briner, "The Superintendent and the Selec-
tion of Subordinate Administrators," Administrators Note-
book, VIII (February, 1960).

71pid.



4
been proposed by several groups in education. Two authori-
ties in the field of elementary'education,‘Otto'and Sanders;
concluded that:

. School superlntendents have not been very active in
recruiting and encouraging promising individuals to
explore themselves and their interest in preparing for
an administrative appointment. Mostly school superin-
tendents have passively waited, hoping that a well-
qualified candidate would appear in case a principal-
ship should become vacant.

The American Association of School Administrators
has recognized the importance of selecting the appropriate
principal for a school. In the report of the Committee on
the Selection of School Principals a series of significant
recommendations was offered pointing to objective approaches
to the challenge of selecting the right principal for the
right.schdol.g;lo The Committee reported:

It is difficult to overestimate the contributions

of the principal to the improvement of education. The

selection of people for this important administrative _
leadership position is clearly one of the most important

8Henry J. Otto and David C. Sanders, Elementary

School Organlzatlon and Administration (New York: Apple-
ton-Century—Crofts, 1964), pp. 396-~97.

9AASA Committee on the Selection of School Princi-
pals, The Right Principal for the Right School (Washington,
D. C.: American Assocxatlon of School Administrators, 1967),
p. 7.

10por examples of criteria recommended, see Appendix
Z. S : :



decisions.confronting‘a Supérinténdent of schools;11

Based on the results of a‘study to determine to what
extént'superintendenté uééd recommended criteria in the
recruitment and.selecﬁion of elementary school priqcipals,
Wood proposed sevé;al criteria. School district officials
should seek the best candidate regardless of age, sex,
marital status, race, socioeconomic status and religibn.lz
The impl;cations of these requireménté, mandated by the
United States Departmeht of Health, Education and Welfare
and the cou:ts, are of incalculable importance to superin—
tendents and school districts. |

It is insufficient to have criteria recommended by
authorities in the field, researchers, practitioners and
organizations. To be tested as valid these criteria first

must be utilized by the superintendents and boards of

education.
JUSTIFICATION OF THE STUDY

A study to identify reported practices in the

laasa Committee on the Selection of School Prin-

cipals, The Right Principal for the Right School, p. 6.

126eorge Todd Wood, “"The Selection of Elementary
School Principals in Indiana, " Dissertation Abstracts,
33:4776, March, 1973. ' '



recruiﬁmentvahd selection of eieménﬁary’sdﬁooi principals
would not be unique. Several studies have been conductéd
but the majority have beeﬁ limited to épecific states. In
theApast two decades fourteen studies have been conducted,
nine ofvwhithwere at the state,ievei, oneAeachlét the'city,
county, and national level and two at the regional level.
Single studies have been conducted in North Caro-
lina;13 Texés,l4 Georgia,15 Ohiol® and 0klaﬁoma.l7 In -

Indiana one study was conducted in 195818 and one in

13Robert Miller Howard, "Recruitment and Selection
of Elementary Principals in North Carolina” (unpublished
Doctor's dissertation, University of North Carolina, 1972),
Po 5- :

14palph Harris Poteet, “"Criteria for the Selection
of Public Elementary School Principals in the State of
Texas," Dissertation Abstracts, 29:3395, April, 1969.

15arthur E. Justice, "Criteria for the Selection of
Principals of Public Elementary Schools in the State of
Georgia" (unpublished Doctor's dissertation, Duke Univer-
sity, 1965), p. 4.

-16Ridhard L. Featherstone, "The Selection and on-
the-Job Preparation of Elementary School Principals in Ohio
Cities," Dissertation Abstracts,.15:1015, December, 1955.

.17George T. Glover, "The Selection and Retention of
Elementary School Principals in Oklahoma" (unpublished
Doctor's dissertation, University of Oklahoma, 1970), p. 6.

lenowa:d A. Stapley, "A Study of the Identification,
Local Pre-Service Training, Selection, and Orientation of
Elementary School Principals in Selected Indiana Schools"”
(unpublished Doctor's dissertation, Indiana University,
1958), p. 4. ' ' A



1973.19 ‘Two studies were conducted i-.nJ'Pennsylvania'.zo'21
| Studies conducted at the city, couhty and national level

included Detroit,22 Fairfax'COﬁnty, Virginia,23 and school
districts in cities with populations over 250.00024 respect-
ively. One regional study surveyed the superintendents of

25

ten school districts in eight states. The states were

l9wOod. "The Selection of Elementary School Prin-
cipals in Indiana." .

20peter G. Hronakes, “"Practices in the Selection of
the Elementary School Principal" (unpublished Doctor's dis-
sertation, University of Pittsburgh, 1971), p. S.

21 7ack W. Bronfeld, "A Study to Identify Criteria
Utilized in Selection and Appointment of Full-Time Elemen-
tary School Principals in the Commonwealth of Pennsylvania"
(unpublished Doctor's dissertation, Pennsylvania State
University, 1962), p. 2. :

22p08e M. Schmidt, "An Appraisal of Factors Relating
to the Selection of Assistant Principals and Principals for
Detroit Public Elementary Schools for the Period 1957-1963,"
Dissertation Abstracts, 26:4402, February, 1966.

23Christine Y. Chadwick, "The Relationship of Selec-
ted Factors to Teacher-Principal Opinion Concerning Condi-
tions and Practices Affecting the Selection of Elementary
School Principals," Dissertation Abstracts, 32:3596, Jan-
uary, 1972.

24Jay E. Greene, "Current Practices in the Selection
of Principals of Public Schools in Cities with Population
over 250,000" (unpublished Doctor's dissertation, New York
University, 1954), p. 1 '

25Homer Lawson, "The Perspectives of Selected Super-
intendents on the Criteria Utilized in the Selection of
Candidates for the Elementary Principalship” (unpublished
Doctor's dissertation, Indiana University, 1973), p. 79.



Indiana, Illinois.‘Michigan..NEW York, Ohiq,.Pehﬁsylvaﬁié.
West Virginia and Wisconsin; A'sé¢6nd'reg10nal’study in-
cluded school dlstrlcts accredxted by the Nbrth Central
Association of COlleges ‘and Secondary Schools.26

Excludlng the study conducted in 1954 of school
districts located in citigs with populations over 250,000
no studies had been natibnwide. More specxflcally, no
studies had included states located in the western half of
the United States.

The preceeding paragraphsvexpiicitly,pointed out the
necessity for a survey a£ the national level. vThe only
national study was conducted twenty yearé ago. According to
the literature, practiceg in the recruitment and'selection
of elementary principals had éhanged. .Previoﬁsly. few
school districts had any written policies relating to
recruitment and selection.27 ,Aﬁlone_time there were those

who advocated the use of mental and psychological tests.28

26Levan R. Scott, "A Study of the Criteria Used by
Public School Superintendents for the Selection of Title I/
Inner City Elementary Principals" (unpublished Doctor's
dissertation, Ball State University, 1973), p. 3.

27Feathersténe, p. 1015.

28Francis J. Ebért} “An Empiricai Evaluation of Five
Tests for the Selection of Elementary School Principals,"
Digsertation Abstracts, 21:2548, March, 1961.



The problem remained, however, to determiné'what reported
practices existed in contempbra:y public school districts
with student enrollments in excess of 20,000.

In the literature there_was_a.pauéity of information
relevant to which organizations or institutions or both
recommended criteria to be used in the recruitment and
selection of elementary school principals. Assuming that
organizations and institutions recommended criteria and that
school personnel who were members of these organizations and
institutions received these criteria, it would seem that
correspondences existed between the criteria recommended and
the practices reported.

Otto and Sanders'reéoghized<the impoptance of the
local principals' association relating to the selection of
elementary principals:

Leadership for the improvement of local procedures
and criteria for the selection of principals should
issue from the local principals [sic| association. If
such leadership is not provided by the local principals
[sig] group inappropriate procedures may prevail indefi-
nitely or the board of education may adopt policies
which will be disapproved by the local principals.

Because the school, as a public institution, is

influenced by the culture in which it functions, both edu-

cation-oriented and non education-oriented organizations

290tto and Sanders, p. 396.



10
influence the operation of the school. As:professionalé,'
administfators should look to education-oriented organi-
zations for recommendations. As educational practitioners,
administrators should consider criteria recommended by’ non
education-oriented organizations. In the’areés.of civil
rights and discrimination, the past'decade has been the
scene of increased influence by the iegislative and judicial
branches of government.3°’

The justification or need for this Qtudy was based
on two premises. First,‘there hadvnot been a nationwide
study in the last twenty years of reported practices in the
recruitment and éeiection‘of elementary school principals.
A nationwide study would permit the researcher to present
generalizations about reported recruitment.and selection
practices in public school districts with 20,000 or more
students. Secondly, identification of the nétional and
state education-oriented and non educatiqn-oriented organi-
zations, colleges and universities and local elementary
principals’' associations or local administrators' associa-
tions which had formulated and published a set of criteria

helped the researcher determine what correspondences, if

30gee, for example, "Guidelines on Employee Selec~
tion Procedures," Federal Register, (August 1, 1970), XXV,
No. 149, 12333-12336.



11
any, existed between recommended criteria'and repdttéd
practices.

According to Good, the pﬁrposés of'descriptive-
survey inveétigations m#y be:

1. To secure evidence concerning an ex;stlng
situation or current condltlon

2. To identify standards or norms with which to
compare present conditions, in order to plan the next
step

3. To determine how to make the next step (hgglng
determined where we are and where we wish to go).

With these purposes in mind, the researcher col-
lected and analyzed the data. The conclusions and~findings
should be of interest to superintendépts and personnel
diredtors involved in the p:ocesé of selecting elementary
principals, to péfsons aspirin§ to be elementary principals,
and to professors of educational administration who are
involved in preparing and/or recommending persons for

elementary principalships.
STATEMENT OF THE PURPOSE

The purposes of this study were: to identify the

criteria recommended by national and state education-

3ICarter V. Good, Essentials of Educational Research
(New York: Appleton-Century-Crofts, 1966), p. 192.
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oriented and non education-orienfed 6rganizations; byFCOl-
lege and university professors.of edﬁcafional administration
and by local elementary principais' aésdciations or local
administrators' associations for use in the recruitment and
selecfion of‘elementary principals in public school dis~
trictg; to identify pfactices reported in the recraitment
and selection of elementary principals in public school
districts‘énro;ling more than 20,000 students; and to deter-
mine the correspondences, if any, that existed between the
criteria reCoﬁmended and the practiées reported in the
recruitment and selection of elementary principals in public

school districts enrolling more than 20,000 students.
STATEMENT OF THE PROBLEM

What correspondences existed between the recomménded
criteria and the reported practices in the recruitment and
selection of elementary p;incipals in public school dis-
tricts enrolling more than 20,000 students? Subproblems
included:

1. what criteria were recommendedlbé national and
state education-oriented and non education-oriented organi-
zations, by college and university professors of educational
administration and by local elementary principals' associ-

ations or local administrators' associations for use in the
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recruitmentvand éelection of elementary principals in public
'school districts? | |

2. What practices reportedly were used in the
recruitﬁent and selection of elementary principals in public

school districts enrolling more than 20,000 students?‘
DEFINITION OF TERMS

Several terms to be used throughout the study
required clarification. The definitions of these terms

Rl

were as follows:

NCATE

The National cquncii for Accreditation of Teachér
~ Education (NCATE)'is a natidnal agency for>accrediting
education programs for the preparation of elementary and
secondary teachers and school service personnel. The
council accredits only programs at institutions offering at
least a four year bachelor's degree curriculum in teacher
education which have applied voluntarily for aécreditation

and have been found to meet the council's standards.

National Education-Oriented
Organization

For the purpose of this study, a national education-

oriented organization was an organization at the national
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level which had its primary orientation in education.

National Non Education-Oriented
Organization , :

For the purpose of tﬁis.study,‘a national non
education-oriented organization was an organization at
-the national level which had its primary orientation in
non education areas, but may have recommended criteria
relevant to the recruitment and selection of‘elementary

school principals.

State Education-~-Oriented
Organization

For the purpose of this study, a state education-
oriented organization was an organization at the state level
which had its primary orientation in education.

State Non Education~Oriented
Organization

For the purpose of this study, a state non educa-
tion-oriented organization was an organization at the state
level which had its primary orientation in non education
areas, but may have recommended criteria relevant to the

recruitment and sélectiqn of elementary school principals.

Local Elementary Principals'
Association

For the purpose of this study, a local elementary
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principals' association was an association of elementary.
principals organized at the school district level.

Local Administrators'
Association
ForAthg purpose of this Studj, a 1ocal‘adminis—
trators' association was an association of administrators

organized at the school district level.

Public School District
Organizational Patterns

For the purpose of this study, public school dis-
trict organizational patterns included the following:

1-8. This pattern included grades one through eight.
1

1-12. This pattern included grades one through

twelve.

K-8. This pattern ihciuded kindergarten and grades
one through eight.

»5;;;. This pattern included kindergarten and grades
one through twelve.

PK-8. This patterh included pre-kindergarten, kind-
ergarten and grades one through eight.

PK-12. This pattern included pre-kindergarten,
kindergarten and grades one through twelve.

PK-PG. This pattern included pre-kindergarten,

kindergarten, grades one through twelve and junior
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college.

For the purpose of this study, recruitment was
defined as the»process by which qualified persons were
informed of a position available in an elementary princi-
palship of a public'school district and recruiters assessed

their potential interest.

Selection
For the purpose of this study, selection was defined
as the process of assessing candidates for elementary school

principalships.
LIMITATIONS

To the extent that selected individuals contributed
valid information, the results of this study were accurate.
As is the case with most research in the social sciences,
the researcher was dependent upon the respondents' cooper-
ation. .

The study was limited to four areas. First, select-
ed national and state organizations were requested to |
respond to a questionnaire. Secondly, the colleges and

universities were selected subject to their having received
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accreditation in administration certificate and degree pro-
grams by the National Council for Accreditation of Teacher
Education. Thirdly, only public school districts iqcated inb
the fifty states of the United States having enrollments
over 20,000 and including, but not limited to, grades 1-8
were selected to participate in the study. And fourthly,
the study was limited to criteria recommended and practices
reported in the recruitment and selection of elementary
schooi principals. The study did not include criteria
recommended and practices reported in the preparation,
assignment and in-service education of elementary school

principals.
ORGANIZATION OF THE STUDY BY CHAPTERS

The introduction, the justification for the study,
the statement of the purpose, tﬁe statement of the problem,
definitions of terms, limitations and organization of the
study by chapters were presented in Chapter 1. The liter-
ature relevant to the criteria recommended and the practices
reported in the recruitment and selection of elementary
school principals are reviewed in Chapter 2. Methodology
and procedure comprise Chapter 3. Sﬁbsumed under this

heading are a description of the populations, the sampling
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procedures, the steps to be followed when collecting the
data, the procedures for analyzing and interpreting the data
and a summary of the pilot study. Chapter‘4 includes the
presentation, analysis and interpretation of the data. The
summary, conclusions, recommendations and implications for

further study are included in Chapter 5.



Chapter 2
THE REVIEW OF THE LITERATURE

The development and expanéion of the procedures of
recruitment and selection of elementary school principals
had provided the content for a plethora of writings. One
possible reason for the amount written was the recognition
of the uniqueness of the elementary school principalship and
the importance of the elementary principal. Gross and
Herriott stated:

Of all the administrative officials in the complex
bureaucracy that manages public school systems in the
United States, few have at their command greater poten-
tialities for influencing directly the type and quality
of education young pup%%s receive than has the elemen-
tary school principal.

This succinct statement provided the.suppdrt for the neces-

sity of developing and implementing defensible procedures of

recruitment and selection of elementary school principals.
RECRUITMENT OF ELEMENTARY SCHOOL PRINCIPALS

Research conducted in the form of surveys indicated -

32neal Gross and Robert E. Herriott, "The EPL of

Elementary Principals," The National Elementary Principal,
XLV (April, 1966), 66. :

19
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that school districts do not uiilize idéntic#l'procedures
when reéruitiné candidates for the elementary principalship.
One example was that of a survey conducted in 1948 by the
Department of Elementary School Principals in whiéhvthé
major method of fecruitment was "observation by the superih-

tendent."33

Additional findings were that sixty-nine per-
cent of the superintendents in the cities surveyed indicated
that anyone could apply for the principalship and that
forty-one percenﬁ of the superintehdents asked colleges to

supply names of potential candidates.34

These statistics
were indicative of the lack of an overwhelming‘majority of
cities using similar procedures. Similar results were
obtained by Stapley in 1958.35
Problem areas in recruitment needing revisions, as
identified by Yérkovich,_included‘lengthy, ill~-designed
application forms, duplication of information available in
college placement folders but also requested'in application

forms, and lack of professional courtesy exhibited by school

districts when they failed to apprise unsuccessful

. 33qhe Elementary-School Principalship--Today and
Tomorrow, Twenty-Seventh Yearbook of the Department of
Elementary School Principals (Washington: National Education
Association, 1948), p. 135. -

34 35

Ibid. Stapley, p. 199.
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candidates of their status.3

Need for Recruiting

Stated earlier in Chapter 1, recruitment was defined
as the process by which qualified persons were informed of a
position available in an elementary principalship of a pub-
lic school district and their'potential interest was as-
sessed. As early as 1948 the Department of Elementary
School Principals exhorted:
It should be perfectly clear that no plan for
selecting principals can be fully effective unless
there is a plan for attracting candidates. Without
plans and procedures for recruitment, the supply of
potential appointee839ecessarily rests largely upon
an accidental basis.
The Public Education Association suggested that,
“Many a conscientious selection process has yielded poor
results because of failure [SiC] to recruit a sufficient pool
of high quality candidates from which to select, "38

Cognizant of the responsibilities of the superin-

tendent relevant to the‘recruitment and selection of

36Raymond J. Yerkovich, "Recruitment: Overhauling
Archaic Practices," The Clearing House, XLIII (February,
1969), 328-29.

37The Elementary-School Principalship-—Today and
Tomorrow, p. 133. '

38w°rkbook on Procedures for Selecting Supervisors

(New York: Public Education Association, 1971), p. IV-1.
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elementary principals, Otto and Sanders expressed concern'
over the attitudes and practices of supe:intendents.‘ They
concluded that school superintendents often have waited
passively for well qualified candidates to appear when a
principélship became vaéént:39‘ Ofto an& Sanders then
suggested that:

Such haphazard recruitment procedures frequently .
result in filling the vacancy with merely the best
person currently available even though that person has
no special preparation and little promise of becoming
the type of educational statesman needed in elementary
school principalships. ’ '

The AASA Committee on the Selection of”School
Principals, in expressing a concern for the elimination of .
the potential for haphazard recruitment procedures, recom-
mended that formal ideﬁtification and recruitment procedures
for schobl’principals be developed in eVery school system.
Also it recommended that proéedufes be designed carefuily
and systematically to facilitate identification and selec-

tion of the best candidaté.41

Persons Who Recruit

An important responsibility of the board of

3%tto and Sanders, pp. 396-97. 401p;i4q,

41AASA Committee on the Selection of School Prin-

cipals, p. 43.



23
education of a school district is to formulate-policies to
guide the recruitﬁent and selection of personnel. The
responsibility for the execution of thesébpoliciea rests in
the superinﬁendency. This delineation of responsibilities
was stated uhequivocally by_the American Association of.

School Administrators.42

Although the resbonsibility for
recruitment and selection of school principals rests in the
superintendency, there are several sources available to. the
superintendent to assist him in the performance of this
fﬁnction.

Based upon the premises that the success of an
organization is dependent upon the quality of personnel
occupying roles within the organization and that the key to
tapping this quality resides in the leadership pfovided,
Anderson stated that the selective recruitment of educa-

o

tional leaders is a problem whichx&eserves the attention of

every member of the profession,43

A task too important to
be left to chance, recruitment is also too complex to be
solved by a small isolated group of practicing administra-
tors or professors.44 |
A proposal for identifying and hiring administrators

in large urban school districts was submitted by Buckley.

421piq., p. 9. 43anderson, p. 47. %%1bid., p. 52.
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Step one of this six-step method should be the creation of
an Office of Executive Selection. As a subdivision of the
personnel department, the OES would be fesponéible for the
identification and preliminary hiring of administrators.45
Step four should involve the identification of potential
administrators when persons initially enter the district as
appointees to teaching positions.46
Otto and Sanders discussed the implications of
selecting classroom teachers for principalships:
Prospective principals are recruited from the ranks
of classroom teachers. The principal is in a better
position than anyone else to identify teachers who have
mature judgment, well above average intelligence, skill
in working with others, ability to communicate effec-
tively, sound health, dependability, capacity and will-
ingness to accept responsibility, executive skill, and
who demonstrate excellence in teaching and other per-
sonal gualities essential for success in administra-
tion.4
A method was suggested for recruiting educators,
specifically black educators, and ihvolved persons not
necessarily closely connected with the school district.
This method, equivalent to employing a private recruiting

agency, would be to put a few strategically located people .

- on .a continuing contract and pay them a yearly stipend to

453ames J. Buckley, "The Determination to Pioneer:
Six wWays of Improving the Process of Selecting Urban School
Administrators,” Phi Delta Kappan, LII (February, 1971), 36l.

461pig., p. 362. 470tto andASanders, p. 397.
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keep their eyes open for persdhs:exhibiting qualities and

characteristics desired by school districts. 48

Potential Recruitees

Concern Qvér the‘imége of the principal being
presented to high'séhool.studénts.waé expressed by Cocking
and Anderson. For Cocking, the initial step in recruitment
was for school administrators to present a positive view of
school administration.4? Concurring, Anderson stated that,
if secondary students were preéented a positivé image of the
principal, maybe more and better principals could be at- -
tracted in the future.50 Two additional possible pools of
talent discussed by,Anderson-were persons currently in the
teaching profession and college and graduate'studgnts in
areas other than education.>1

For’a study using stﬁdents in business administra-

tion, Miner developed an instrument designed to identify

managerial talent early.sz. Beginning with the assumptions

48nphe Elusive Black Educator: How to Find, Hire and
Keep Him,” School Management, XIII (March, 1969), 68.

49%alter D. Cocking, "Recruitment of School Adminis-
trators," School Executive, LXV (March, 1946), 7.

50anderson, pp. 49-50. 51tpia., so.

5230hn B. Miner, "The Early Identification of Man-

agerial Talent," Personnel and Guidance gourna . XLVI
(February, 1968), 590.
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that managerial talent could be’identifigd early and, that
persons possessing this talent could be promoted to mana-
gerial positions, he develoéed the Miner Sentence Compietion
Scale.53 The MSCS measured the kind of motives which
existed priér to entry into a managerial career.54 Miner
concludéd:

Whatever can be done to aid the entry of individ-
uals with high MSCS scores into managerial occupations
would appear to be beneficial not only to them, but to
the organizations in which they may work as well,>

Early identification of managerial or administrative

talent would appear to be beneficial to school districts.

If this were feasible, there might be implications for
recruitment and selection. But it would not necessarily
eliminate the controversy 6ver the'school districts' accep-
tance of or refusal to consider appiicants from other dis-
tricts. Grieder commented on this controversy by suggesting
that it was receiving more attention possibly because 6f a
recent emphasis on internships. School districts actively
engaged in providing administrative internships would have a
ready supply available. Cognizant of the advantages and
disadvantages of hiring within, as well as, outside the dis-

trict, he stated that the primary consideration should be

531bid., p. 587. °%1bid., p. 590. 531bid.
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the recruitment and selection of £he'bes£ ﬁbssible.candi-
dates regardless of their preséht place of employment.56

Recehﬁly there has been some intehsification.of the
deéirability of recruiting and hiring administrators from
vocations other than education. Gifford_described the
National Program for Educational Leadership-—a program
designed to attract and train persons from vocations other
than education for positions in the higher echelons of
administration in large urban échool systems. The program
was based on the premises that outsidersvméy have a more
objective viewpoint regarding the problems in education and,
that their experiences may be beneficial to education.57

The most recent development which has potential
implications for school distriéts when recrui£ing elementary
school principals'is the affirmative action plan established
by the United States Equal Employment Qpportunity'COmmission.
To insure that nondiscrimination is practiced when recruit-
ing and selecting personnel, the EEOC furnishes technicél

assistance to aid voluntary compliance with the law.58

566rieder, “Homegrown Principals,“ 12,

57Beverly Gifford, "A New Path to Educational lLead-
ershlp," American Education, VII (December, 1971), 9.

58Evelyn M. Idelson, Affirmative Action and Equal
Employment (Washington: Government Prlntlng Office, 1974),
Inside front cover.
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Reported Practices
in Recruitment

To identify and recruit the'bést possible candidate,
a prerequisite would be the formulation of formal identifi-

cation and recruitment procedures.s9

Drake concluded in
1965 that there was a considerable disparity between prac-
tice and the ideal.®0 In'the‘sahe year Justice found that
only twenty-three percent of the superintendents responding
indicated that they used a formal recruitment program to
recruit elementar§ principalg.61 Howard concluded in 1972
that, ". . . some formal ideﬁtification and recruitment
procedures were being used to recruit elementary princi-
pals. . . .n62 Also in 1973 Lawson found;,in a survey which
included ten school districté, that only one had a written
policy which contained specific guidelines for the recruit-
ment and selection of candidates for the'elementary prin-

cipalship.®3

59AASA Committee on the Selection of School Prin-
cipals, p. 43. ) |

603ackson M. Drake, "aAn Analysis of Reported Cri-
teria and Procedures Used in the Selection of Secondary
School Principals by Certain School Districts in the State
of Illinois," Dissertation Abstracts, 26:816, August, 1965.

61;ustice, pp. 165-66. 62poward, p. 90.

63Lawson, p. 80.
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Dissimilar results relating to methods utilized by
school districts to announce a vacancy in a principalship
were obtained by Greene and Lawson. Slightly more‘than
fifty percent of tﬁe-school districts'surveyed by Greene in
1954 indicated that no public announcements requesting
applications were made.64 Twenty years later public an-
nouncements were placed in school system bulletins by nine
of the ten districts surveyed by Lawson in 1973.65

Superintendents obtained the names of prospective
‘candidates in several ways. Greene's research indicated
that applicants in almost all of the cities surveyed could
either file.applications on their own behalf or be recom-
mended by supervisors. But, in fifty percent of the cities,
names were submitted for considerétion only by supervi-
sors.66 More recently, Lawson found that recommendations of
administrators of other districts were received by superin-
tendents in nine of ten school dis_tricts.67 Services
offered by college and university placement bureaus were
68

used morevfrequently and extensively than any other agency.

All ten districts surveyed by Lawson indicated that they

64Greene, p. 148. 65Lawson, p. 80.

66Greene, p. 148. 67

‘6aBronfe1d, p. 104.

Lawson, p. 80.
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relied upon suggestions.by the'1¢ca1 administtative staff to
contact candidates.69

One area in which similar practices were répofted in
two studies wgévin preferential t;eﬁtmépt'of candidates
presently employed witﬂin the system. Insiders were given
preferences in ninety percent of fhe'ciﬁies surveyed by
Greene. In this same study superintendents ih fifty percent
of the cities indicated that they did not accept appli-
cations from "out-of-towners.“7° _Howard réported that
ninety~-one percent of the superintendents responding stated
a preference for recruiting.principals from among persons
presently emp],oyed.-'1

Of those school districts searching for candidates
outside their systems, most confined their search within the
states in which they were located. Superintendents surveyed

in Indiana in 1958’2 and. in Pennsylvania in 1962'°

indicated
that they confined their search within their respective

states.

69Lawson, p. 80. 70Greene, p. 148.

71Howard, p. 90. , 728tap1ey. p. 201.

733:onfeld, p. 104.
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SELECTION OF ELEMENTARY'SCHOOL PRINCIPALS

Selectihg'capéble personnel for administrativé
positions is‘a recurring problem for school districts.
Commenting on the problem, the AASA stated:

. « « the selection of capable individuals who.
will be effective administrators for the schools pre-
sents a problem §s.great an 4probably more crucial
than that of training them.

The necessity for selecting an effective principal is
obvious when s/he is described as ". . . a type,df catalyst
who can stimulate more dynamic educational programs in
school attendance centers."’3

Several persons have addressed themselves to the
problem of ascertaining what makes a person an effective

principal. Stogdill surveyed the literature relating to

personal factors associated with leadership and concluded:

74AASA, The Superintendent as Instructional lLeader,

Thirty-fifth Yearbook (Washington, D.C.: American Associ-
ation of School Administrators, 1957), p. 52.

75AASA Committee on the Selection of Scﬁool Admin- -
istrators, p. 6.
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The findings suggest that leadership isvnot a matter
of passive status, or of the mere possession of some
combination of traits. It appears rather to be a work-
ing relationship among members of a group, in which the
leader acquires status through active participation and
demonstration of his capacit¥ for carrying cooperative
tasks through to completion. 6
The studies surveyed indicated that capacity, aéhievement,
responsibility, participation and status were all factors
found to be associated with 1eadership.77
Six variables were selected by Lipham to discover
which contributed to the make-up of an effective admin-
istrator. As identified by superintendents, an effective
administrator was inclined to engage in a purposeful activ-
ity, held specific gbals for further study, stressed better
job performance as a goal, was secure in home and work.
environments, was high on social ability and possessed
adequate emotional control.78
High intellectual competence, a broad educational

background and successful leadership experience were deemed

by Anderson as desirable traits in a public school

76Ralph M. Stogdill, "Personal Factors Associated
With Leadership: A Survey of the Literature," The Journal
of Psychology, XXV (January, 1948), 66.

771pida., p. 64.

783ames M. Lipham, "The Personal Variables of
Effective Administrators," Administrator's Notebook, IX
(September, 1960).
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’

administrator.79

The above-mentioned traits or perspnal variables
were thought to be important to the success 6f a prindipai.
Three traits, however, Qere hyppthesized by some as not
necessarily being sufficiert:explanations_for'the'succeSS of
a principal. 1In one study; kousseau found that principals
who scored hlgher on the Perceptlon of Administrative Inter-~
action, developed by William Schutz, exhibited a high degree
of scholarship as undergraduate students, had taken a
considerable amount of graduate training in educational
administration and had had a considerable amount of adminis-
trative experience. Those principals who had majored in
elementary edﬁcation as undergraduates, those who had had a
cdnsiderable amount of teaching experience and those who had
had a considerable amount 6f training,inieurriculum and
supervision courses scored lower on the PAI.BO

Different results relating to the influence of the
number of years of teachiné experience were obtained by
Hoyle and Randall. They identified five categories.of

problem attack behavior——problem recognition, problem

79anderson, p. 49.

8oAian J. Rousseau, "The'Elementary School Principal:
What Training and Experience Factors Relate to His Success?"

Oregon School Study Council Bulletin, XIV (May, 1971), 19-22.
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analysis, group participation, administrator-action and
administrator evaluation—and concluded that_principals.with
more years of elementary school teaching experience were
described as behaving more 6fteh on all five of these cate-
gories than principals with fewer years of elementary school
t. 0 L] 81

eaching experiences.

Gross and Herriott conducted an extensive study to
determine the Executive Professional Léadership of elemen-
tary school principals. EPL was defined as:

. . . the efforts of an executive of a profes-

sionally staffed organization to conform to a

definition of his role. that stresses his obli-

gation to improve the guality of staff perfor-
mance.
They concluded that neither elementary or secondary school
teaching experience nor the number of years of previous
teaching experience discriminated among principals as to
their EPL. No relationship was found to exist between

previous administrative experience and EPL. Negatively

related to EPL was the number of graduate courses completed

8150hn R. Hoyle and Robert S. Randall, "Problem-
Attack Behavior and Sex, Prior Teaching Experience, and
College Preparation of Elementary School Principals,” The

Journal of Experimental Education, XXXVI (Winter, 1967), 32,

82Neal Gross and Robert E. Herriott, Staff Leader-

ship in Public Schools: A Sociological Inquiry (New York:
John Wiley and Sons, Inc., 1965), p. 22.
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in educational administration.83 If EPL were the criterion,
the authors suggested that theré‘were four personal attri-
butes which had some predicfive value in the selection of
principals who promised a high aegreg of pfofessional lead-
ership: a high level of academic achievément in college,

a high degree of interpersonal skills, the motive of service

84 Refer-

and the commitment of off-duty time to one's job.
ring to the first of these four, it was found that the
greater the intellectual ability of the prinéipal. the .
greater his EPL. 83
Although the previous studies were conducted exclu-

sively in education, somewhat similar results were obtained
in a study conducted in business management. Livingston
stated that the number of degrees held, the grades received
in school and the formal management education programs were
not accurate predictors of a manager's performance on the
job.86

After studying the literature and interviewing au-

thorities in the field of education, Drake concluded that no

831pid., p. 156. 841pia., p. 157.
851pid., p. 147.
863. Sterling Livingston, "Myth of the Well-Educated

Manager," Harvard Business Review, XLIX (January-February,
1971), 79.
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single characteristic, trait or talent considered alone
could be used to identify §enéra1 leadership success.
Rather..success depended oﬁ the whole person and not his/

her separate traits and abilities.87

Criteria Recommended
in the Literature

Although it was important to search for candidates
possessing desirable traits, another factor was crucial.
Miner recognized this when he stated ". . + the road to
successful selection . . . requires intensive analysis of
individual districts."88 panush andvoﬁhers suggested that
a diagnésis of the school's needs could be accomplished by
using the Organizational Climate Index.89 The realization
that there are several reference groups which hold different
expectations of the role of the principal prompted OGtrandér

and Dethy to suggest that the selection of a principal

87Dra.ke. p. 816.

88John B. Miner, The School Administrator and Organ-
izational Character (Eugene: University of Oregon, 1967),

. 83.

89Louis Panush, Samuel A. Moore II, and Edgar A.
Kelley, "Conceptual Change and the Role of the Principal,"”

The National Association of Secondary School Principals
Bulletin, LV (April, 1971), 66. »
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should be based, in part;‘on his/her fitneés fo; the
position.90

Buckley castigated school diStricts using partially
or totally unsatisfactory selection methods and procedures.
He observed that inertia would not be dispelled if school
districts selected administrators who buttressed the Qtatus
quo.91

Regardless of the direction ih which a district
decided to move, it had to decide what kind of principal it

d.92

neede Those doing the selecting had to decide what

qualities they would give priority.93 A word of admonition
was offered by Newell. Claiming that the'selection process
would be no better than the persons doing‘the gelecting, he
cautioned those persons to be cognizant of their tendencies

to be biased toward symbolization of the family.94 This

9°Raymond H. Ostrander and Ray C. Dethy, A Values

Approach to Educational Administration (New York: American
Book Company, 1968), p. 154.

91Buckley, bp. 361-62.

92upow to Locate the Best Principal for Your Dis-
trict," School Management, VI (February, 1962), 54.

93Richard C. Spitzer, "What Kind of Principal Do
You Want?" The American School Board Journal, CXV (Novem-
ber, 1947), 29.

94ciarence A. Newell, "Selection for Leadership,"
Educational Leadership, XX (December, 1962), 179.
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problem, he statéd, waé manifestedlﬁhen the persdn_whd was
hired was from the hirér'é élma mater or came from his/hér
state.?3

Reiated closely to the diécuésidn of the necessity
of ascertaining whai kind of person £he district needed were
the methods of assessing the qualities of candidates.
Several assessment techniques have been recommended, but
fgw have been found to have adequate predictive validity.
McVey suggested the construction of objéctive,instruments
to assess personality.96

A requisite for a principal, according to Goldman,
was that s/he ". . . enjoy a high level of professional
competency.?97_ Concurring, Griffiths stated that, "Probably
the mosﬁ important single characte:istig of a successful

school administrator is high mental-ability.“98 Supporting

this statement was Miner who rgcommended:

951bid.

96Richar&,c. McVey, "Personality: A Key to Adminis-
trative Success," Administrator's Notebook, V (April, 1957).

97 samuel Goldman; The School Principal (New York:
Center for Applied Research in Education, 1966), p. 97.

98panjel E. Griffiths, The School Superintendent
(New York: Center for Applied Research in Education, 1966),
. 63. - '
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. . . that a minimum cut-off score on some measure
of general intelligence or verbal ability may be used
in selecting individuals for positions in educational
administration. ' ‘
Hall and McIntyre viewed the usage of a composite score on
two or three tests as a negative screening device through
the establishment of a reasonable cut-off point.loo Assess~—-
ment procedures tested in a study by Huse were intefviews,
projective tests and pencil-and-paper tests. He concluded
that the relative validity of predictor ratings based on the
psychometric data appeared to be higher than ratings based

upon the interview or projective tests.l0l

During the 1950's several studies were conducted
which focused on the use of tests for selecting adminis-
trators. After engaging in a six-year study the staff of

the Department of Educational Administration and Supervision

at the University of Tennessee reached this specific

?9Miner, The School Administrator and Organizational
Character, p. 82.

looRoy M. Hall and Kenneth E. McIntyre, "The Student
Personnel Program," Administrative Behavior in Education,
eds. Roald F. Campbell and Russell T. Gregg (New York:
Harper and Brothers, 1957), p. 422.

101Edgar F. Huse, "Assessments of Higher-Level
Personnel: IV. The Validity of Assessment Techniques Based
on Systematically Varied Information," Personnel Psycholoqy,
XV (Summer, 1962), 204.
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conclusion relating tovthq use of psychological tests:
The arbitrary use of standardizedipaydhdlogical
test scores for the selection of potential school
administriagrs seems to be a highly questionable
practice. - : _ '
Also the staff stated that ". . . there is no single instru-
ment which can serve as a best predictor of effectiveness as
a school administrator.lo3
Ebert,lo4 Jamesl05 anq -Boyce,106 focused on the
validation of a battery of five tests for the selection and

identification of potentially successful school leaders.

The instruments tested were: the Miller Analogies Test,

the Minnesota Teacher Attitude Invento;z, the Adorno F Scale,

the Allggrt—Vérnon-Lindzez Study of Values and the'Edwards

Personal Preference Schedule, Thése researchers concluded

that the tests could be used as screening devices to

102y; chael v. Nunnery, "How Useful are Standardized
Psychological Tests in the Selection of School Administra-

tors?" Educational Administ:ation and Suggrvision, XLV
(November, 1959), 349.

1031p34., p. 355. 104gpert, p. 2548.

105genneth R. James, “"An Empirical Evaluation of
Five Tests for Administrator Selection in a Metropolitan
School District," Dissertation Abstracts, 21:2556, March,
1961.

loekichard D. Boyce, "An Empirical Evaluation of
Five Tests for Administration Selection: The Composite
Study, " Dissertation Abstracts, 21:2546, March, 1961.
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eliminate undesirablelcandidates.

The use of tests to determine eligibility for certi-
fication as an administrator'ih'uew York City whs contested
in a law suit filed by the NAACP Legal Defense and Educa-
tional Fund. The suit challenged tﬁe‘constitutiénality of
the system employed by the New Yﬁrk City School District to
license principals.1°7 Subsequently, the licensing system
was replaced with an alternative system in which potential
candidates were first named acting principals. An addi-
tional factor was the candidate's experience.108

Another factor having implications for school dis-
tricts regardingAthe continuation of the use of tests was
the set of guideiines establisbed by the United‘States Equal
Employment Opportunity Commission. These guidelines stated
specifically the definition of a test and the necessity of
using tests that were valid predictors of performanée.lo9

Assessment techniques were not limited to the use of

tests. Utilized more extensively was the interview. Downs

107”Su1t Seeks to Smash Standards," Saturday Review,
Novamber 21, 1970, p. 72.

1OaInformation obtained in a telephone conversation
with M. Greenberg, attorney with the NAACP Legal Defense and
Educational Fund, July 8, 1975.

109

"Guidelines on Employee Selection Procedures, "
p. 12334, '
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.stated that the interview provided an opportunity to ex-
change v1ta1 information that would not be exchanged easlly
in another way.110 Ulrich and Trumbo suggested that the

interview should be limited to the assessment of one or two

specific areas.111 Examples of areas cited were personal

relations and career motivation.ll?2 Following a review of
the research on the selection interview,'wright commented:

. « « the structured (or patterned) interview has
demonstrated consistent reliability and, although its
validity as a selection tool has not been conclusively
demonstrated, it serves to control some of the most
distorting influences (e.g., interviewer bias) that
impinge on the use of the interview as a selection
device.

Palmisano and Bradford focused on the kinds of

information that could be obtained from an applicant in an

114

interview. They enumerated and discussed eighteen

110c51vin W; Downs, "What Does the Selection Inter-
view Accomplish?" Personnel Administration, XXXI (May-June,
1968), 13.

111Lynn Ulrich and Don Trumbo, "The Selection Inter-
view Since 1949, " Psychological. Bulletin, LXIII (1965), 114.

112:p54a., p. 100.

1130rman R. Wright, Jr., "Summary of Research on the
Selection Interview Since 1964," Personnel Psxcholggg
(1969), 410.

114Gabriel T. Palmisano and Eugene J. Bradford,

"Principalship Interview," The American School Board Jour-
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questiqns_which were designed to provide data for the
interview.

Négativé_aspec£§ of the'éelection'interview were
reported by Webster. He found,then'conducting‘éxperiments
using personnel offiéers. eﬁli;ted men an& recruits of the
Canadian Army, that interviewers were influenced by unfavor-
able information, that interviewers developed a stereotype
of a good candidate‘and sought to match interviewees with
that stereotype, that favorable or unfavorable decisions
resulted from biases which were established by the inter-
viewers early in the interview and that interviewers ﬁought
data to support or deny hypotheses and, when satisfied,
turned their attention elsewhere.lls

In the literature recommendations were made con-
cerning the various aspects of the selection of school
principals. In addition to those relating to determining
the district's needs, the preference for selecting those
inside the district, and assessment techniques, were recom-
mendations relating to sex nondiscrimination. The signifi-
cance of the argument rgga:ding sex disc:imination was that

women were not given an equal ¢hance. Fishel and Pottker

1155, ¢, webster, "Decision-Making in the Employment
Interview, " Montreal Industrial Relations Centre, McGill
University, 1964, p. 124.
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stated that since women comprised a majority of the teachers
but a minority of the principals, the talent of two-thirds
of the profeésidn was being:un&er;utilized-or wasted. 116
Continuing, they emphasized: |

The time is now rlpe for school boards and super-
intendents to move voluntarlly to promote more women
teachers to administrative positions and to_actively
encourage more women to seek these posts.

Lyon and Saario recommended specifically, "That school
districts publicly identify the eliminatioh of discrimi-
nation against women in promotions to administrative posi=-
tions as an organizational priority."118

All of the various aspects in the selection of

school principéls were cohsidered by McIntyre whenvhe recomf
mended these guidelines to be followed in seqﬁentialerder:
1) describe the job to be filled; 2) set up standards for
selection; 3) locate outstanding prospects; 4) get routine

information; 5) appraise each candidate's fitness for the

position; 6) make a recommendation to the board of education;

116Andrew Fishel and Janice Pottker, "Women Lose
Out: Is There Sex Discrimination in School Administration?"
The Clearing House, XLVII (March, 1973), 390.

1171p44q.

1180ather1ne D. Lyon and Terry N. Saario, "Women in
Publxc Education: Sexual Discrimination in Promotions," Phi
Delta Kappan, LV (October, 1973), 122.
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and 7) notify all candidates of the board's decision.l1®
McIntyre réached‘this succinct concluéion, "Unfortﬁnately.
even if the most e1aborate and sound selection procedures
have been used, the final chéicefinvolves3é"leap‘of faith'

that time alone can appraise."lzo

Criteria Recommended
by Organizations

Several education-oriented, as well as non educa-
tion-oriented organizations, had formulated and published a
set of criteria relevant to the recruitment and selection of
elementary school principals. As early as 1948, the Edi-
torial Committee of the Twenty-Seventh Yearbook of the
Department of Elementary School Principals recommended:

1. That every school system should have a written
statement of the basic personnel and professional stan-
dards to be}required of all persons appointed to the

- principalship. These standards should be formulated
by the superintendent and his staff in cooperation with
local principals [8ic]organizations.

2. That these standards should require at least two
years of successful elementary-school experience, part

of which includes direct classroom responsibilities.

3. That the professional preparation should not be
less than the master's degree including special

119enneth E. McIntyre, "The Selection of Elementary

School Prlnczpals," The National Elementarx Pr1nc1ggl, XLIV

12 O:I:bid.
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preparation in educational philosophy, administration
and supervision of elementary schools, child psychology
and development, curriculum, and instructional methods.

4, That in selecting new principals [s:ia discrimin-
ations should not be made on the basis of sex, resi-
dence, or other irrelevant factors. However, it is to
be hoped that future local standards for the principal-
ship will be so clearly stated and so courageously
applied that the proportion of the young people who
undertake the principalship as a life career will be
greatly increased.

5. That there should be, in addition to physical
examinations, a series of tests of emotional stability,
intelligence, professional knowledge, and cultural
interests. The minimum points on these tests, below
which no appointments will be made, should be set in
cooperation with the local principals [8ic]association.

6. That likely candidates for the principalship
should be interviewed by committees of principals as
well as by the superintendent and his staff. These
committees should have authority to indicate those
candidates who, on the basis‘of'ﬁhe evidence, are
qualified for listing in the records from which the
superintendent makes his appointments.12 ”

Thirteen years later, in 1961, the National Educa-
tion Association Department of Elementary School Principals
suggested these critetia: . |

1. Each board of education should have a job descrip-

tion of the elementary school principalship in its
school.
- 2. The school board policy should specify minimum

criteria for screening applicants, such as prior teach-
ing experience in the elementary and/or other schools,

12lmme Elementary-school Principalship—Today and
Tomorrow, pp. 148-49. ' . ' :
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[sic] background in professional courses in elementary
education, administration and supervision, and in
general education; completion of an approved graduate
program for the preparation of elementary school prin-
cipals; desired personal qualities; evidence of lead-
ership and administrative abxllty, 1ntellzgence and
scholarship record. |

3. Women should have equal opportunlty with men for
training and selection.

4. Principalship vacancies should be foreseen early
so that selection procedures can be initiated we%l in
advance of the time the vacancy must be filled.l

The American Association of.Sch061 Administrators
Committee on the Selection of School Principals wrote a
series of reéomméndations :elated to’fhe search and selec-
tion of school principals.123 Publighédvin 1967, these
guidelines were déveloped to aid school districts to uti-
lize objective“approaches_to seiecting school principéls.124

At least one non education-oriented organization had
addressed itself to the problem éf recruitment and selection
of not only school adminiétrators but employegs in general.

The Equal Employment Opportunity Commission, in 1970,

22petter Principals For Our Schools (Washington:
Department of Elementary School Principals, NEA, 1961),

pp. 36-39.

123For example, see Appendix Z.

124AASA Committee on the Selection of School ad-

mlnzstrators, P. 7.



48
enunciated mandatory guidelines:

. . . based on the belief that properly validated
and standardized employee selection procedures can
significantly contribute to the implementation of
nondiscriminatory personnel policies. . . 125

The Commission was concerned primarily with the potentiality
of discriminatory practicés regarding the use of tests as a
selection criterion.126 A guidebook containing recommen-

dations for employers was published by the cOmmission.127

Reported Préctices
in Selection
The practices reportedly used in the'selection'of
elementary school principals were various. Included were
those related to the mechanics of selection and professional

and personal qualifications.

Mechanics of selection. Included in the mechanics
of selection were written procedures of recruitment and
selection. Other mechanical aspects were the involvement of
various staff members in tﬁé selection process, the use of

tests as screening.devicea for qualifying or being eligible,

the use of letters of recommendation and the,use of

125"Guidelines on Employee Selection Procedures,"
p. 12333. '

1261p34., p. 12334,

127Idelson, Inside front cover.
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interviews.

In 1948 the Departﬁent of Elementary School Prin-
cipals conducted a survey in which it found that more than
vhalf of the superintendéhtsv:espbnﬁihg did not iist,any
specific proéedurés or‘desgribe ahy systematic plan‘for
selecting elementary schooi principals.lze‘ Similar results
were obtained by several other researchers. In a survey of
superintendents in Pennsflvania schooi districts in 1971,
Hronakes found that more than two-thirds of the respondents

indicated they did not use written criteria.129

Howard, in
a 1972 survey of Nb:chCardlina school distriéts, found that
only twelve percent reportedly used written plané to guide
them in the selection of elementary school.principals.13o
In Indiana very few school districts in 1973 reportedly had
written policies for selection.;Bl Sixty-two pé:cent of the
respondents surveyed by Greene.ig 1954 indicated that no
attempts were made to evaluate the procedures used.132

Staff involvement in the selection process consisted

128the Elementary-School Principalship-—Today and
Tomorrow, p. l1l42. '

lngronakés,vp. 107. 13°Howard, Pe. 151,

131Wbod. P. 4776. l32Greene, p. 149.
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most frequently of membership on committees.. Templeton;l33
Whitaker,134 Read,!3% and Dunmire and Quigley!36 described
the involvement ef committees.in the selection processes
that were used in specific school districts. Committees
comprising, for example, the superintendent, the assistant
superintendent, elementary principals and teachers deter-
mined the qualities deemed desirablelin candidates, and
subaeqnently, interviewed candidates.

The practice of including staff members in the
selection process, however, was not found to be widespread
in Georgia and North Carolina. .In 1965 Justice found that
seventy percent of the superintendents surveyed in Georgia
indicated that they selected elementary principals without -
the aid of their staffs.l37 Howard obtained results in a

survey of North Carolina superintendents which showed that

133'1'em.p1eton, p. 61.
134w. Earl Whitaker, “"How the Committee Chose a New
Principal," The School Executive, LXXIII (March, 1954),
78-79.

135I.awrence F. Read, "Appointing a Principal," The
American School Board Journal, CXXXIX (July, 1959), 14-15.

136ggwin E. Dunmire and Paul J. Quigley, "Getting
the Right Man for the Job," Nation's Schools, LXXXV (June,
1970), 52-53.

137Justice, p.3166.
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less than forty percént of the respondents indicated that
they used a committee to inﬁetview candidates.138 1n the
same study less than ten percent of the respondents stated
that they used a committee to develop and define criteria
for selection of elementary principals.139

As early as 1925 school districts were determining
the qualif;cations of candidates throﬁgh written examina-
tions.14° Later, school districts required applicants to
complete different kinds of examinations including writteh
and physical. Forty-eight of sixty-three superintendents
surveyed by the Departmeﬁt of Elementary School Principals
in 1948 requted that the examihation used was a physical
examination.;41 The completion of various types of written
tests were required by superintendents in fofty percent ofv

142

the cities surveyed by Greene. Featherstone concluded

that written examinations were a major factor in the

138y0wara, p. 154.  13%mia., p. 152
14oR. E. Pollich, "Superintendents' Standards and
Policies in the Selection, Appointment, and Promotion of

Elementary School Principals," The Elementary School Journal,
XXVI (October, 1925), 108. ’

141'].‘he Elementary-School Principalship——Today and

Tomorrow, p. 142.

14?Greeneh p. 150.



52
selection process.143
More recent surveys have produced data indiéating a
decrease in the use of tests, In Téxas @ost superintendents
suﬁveyed.in 1968 reported thaf they did n§t require writtén
examinations.144 'Similar-ieSuits weré obtained ﬁy Hrona-v

kesl45 0dl46 in Pennsylvania and Indiana, respectively.'

and Wo
Néw_Ybrk City, as well és several other large cities,
required applicants for eleméntary school principalships to
take a serigé of tests. An applicant's score on these tests
was used to determine his/her eligibility for a principal=-
ship. As discussed earlier, this practice, challenged in a
lawsuit brought against the schoql district by the NAACP
Legal Defense and Educational Fund, was discontinued. Sub-
sequent mandates by the Equal Employment Opportunity Com-
mission have placed restrictions on the use of tests.l47
vAnother aspect of the mechanics of selection was the

requesting of letters of recommendation from persons having

some prior or present relationship with the applicant. As

143Featherstone. p. 154. 144Pcteet, p. 3395.
1454r0nakes, p. 109. 146y00a, p. 4776.

147See for example, "Guidelines on Employee Selec~
tion Procedures," pp. 12334-12335.
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an important aid in screeniné candidates, the practice of
requesting letters of recommendation feportedly was utilized
by sixty-five percent and eighty-five percent, respectively,
of the superintendents who responded to surveys conducted by
Howard in 1972148 and by Hronakes in 1971.149 Scott,150
_ W'ood.151 and Lawson152 investigated the extent of this
practice in 1973 and reached similar conclusions.

In 1954 Whitaker described the interviewing of can-
didates, by a coqnittee, for a principalship in the Redwood
City School District in California.153_ interviewing was a
major factor in the selection process in schoel districts

154 In 1970 Dunmire and

surveyed in 1955 by Featherstone.
Quigley described the procedure of interviewing in the Shen-
endehowa Central SChool_Distrietvof Elnora, New York, in

which candidates were interviewed both by committees and the

board of education.l®> Personal interviews reportedly were

required state-wide in 1968 in Texas.l9® 1In both

148h0ward, p. 154. 149yronakes, p. 108.
15°Scott, P. 95. 151Wbod. p. 4776.
152Lawson, pp. 80-81. 153Whitaker, P. 79.
154 "

Featherstone, p. 154.

155Dunmire and Quigley, pp. 52-53.

156poteet, p. 3395.
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Pennsylvania in 1971157 ang in North Caroliha'in 1972158
‘more than ninety percent of the éupérihtendents”responding
indicated the qse'of the interview. The interview report-
edly was considered an important screening device in surveys

159 160 16l

conducted by Scott, Wood™ ~ and Lawsoh in 1973.

Professional qualifications. Many school districts
had reported minimum réquirements regarding academic prepa-
ration. In 1925 Pollich found that thirty-five of-thirty-
six superintendents whb reéponded stafed:that gréduaﬁion
frdm normal school was imperative. In that same survey,
forty~-two percent of the superintendents indicated that they
would not consider candidates who were not gradﬁates of a

162, Master's degree and a high

four~-year college céurse.
scholastic aqademic record reportedly were preferred by
three-fourths and two-thirds,respectively, of the superin-
tendents who responded ﬁo}a_survey conducted in 1962 by

d,163

Bronfel Fifty-eight percent of the superintendents

surveyed by Justice in 1965 indicated a preference for

157Hronakes, p. 108. lseﬂbward, p. 154.
159g00tt, p. 95. 160yo0d, p. 4776.
161 162

163Bror;feld, p. 107.
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candidates with Master's éegreesjand twenty-six percent
indicated that they required a six-year certificate or Doc-

torate. 164

Master's degrees were required by a majority of
the superintendents s&rveyed ih Texas‘ih-1968.165 Hronakes
found that the majority of superintendents rgsponding in

1971 considered a Master's degree in schooi administration

to be important.166

Similarly in 1973 Scott obtained
results indicating superintendents' preference for candi-
dates having a Bachelor's degree in elementary education and
a Master's degree in administration.167

A second requisite for candidates for elementary
principalships had been successful teaching experiehce.
Most superintendents surveyea'by Pollich in 1925 stated that
they required a minimum of two years experience as a teacher,
supervisor or assistant princi;;al.l68 The Department of
Elementary School Principals reported in 1948 that eighty-
four percent of the superintendents surveyed required the

169

candidates to have some experienée in education. In all

1645ygtice, p. 160. 165poteet, p. 3395,

166Hronakes, p. 114. 167

168

Scott, p. 94.

Pollich, p. 108,

. 169The Elementary-School Principalship-—Today and
Tomorrow, p. 136. : ‘
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of the city school systems surveyed in 1954 by Greene, the.
superintendents required candidates for elementary princi-

170 pronfeld found

palships to have teaching experience.
thatvsuperintendents in Pennsylvania in_1962'preferred
candidates having five te ten years teaehing.experi‘ence.”l
Similar results were obtained in Pennsylvania in 1971 by
Hronakes.l72 wWhen these surveys were conducted, however,

a minimum of five years experience was mandated in Pennsyl-
vania. In Georgia ninety-one percent of the superintendents
.responding in 1965 indicated that they required candidates
for the elementary principalship to have had teaching.exper-
ience'.173 When focusing on the requirements for inner city
principalships, Scott found that superintendents in 1973
indicated a preference for candidates having teaching exper-
ience in an inner city school or previous administrative
experience or‘both.174 Suecessful teaching experience was

considered to be the most important criterion by superin-

tendents surveyed in 1973 by woodl75 and rawson.l76

17°Greene, p.‘149. 1713ronfeld, P. 107.
172Hronakes. p. 108. 173Justice, p. 1l61.
174scott, p. 94. - 17%00d, p. 4776.
176

Lawson, p;_80.
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Pe;sonal characterigtics; The sexiahd age of the
_candidates applying fdr elementary principaléhips have been
influential'in‘determining‘the degree pf‘success'the'Candi-
- dates have experience& in obtaihing a'position. Prefer-‘
ential consideration of male épplicénts was‘:eported in two
surveys. Thirty-six percent of the supe:intendehté surveyed
in 1948 by the Department of Elementary School Principalsl??
and forty percent of the superintendents surveyed in 1971 by
178 jndicated a preference for male candidates.

The pércentages of males and females being selected
for elementary principalships have been increasing and
decreasing respectively. The Department‘df Elementary
School Prinéipals presented_statistics for 1928, 1948, 1958
apd 1968. 1In these four years males occupied,ﬁhe principal-
ships in 45, 59, 62 and 78 percent of the elementary
schools. For the femalévprincipals the percentages were 55,

41, 38 and 22.17°

In addition to the sex of the candidate, age was

177 mhe Elementary-School Principalship-——Today and
Tomorrow, p. 136. -

1783ronakes, p..107.

179%me Elementary School Principalship in 1968

(Washington: Department of Elementary School Principals,
NEA, 1968), p. 1ll. '
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also an influential factor. Bronfeld concluded in 1962 that
superintendents in Pennsylvania preferred céndidates*who

180 An applicant

were from thirty to fifty years of age.
whose age was between thirty-one and forty years was pre-
ferred by seventy percent of the superintendents surveyed by

181

Hronakes in 1971_in Pennsylvania. In Indiana in 1973 the

average ége of principals fecehtly hired was between thirty-
4 six and forty years.182
Pefsonal characteristics déemed desirable includéd
more than a preferred sex or age range. fhe ability to
supervise, ability as a professional leader and culture and
refinement were qualities deemed desirable in candidates as
reported by superintendénts in 1925,183 Lawson questioned
superintendents regarding qualifications considered to be
important.in applicants. One hundred percent of the school
districts surveyed stressed the personal qualification of
honesty. Considered highly important were the ability to
communicate, self-control, personal enthusiasm and compe-
téncy of judgment. Qualifications labeled fairly important

were age, appearance and dress, academic achievement

lsoaronfeld,.p. 105. ' lalnronakes, p. 107.

1824004, p. 4776. 183po11ich, p. 108.
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educationaivprepa:ation,.thé ability ﬁovspeakvin_pubiic, a
democratic philosbphy‘of education. téctfulnes#, extracur-
ricular activities in college, the ability to make decisions
'quickly and physical fitness and'health.184"

Focusing on inner city school districts, Scott ques-
tioned superintendents in 1973 regarding spécific personal
qualifications desired in candidates; Among those identi-
fied as most important were: freedom from racial prejudice,
ability and experience.in‘working with controversial issues
and minorities, an awareness and knowledge of poverty, an
awareness of stereotypes and myths about minorities and

ability to communicate withxminorities.185~

' SUMMARY

The literature reviewed indicated that there was a
wide gap between recommended criteria and reported practices
in the recruitment.of elementary school principals. it was
emphasized that recruitment should be‘sufficiently extensive
to provide a pool of candidates from which could be selected
the one suited most appropriately for the specific position.
Recruitment should involve administrators other than the

superintendent and should be a continuing task. Persons not

18413wson, p. 81. 185gc0tt, p. 96.
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currently eﬁployed in,tﬁe school districtgsearching for a
principalbshéuld not be excluded from cénsidefation;

Reported practices, on the other hand, did not
indicate adherence'necéssarily fé the criﬁeria recommended.

For example, at least two étuaies found thét superintendents
reportedly preferred principals fromiamoné persons preséntly
employed in their school districts. |

There had been attempts to identify cértain traits
in individuals which would be indicative of their potential
as future administrators. These attempts had resulted in
much equivocalness. Few, if any, singular traits or char?
acteristics served as valid predictors of the future éuccess
of aspiring édministrators.'

Careful study of the various factors involved in the
success of a potential principal had caused some researchers
to conclude that the needs of the school and the school
district must be determined as a prerequisite to the selec~
tion of a érincipal for a principalship. Where these needs
had been enunciated, efforts could be focused on selecting
the applicant poasessing the qualities required to meet the
school's needs. |

The selection proéess.itself had. been enshrouded in

controversy. For example, one requirement in several of the
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larger cities was to have the épplicanté complefe a battery
of tests to determine gheir eligibility.‘ This requifement,
recently scruitinized by a court ih New ¥brk City, hés sub-
sequently been discontinued in that §ity. ‘Another pfabtice
that had become subject té Eriiicisﬁ. especially by women,
was the preferential selectionvof men for elementary princi-
palships. The pfoportion of women to men being hired had
been decreasing for the past four decades.
| | Professional organizations whichvhad pubiished rec=-
ommendations regarding recruitment and selection included
the Department of Elementaty School Principals and the
American Asséciation of School Administrators. The former
published a set of recommendations in 1948 and 1961, and the
latter publiéhed a set in 1967.

Specific practiqes reported to be widespread in the
selection of elementary principals included the involvement
of staff members, the use of letters of recommendation and
the use of interviews. Most school districts reportedly
adhered to specific requirements regarding aéademic prepar-
ation and teaching and administrative experience. And
finally, superintendents and school districts searched for

candidates possessing selected personal characteristics.



Chapter 3
DESIGN OF THE STUDY

The major purposes of the study were threefold: to
identify the criteria recommended by national and state
education-oriented and non education-oriented organizations,
by college and university professofs of educatiehal adminis-
tration and by local elementary principals' associations or
local administrators' associations for utilization in the
recruitment and selection of elementary principals in public
school districts; to identify reported prectices in the
recruitment and selection of elementary principals in public
school districts enrolling more than 20,000 students; and to
determine the correspondences, if any, that existed between
the criteria recommended and the precticesvreported in the
recruitment and selection of elementary principals in public
school districts enrolling more than 20,000 students.

The type of research used in this study was descrip-

tive survey research. According to Kerlinger:

62
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Sufvey research-étudies'large‘and'small populétions
(or universes) by selecting and studying samples chosen
from the populations to discover the relative incidence,
distribution, and interrelations of soc;ologlcal and
psychological variables.186
A sample was selected from which characteristics of the

defined population were inferred.
POPULATIONS

Organizations in existence in ihe United States were
summarized by Fisk.187 During a perusal of the summaries
of the nationai organizations, twenty-eight education-
oriented ahd nine non education-oriented orgénizations were
selected to receive and requested to respond to Question-
naire IA.188 The United States Department of Labor, the
United States Department of Health, Educationland Welfare
and the United States Equal Employment Opportunity Commis-
sion were included in the thirty-seven national organiza-
tions which were requested to respond to Questionnaire IA.

Determination of the popuiation and sample for

186preq N. Kerlinger, Foundations of Behavioral
Research (New York: Holt, Rinehart and Winston, Inc.,
1973), p. 410.

187Margaret Fisk (ed.), Encyclopedia of Associa-

tions, Vol. I, National Organizations of the United States
Detroit: Gale Research Co., 1973), pp. 459-553.

188gee Appendix A.
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Questionnaire IB was made after the pilot study was con-
ducted. The pilét study was designed to pfovide data
regarding state level organizatiohs which might have formal
guidelines concerning the recruitment and selection of
elementary school érincipals. An additional source of state
level organizations, Education Direct§r24~Education Associ-
ations 1974,189 provided a list of state organizaﬁions and
their addresses. When the state level organizations were
identified, Questionnaire IB was sent to_seventy-one organ-
izations in the ten states selected for participation in the
study.lgo

The population and sample for Questionnaires IC and
ID were the same aé those selected to receive the Recruit-
ment and Selection of Elementary Principals Suivey (RASEPS) .
The population was those public school districts in the
United States which had student énrollments greater than
20,000 in the 1973-74 school year. Another criterion was
that the school districts included, but were not limited to,
grades 1-8. School districts having one of the foliowing

organizational patterns were eligible: 1-8, 1-12, K-8, K-12,

18910is Lopez, Education Directory-——Education Assoc-~
iations 1974 (Washington: Government Printing Office, 1974),

pp. 46-73.

19°See Appendix F.
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PK-8, PK-12 and PK-éG. Also the public school districts had
ﬁo be loc#£ed‘in the fifty'states.'eXcluding the District of
Columbia, territories and posﬁessiﬁns.Offthe United Statés,

In the 1973-1974 school year the:ezﬁere 256 public
school districts 1ocatedfih forty-twp sﬁates thch ﬁet the
above stated criteria.191 Deléware, Maine; Montana, New
Hampshire, North Dakota, South Dakota, VErmont ahd Wyoming
did not have any public school districts which enrolled
more than 20,000 students. The forty-two staﬁes having at
least one district which enrolled more than 20,000 étudents
were listed alphabetically and numbered from one to forty-
two éonsecutively. Using a table of random numbers,vten'
numbers from one to forty-two were selected randomly.192
The ten states corresponding to the ten numbers wefe Cali-
fornia, Connecticut, Florida, Georgia, Idaho, Indiana,
Minnesota, Nebraska, New York and Texas. The seiection of
ten states for inglusion in the stuay repreéented 23.8‘
percent of the total of forty-two.

After the ten states were selected, all of the

public school districts which enrolled more than 20,000

1915effrey W. Williams and Sallie L. Warf, Education
Directory-—1973-1974 Public School Systems (Washington:
Government Printing Office, 1974), pp. 250-52.

192

Kerlinger, pp. 714-15.
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students ih'the 1973fl974‘s¢hboi yéar in gééh state were
listed alphabéticéily aéédrding'tO-sﬁafe;.,If'theré'wefe
less than four dist;'-iét's",'which" Quélifieé, all j‘we're'_‘ included
in the sample. If there were fouf'or mofe disfricts which'
qualified, all were listed'alphébetically.‘lSubsequently.
three were selected'randomly. These twentyéseven'districﬁs
thus selected comprised the sample surveyéd,bybthe ré-
searcher through Questionnaires IC, ID and the RAéEPS.193

For Questionnaires IE and IF the population was the °
colleges and universities in the tenustétes selected for
participation in this study. To be included.in this study
the colleges and universities had to offer certificate{or
degree programs oOr boﬁh in elementary administration and the
superintendency. 'These.programs had to be accredited by the
National Council for Accreditation of Teacher Education
(NCATE).lg4 In the five states that had less than four
colleges and universities which'qffered prdg:ams accrédited
by NCATE, all of these institutions‘we:e,;ncluded-in,the

sample. In the five states which had four or more colleges

1935¢e Appendix K.

194W Todd Furniss (ed.), American Universities and
Colleges (1llth ed.; Washington D.C.: American Council on
Educat;on, 1973), pp. 84-93.
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and universities that offered programs accredited by NCATE,
all of these‘institutions were'listed alphabetically‘accord-
ing to the state in which they were located. Subsequently,
from each of the five states; three colleges or universities
were selected randomly for inclusion in the study. The
total sample was‘comprised}of twenty-one.colleges and
universities.195

For the second segment of this study-—a survey of
reported practices in the recruitment and selection of

elementary school principals-—the population and sampie were

those described earlier in pages 64-66.
INSTRUMENTS

Developed for utilization in this study were Ques-
tionnaire I and the Recruitment and Selection of Elementary
Principals Survey. Questionnaire I was-diyided>into six

forms and identified as IA, IB, IC, ID, IE and IF.

Questionnaire IA
Sent to thifty-seven selected national organiza-
tions, thie questionnaire included only three questions.196

The purpose of the questionnaire was to determine which

195see Appendix R. 196gee Appendix C.
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national level organizations had,formuléted and published a
set of crite:ia relevant to ﬁhe recruitment and selection of

elementary school principéls. Additionally, if an brgani-

R}

zation had established a set of criteria, it was requested '

to send the researcher a copy.

Questionnaire IB

Seventy-one state level organizatipné in the ten
states selected for participation in the study were re-
quested to respond éo Questionnaire.IB. Similar'to Qﬁes-
tionnaire IA, it was desiéned to ascertain’whiéh state level
organizations had formulated and pﬁblished a set of criteria
relevant to the recruitment and selection of élementéty‘
édhool prihcipals.197 These organizations were requested
to send the researcher a copy if they‘had formulated and

published one.

Questionnaire IC

Questionnaire IC was sent to the superintendents of
the twenty-seven public school districts selected to later
receive. the Recruitment and Selection of Elementary Prin-

cipaIBISurVey (RASBPS). Eacﬁ'superintendenf was'requested

197g5ee Appendix H.
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to write the name and school address of the presideht of the
local elementaty principals' association. or the local admin-

istrators' association.lga

Questionnaire ID

This questibnnaire was sent to the pregidents of
the local elementary principals' aséociations or the local
administrators' associations identified iﬁ Questionnaire IC.
These presidents were requested to send the researcher a
copy of the set of criteria, if‘ﬁherevwere oné, which their
associations #ecommended for utilization in the recruitment
and selection of elementary principals.lgg Also, each
association president was requested to write the name and
school address of the personfin'his/her district who was
responsible for recruiting, interviewing and selecting

elementary school principals.

Questionnaire IE

Questionnaire IE, which was sent to the deans of the
NCATE accredited'cblleges<or schools of education in the ten
states selected, included questions'regarding whether or not

a course in personnel administration or a course related to

198See Appendix M;

199gee Appendix P.
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personnel administration ﬁas:offeredvin'the~institutions of
which they were the administrative heads.?oop The intention
of the QueStionnairé was-to-deiermihé the;tiﬁle of the
course, if oné were offered, and the name of the prbfessor

who currently was teaching it.

Questionnaire IF |

This questionnaire was sent to -the professors iden-
tified in Questionnaire IE. These profeséors were requested
to send to the researcher a copy 6f thé set of criteria, if
there were one, for utilization in the recfuitment and
selection of elementary school principals'which they pre-
sented to the stﬁdents'ih-the persbnnel administration or

201 If the professor had not

related cburses they téught.
formulated a,spegifie set of criterig, he was requested to
send to the researcher a copy of the.syllabus which he

distributed to his students and the title of the textbook

which was the primary source of content for the course.

Recruitment and Selection of
Elementary Brincigals Survey

Developed for the second part of the study,_the‘

?OOSee Appendix T.

2013ee Appendix W.
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RecruitmentVandVSelecﬁion oflElédehtéryFPrinéipals-Sutvey
(RASEPS) cohsistediof'séverai caﬁegorigs of items deéignéd
to identify reported practiééS'in'tﬁe rec;uiﬁment and
selection of elementary school principals.in'éublic school
districts which enr§11ed more’thanlzb,OOO stﬁdents during
the 1973-74 school year. The,tﬁo main parts in RASEPS were:
Basic Information and Recruitménﬁ‘and-Selection Methods.
'Categories of Recruitment and Selgction Methods were: Re-
cruiting Cahdidates, ﬁtilizing-dommittees,_Adopting the
‘Selection Procedure, InVestigatihg the Candidates and

Selecting the Principal.2°2

PROCEDURE

When the populations and samples_had been deter-
mined, Questionnaires IA-IF were.formulated, These ques-
tionnaires were then sent to those organizations and persons
as identified previously. lThe purpose of these.question-
naires was to provide data iegar@ing critefia ;hat were
recommended for utilization in the recruitment and selection
of elementary school principals. The criteria recommended
became the basis for the formulation of RASEPS. Comprised

of several categories of items designed to identify reported

202g¢¢ Appendix BB.
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practices in the recruitment and seleétionVOf elementary
school principals..RASEPS was sent‘to the personnei direc-
tor, director of elémentgry-education, assistant superin-
tendent or superintendent in each of the twenty-seven
randomly selected public school districts which had enroll-
ments greater than 20,000 in the 1973-1974 school year.

Following a compilation and anaiysis of the data
obtained in RASEPS, the fesearcher determined the corres-
pondences that existed between the cr}teria recommended and
the practices reported in the recruitment and selection of

elementary school principals.
PRESENTATION AND ANALYSIS OF THE DATA

Following the identification of the organizations
which recommended criteria and the identification of the
criteria recommended, the organizations and the criteria
were listed. Each critérion was identified according to the
organization or organizations which recommended it.

From the criteria‘recommended. items were déveloPed
for RASEPS. éeveral criteria were changed from declarative
to interrogative statements. In several instances one
criterion was the basis for two or more items. In other

instances two or more criteria were combined to form one
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item.

The respopses to the items in RASEPS were recorded
by the frequency of response and the percentage‘of the total
number of responses. These data were summarized and dis-
plaYed in tables in Chapter 4. |

| The third segment of the study—the first and second
segments were the identification of recommended criteria and
the identification of feported practices in the recruitment
and selection of,elemehtary principals respeqtively-—was the
determination of the correspondences, if any, which existed
between the criteria recommended and the practices reported.
This was accomplished by discussing each criterion and the
responses to the corresponding item ér items in which the
respondents indicated the practices aé they existed in their

school districts.
PILOT STUDY

COnducting'g pilot study in Oklahoma to aid in the
final formulation of Questionnaires IB, IC, iD. IE, IF and
RASEPS was an iptegral part of this study. Copies of each
guestionnaire were sent.to groups representative of those
which were surveyed later in the major segment of the study.

Organizations in Oklahoma that were requested to respond to
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Questiohnéire IB were: Thé'Okléhoma‘Staté Department of
Education, the Oklahoma éohgressvof_farenté and Teachers,
the Oklahoma stafe School Boards Association, the Oklahoma
Association of Elementary SChool Prihcipals, the.Oklahoma
Association of séhool Admihistrato:s, the bklahoma Education
Association and the state office.of the american Civil
Liberties Union. Questionnaire IC was sent to the superin-
tendents of the four school districts in Oklahoma which had
student enrollmehts greagé: than 20,000. _When Questionnai£e
IC was completed and returned to the researcher, ngstiqn-
naire ID was sent to the presidents of the local elementary
school principals' associatiéns in these districts.

Questionnaire IE was sent_to the Dean of the College
of Education of Oklahoma State University, the Uhivetsity of
Oklahoha and the Univeréity qf.Tulsa, When Questionnaire
IE had been completed and returned to the researcher..Ques—
tionnaire IF was sent to the professor who taught the course
in personnel administration in the College of Education in
each of these universities.

By conducting this pilot study the researcher was
able to collect data of two kinds. Suggestions for cor- _
rections and impro#eménts in the quéstionhaire were received.

Also, the pilot study provided an initial idea of the kinds
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of criteria being recommended by the various Qrogpa,

The second phasevof‘the pilot study occurred after
"the initial draftihg of RASEPS. The researcher interviewed
the personnel director, director of'elementary‘educatian,
or the assistant»superintendenﬁ for instruqtion in these
public school distrigts in Oklahoma that had student enroll-
ments greater than 20,000: ‘Lawton Public Schools, Oklahoma
City Public Schools, Putnam City Public Schools and Tulsa
Public Schools. During the interview the person interviewed
was requested to respond to the items in the questionnaire 
and to the format of the questionnaire.

In additian to interviewing tﬁosg mentioned.above,
several professors of educational administration and a
graduate class in educational administration at the Univer-
sity of Oklahoma were asked to respond to the format of the
questionnaire and the items coatained‘therein. When the
suggestions and criticisms_had been received, the final
draft of RASEPS was written and included appropriate re-
visions recommended by those requested to respond during the

pilot study.
SUMMARY

Described in Chapter 3 were the design of the study,
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the populations and sémfles; £he inst:umehtg used‘by the
researcher to collect déta, the~pro¢equre,followedtb
collect data, the'methbd"of p:esénﬁatiopéﬁd énaiyéisuof
data‘and-thévpilbt study; Labeigd‘aé,a-deséripﬁiVe survey,
the study involved the coliectigh of data through the
utilization of two questionnaires, the first of which had
six forms. The data obtained through Questionnaires IA-IF
became the basis for the formulation of RASEPS. To increase

the validity of the study,;a pilot study was conducted.



‘Chapter 4
PRESENTATION, ANALYSIS AND'INTERPRETATION OF THE :DATA

Various organizations were sént qﬁeéfibnnai:és'and'
were requested_to respond regarding what criteria, if any,
they recommended to be utilized in the recruitment and
selection of elementary school principals. Included were
national and state organiéationé, college and universiiy
pfofessors of educational administration and local elemen-
tary principals' associations or local Qdministrators‘
associations. Collecting data from these sources ¢ompfised
the first segment of the stqd&.

The second segment involved the development of a
questionnaire designed to provide_data rega:ding reported
practices in the recruitment and selection of glémenta:y
school principals. The criteria recommended were the basis
for the formulation of the Recruitment and Selection of
Elementary Principals Sufvey (RASEPS) .

Questionnaire I was divided into six forms: IA-IE.

Questionnaire IA was sent to thirty-seven national

77
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6fganizations.2°3 'Resébnses were received from twenty-seven
of these organizations or 73 percent‘ofvthe tdta1.2°4 The
national organizations were divided ihto ﬁwo.cétegories:
noﬁ education-oriented and'education-oriented. As shbwn in
Table 1, responses were received from twenty-two national
education-oriented organizations and from five national non

education-oriented organizations.

Table 1

Number and Percent of National Organizations
Responding to the Questionnaire

National organizations Numbef Number Percent

: ' Responding
Education-oriented 28 22 78.6
Non education—oriented 9 5 55.5

A very small percentage of fhe national organiza-
tions which responded had indicated that they recommended a
set of criteria reievant to the recruitﬁent and selection of
elementary school principals. Twenty;five of the national

organizations responding indicated that they had not

203gee Appendix A.

204See Appendix E.
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formulated and published a set of criteria. Table 2 shows
that only two organizations had formulated and published a

set of criteria.

Table 2

National Organizations Which Recommended Criteria Relevant
to the Recruitment and Selection of Elementary Principals

National organizations Number Published a set Percent
of criteria

Education~-oriented 22 | 1 4.5

Non education-oriented 5 ' 1l 20.0

Both of the national organizations which indicated
that they recommended a set of cfiteria sént‘cOPies to the
reseérchef as fequested in quéstion two of Questionnaire IA.
The only national education-oriented organization was the
American Association of School Administratofs.zos Tﬁe

United States Equal Employmenﬁ Opportunity Commission was

205phe American Association of School Administra-
tors, the National Association of Elementary School Prin-
cipals, the Council of Chief State School Officers, and
two similar organizations have established and sponsored
the Educational Research Service, Inc. The set of criteria
recommended by the AASA was sent by the ERS. For criteria
recommended, see Appendix Z.
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thé‘soie national'hon-edhcationboiiéntéd'oréaﬁization.zos
These additional materials, determined by ﬁhé'researche:v'

to be irrelevant regarding reCommended criteria, were sent.

The University Council for Educational Administration sent

trators: Summary of a UCEA CommissionVReggrﬁ and the Aﬁer-
icén Associatioh 6f University Wbmenhsent Women Public
School Téachers; "Second 01ass,‘Sécond Rank, Second Réte?"

 Ques£ion three of Questiohnai:e IA asked the respon-
dent to write the namg(s) of any other organization(s) .
which, to his/her knowiedge, had formulated and published a‘
set of criteria relevant to the recruitment and,selecﬁion
of elementary sghooluprincipals.i of the twenty-sevenvna-
tional organizations responding,’thirteen,did not write the
name(s) of any other organization(s).. Nine vtote the names
of organizations_which had-already beén gént guestionnaires.
The résponses of the national organizatiéns are presented in
Table 3. |

Copies of Questionnaire IB were sent to seventy-one
state organizations located invthe tén states identified.

earlier.297 all of these organizations were education-

206por criteria recommended, see Appendix Z. .

207See Appendix F.
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oriented. The averége'huhber df.organizaticns’contacted in
each state was seven.

Table 3

Responses of National?Organizations Regarding Additiona1
Organizations to Contact Concerning Criteria Recommended

Responses ' . Educatiqn- Non education-
oriented oriented

Suggested organizations
previously contacted ' 8 1

Suggested organizations : ,
later contacted" 3 0

Suggested no organizations - 10 . 3

Suggested non national
organizations - : A R : .

Of the sevenfy-one state education-oriented drgani-
zations requested to respond, fifty-eight or 81.4-pércent
réspdnded.zo8 Only two of the fifty-eight state education-
orientedvorganizations which respohded recommended a set of
criteria relevant'to'the'recruitment and selection of éle-
mentary school principals és requested in Question two of

Questionnaire IB. Both of these state organizations sent

208ge0¢ Appendix J.
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the ;esearcher a éopy of their recommer_xdations.zo9 The
Public Edncation Associgtion étated very specific recommen-
dations. The Minnesota Parénts, Teachers, and Students
Association listed recoﬁmendations specificaily for their
members regardinﬁ their rolesAin the‘reéruitment and selec-
tion of school administrators.

The third question in Questioﬂnaire IB asked the
respondent to write the name(s) of any other organization(s)
which, to his/her'knowledge, had‘formﬁlated and published a
gset of criteria relevant to the recruitment and selection of
elementary school principals. - Of the fifty-eight state
organizations which responded, forty-two did ﬁot write the
name(s) of any other organization(s). Sixteen wrote the
names of organizations which had already been sent
questionnaires.

Questionnaire IC was sent to theAsuperintendent of
each of the twenty-seven school districts selected to
receive RASEPS. Responses were received from one hundred
percent of the superintendents. Written responses were
received from twenty-five of the superintendents. Informa-
tion was obtained from the other two superintendents by

telephqne.

209p0r criteria recommended, see Appendix 2.
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Included in Questionnaire IC weré:two questions
concerning the existence, if any, of é loéal elemeﬁfary
principalq' association or a loéa; administrators' associ-
ation. In two additional quesﬁions the éuperinténdent was
requested to write the name and school address of the person .
who was the presidenﬁ of the locél assodiation. ‘One.hundred
percent of the superintendents provi&ed thevname and school
address of the president of the local assoéiatioﬁ. ‘Pable 4_

shows the‘responses to the first two questions.

Table 4

' Existence of a Local Elementary Principals' Association or a
Local Administrators' Association as Indicated by
the Superintendents of the School Districts

Association ' _ Number - Percent
Local elementary principals' 15 55.6
Local administrators' 12 44.4

Following the identification of the presidents of
the local associations, Questionnaire ID was sent to them.
Responses were received from one hundred percent of the
presidents. Written responses were received from twenty-
four of the presidents. Information was'obtained from the

other three presidents by telephone.
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In the f;rst of three queetlons the pres;dents were
asked if the associations of which they were the preszdents
had formulated and published a set of criteria relevant to
the recruitment and selectlon of school prlnc1pals, espec;-
ally elementary school prlnc1pals. Twenty-seven, or one
hundred percent, indicated‘that‘their associations had not
recommended a set of criteria. Because none of the associ~
ations had recommended a set of criteria, none sent a copy
to the researcher as requested in question two of Ques-
tionhaire ID.

The third of three questions in Questiennaire ID was
designed to identify the person employed in the school
district and his/her school,address who was responsibie
initially and primarily for recruiting, ihterviewing end
selecting elementary school principaIE. All of the respon-
dents provided the information requested.

Designed to i&entify professors who taught courses
in personnel administration or related'to personnel adminis—
tration, Questionnaire IE was sent to the deans of the col-
leges of education in twenty-one colleges and universi-
ties.210 Responses were reeeived from nineteen deans or

90.5 percent of the total. Twelve respondents, as

21°See4Appendix R.



shown in Tab;e 5, indicated that a personnel adminisf:ation'
course was offered in the college of education of which thef
were the dean. Fbur respondents indicatéd that a course -
related to personnel administration was offered. Three
respondents indiéated that neither a cburse in persénnel

administration nor a related course was offered.

Table 5

Personnel Administration Courses or Related Courses Offered

Course , _ » Number Percent

Personnel administration 12 63.2
Related to‘personnel administration 4 i 21.0
No course offered ' 3 15.8

In addition to being asked to indicate if a course
in personnel administration or a courée reléted to pefsonnel
administration was offered, the deans were requested to
write the names of the professors who taught the courées.
The names of.the_professors were provided by the deans of
the sixteen colleges of education whiéh offered either a
course in personnel administration or a course related to
personnel administration.

Following the identification of the proféssors who
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taught courses in persdnnel administration or courses re-
lated to personnel administration,Queséipnnaire IF was sent
to them. All of the sixteen professors who were sent Ques-
tionnaire IF returned ﬁhem. The"results ére displayed in
Table 6. Since two professors indicated that théy did not
teach eitherva course ih pe;sonnel‘administration or a
course related to personnel administration, they were not
requested to respond td the remaining questions in tﬁe

questionnaire.

Table 6.

Responses of the Professors Regarding Courses Taught in Per-
sonnel Administration or Related to Personnel Administration

Courses : . Number Percent
Personnel administration : 8 ' 50.00
Related to personnel administration 1 : 6.25

Both a course in personnel admin-
istration and a course related 5 31.25
to personnel administration

Neither a course in personnel
administration nor a course 2 - 12.50
related to personnel :
administration

With the exéeption of one professor, all of the re~

spondents who stated that they taught a course in personnel
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administration or a course relatéd.to personnel'administra_
‘tion indicated that they did not recomMend a set of criteria
reievant to the rgcruitment and selection Of_eleméntary
school principals. One profeésor responded’that he did
recommend a set of criteria but that it was not yet printed.
Since no professor had a written set of criteria available,
none was sent to the researcher.

Each professor was requested to send the reseaxcherv
a copy of the syllébu§ he used iﬂ‘his‘classes; One profes-
sor indicated that he did not distribute a pfinted syllabus
to his students. The reseafcher‘didinof réceiveva copy of
the syllabus used by six professors. A syllabus was en-
closed with the questionnaire by‘eight professors. In each
syllabus it was indicated that a segment of the course dealt
with the aspect of recruitment and selection of school
personnel.

In the final question of Questionnaire IF; the
professors were requested to write'ﬁhe titles of the text-
books used and their authors. Ten professors responded to
this question and four professors did not. Of the ten who
responded, five indicated they used a book by W. B, Cast~-

etter, The Personnel Function in Educational Administration.

The remaining five professors indicated that they used a

total of four different books. In the book by Castetter,
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two chapters or 44 pageﬁ but of a total of 366 pages were
devoted to the reéruitmeht'and selection of«perlonnel;
Assuming that one requiremeht in the persbnnei courses was
the reading of the fextbook,.it'would‘ﬁeeﬁ that Castetter's
recommendations'were given consideration.zll‘ |

Folldwﬁng the identification of the criteria recom-
'mended, RASEPS was developed and sent to the superinténdent,
assistant superintendent, personnel director or directbr of
elementary education in the twenﬁy-seven randomly-selected’
public school districts. Twénty—two of the respohdents or
81.5 percent returned usablé responses. A letter} received
from one school district, indicated that it was the policy
of that district not to respond to é questionnaire unless
information pertinent to the school district would ﬁe pro-
vided. No completed questionnaireé were received from four
school districts as shown in Table 7.

Each respondent was reQuéated to enclose with the
completed questionnaife a copy of the.applicationﬂform for
administrative positions used in his/her schodl district.

Of the twenty-two respondents who returned a completed

2llpne gata regarding criteria included in Castet-
ter's book, discussed briefly here, will not be discussed
further because of their relative insignificance to the
survey. - . | S
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Table 7 )

Responses to RASEPS

Responses .~ Number Percent
Responded with usable returns 22 T ' 8l1.5
Responded but fefused to |

complete questionnaire , 1l ' 3.7
Failed to respond . .4 ' 14.8

questionnaire, twelvé enqléééé a copy of.thé applicatidn
form. Ten respondents f&iied to enclose a copy of the ap-
plication form. After a separate letter requesting a cbpy
of the application form was sent to these ten persons, seveh
sent a copy by return mail. As presented in Table 8, a copy
of the application form was'receiyed from nineteen or 86.3
bercent of the responding schoﬁl'districts.

The responding school diétricts were described in
two aspects-——organizational arrangements and student enroll-
ments. Organizational ar:anéements were of four types:
1-12, K-12, PK-12 and PR-PG. fhere'was one regponding
schooi‘diatiict with af1-12 arrangement and one ﬁithfa PK-PG

arrangement. Fifteen_districts had a K-12 arrangemént and
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Table 8

Responses to the Request for a Copy of the Application Form

Responses | , ' Number Percent

Enclosed a copy of the application ' .
form with the completed 12 54.5
questionnaire ' i

Sent a copy of the application
form when requested by a ~7 31.8
separate letter ' '

Failed to enclose a copy of the
application form with the ' 3 13.7
questionnaire or when requested : ‘
by a separate letter

five districts had a PK~12 arrangement.212 Recorded in

Table 9 is the number of school districts with each type of

Table 9

Organizational Arrangements of Responding School Districts

Organizational arrangement - Number Percent
1-12 ' 1 4.54
K-12 . 15 68.19
PK-12 ' a 5 ‘ 22.73

PK-PG S | 1  4.54

212gq¢ Appendix JJ. -



91
organizational arrangement.
The secénd aspeét described was studént enrollmeﬁts )
which ranged from a high of 63,473 to a low of 20.422."The
mean student en:ollment o£ §he_twenty+two respénding school
districts was 36,177.3. When catégorized,.théjméjority of
districts had student enrollments in the 20,000-29,999
category. Included in this categorvaére tﬁirteen school
districts. In the 30,000-39,999 category and the 40,000-
49,999 categoiy, there were one and twb districts respect-
ivel&. As summarized in Table 10, there were,§hree schqol

districts in each of the 50,000-59,999 and 60,000-69,999

categories.
Table 10
Categories of Student Enrollments
of Responding School Districts
| Category Number Percent
20,000-29,999 13 59.10
30,000-39,999 1 4,54
40,000~-49,999 2 9.10
50,000-59,999 3 13,63
3 13,63

60,000-69,999
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The Recruitment and Selection of Elementéry Pfin-
cipals Survey (RASEPS) was comprised of two parts—Basic
Information and Recruitment and Selectioh‘Methods. Cate-
gories of Recruitmeﬁt and Selection Methods included Re-
cruiting Candidates, Utilizing Committees, Adopting the
Selection Procedures, Investigating the Candidates and
Selecting the Principal. |

The first itém ih category A, item Al, was developed
from criterion 27-—formal identification and recruitment
procedures for school principals should be developed in
every school system. Criterion 27 was recommended by the
EEOC,.the AASA and the MPTSA.213 As.presented'in Table 11,
fifteen or 68.2 percent of the respondents reported that
their school districts had developed formal identification
and recruitment procedures. In 31.8 percent of the dis-
tricts formal identificétion and recruiﬁment procedures
reportedly had not been developed. In this instance three
of four organizations recﬁmmended the criterion and 68.2
percent of the respondents reported the corresponding

practice.

213qme EEOC, the AASA and the MPTSA represent the
United States Equal Employment Opportunity Commission, the
American Association of School Administrators and the
Minnesota Parents, Teachers, and Students Association
respectively. ' ‘
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Table 11

Development of Formal Identification
and Recruitment Procedures -

Item Number Percent
: Yes No Yes No

Formal identification and
recruitment procedures 15 7 - 68.2 31.8
had been developed

From criterion 3l—objective measures should be
established to analyze and monitor the recruitment process—
item A2 was developed. Table 12 shows that eleven of the
respondepts or 50 percent reported that measufes were estab-
lished to analyze and monitor the recruitment prbcess.
Recommended by the EEOC only, the_practice was reported by

half of the respondents.

Table 12

Measures to Analyze and Monitor the Recruitment Process

Item Number Percent
Yes No Yes No

Measures were established to v o
analyze and monitor the 11 11 50.0 50.0
recruitment process
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Item A3 was based on criterion 32—an Affirmative

Action file of minority'and*female applicants not hired who
are potential candidates for future openings should be main-
tained—which was recommended by thé EEOC and the PEA,Zl4
Fifteen or 68.2 percent of the respondents, as shown in
' pable 13, reported that their school districts maintained
an Affirmative Action fiie; Fifteen of twenty-two school

districts reported the practice as recommended by two

organizations.

Table 13

Maintenance of an Affirmative Action File

Item Number : Percent
Yes No Yes No

An Affirmative Action file .
of minority and female 15 7< 68.2 31.8
applicants for future :
openings was maintained .

Criterion 34-——contact with minority, women's and
conmunity organizaéions should be developed and maintained—
was recommended by the EEOC and the PEA and was the basis

for item A4. Of the twenty-two responding school districts,

214ym,0 pEA denotes the Public Education Association.
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eight or 36.4 percent reporﬁed that contact with minority,
women 's and'community ofgaﬁizations was developed and main-
tained. Contact with these grcupsjwas nonexistent in.63.6
percent of the school,dist:icts as disclosed iﬁ Table 14.

In this instance two organizaﬁions'recomméhded the criterion

and only 36.4 percent reported the corresponding practice.

 Table 14

Contact with Minority, Women's or Community
Organizations Regarding Recruitment

Item : ‘Number Percent'
Yes No Yes No

Contact with minority, women's
or community organizations . :
regarding recruitment was 8 14 36.4 63.6
developed and/or maintained :

The EEOC recommended tﬁat minorities and females
should be utilizéd in the recruitment and entire personnel
process. As criterion 35 it beéame the basig for item AS
which was divided into two parts. Individuals of minority
groups reportedly were used in the reéruitment and/or selec~
tiﬁnfprocess.in'seventéen school distriets, In eighteen
schopl districts women répottedly were u#ea in the recruit-

ment and/or selection process. Individuals of minority
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gréups and women were utilized in 77.3 and 81.8 percent of
the school districts reapéééively, as shown in Table 15.

The correspondence that existed was ohe in which there was
only one ofganization recomménding the criterion and 77.3
and 81.8 percent of the réspondents reporting the related

practices.

Tabie»lS

Utilization of Individuals of Minority Groups and Women
in the Recruitment and/or Selection Process

Itemé Number Percent
Yes No Yes No

Individuals of minority ‘ v
groups were utilized - 17 5 77.3 22.7

Women were utilized 18 4 - 8l.8 18.2

Criterion 33—vacancies should be advertised in
media directed toward minorities and women~~was recommended
by the EEOC and the PEA. After separating it into two
parts, item A6 was formed. Repoftedly154.5 percent or
twelve of the school districts advertiied vacancies of ele-
mentary principélshipé in media directed toward minority
groups. Almost 20 peércent fewer reépondents, 36.4, reported

‘that elementary principalship vacancies were listed in media
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directed toward women. From criterion 33, recommended‘by
two organizations, two corresponding‘practices were deveiQ
oped and were reported by 54.5 and 36.4 percent of the
respondents. Table 16 shows‘that 45.5 and 63.6 pércent of
the respondents indicated that vacancies were not listed in

media directed fowa:d minority groups and women respectively.

Table 16

Advertisement of Vacancies

Advertisement of vacancies . Number Percent
Yes No Yes No

Listed in media directed A
toward minority groups 12 10 54.5 45.5

Listed in media directed
toward women : 8 14 36.4 63.6

Item A7 was developed from criteria 42 and 43, both 
of which were :ecommended by the PEA. Criterion 42 stated
that vacancies should be.listed in staff bulletins, news-
papers, magazines and professional journals. Criferion 43
stated that recruiting notices should be sent to selected
college placement offices. Reported by nineteen respon-
dénts, vacanéies were listed in system-wide bulletins. More

than one fourth of the respondents, 27.3 percent, indicated
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that vacancies were listed in newspapers. In on1y~tw§
scﬁool districts were vacéncies listed in magaZineg. Va-
cancies were listed in professional journals as repofted
by five respondents. |

Next to system-wide bulletins, the second most often
reported place to list vacancies was college placement
offices. Fifteen respondents indicated that vacancies in.
elementary principalships in their districts were listed in
college placement offices. Five respondents checked Other,

as displayed in Table 17.

Table 17

Listings of Vacancies in Elementary Principalships

Listing - Number Percent
System-wide bulletins ; | 19 | 86.4
Newspapers | 6 : 27.3
Magazines 3 2 | 9.1
Professional journals | 5 22L7
College placement offices } 15 | 68.2

Other 5 22.7

It was stated in criteria 42 and 43 that vacancies

should be listed in system-wide bulletins, newspapers,
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magazinég. profeésional journals and éo;lége plaéeﬁéhﬁ _-:
offices.,‘As revealed in Tableile,'oniy t&o schO01 dis£ric£s '
listed vacancies in all five of the‘publiéaﬁioﬂs of’placé#"}
méﬂt.éffices. Vacéncies Weré_liéted in four plgces as
reported by two school districﬁs. Five respondents indi-
cated that vacancies weré listed in three places. .Vacancies‘

were listed in two places'as reported by‘sixvrespondents.

Table 18

Places Vacancies Were Listed by the School Districts

School districts
Places.

ABCDEFGHIJKLMNOPQRSTUV

System-wide : : : : v
bulletins XXX XXXX XXXXXXXXXXX X

Newspapers XXXX ) X . X
Magazines' = = X : X
Professional : '

journals XXX . , XX
College place- :

ment offices X X X X X X XX XXXXXX X
Other ' X X X X X

Six respondents indicated that vacancies were listed in one -

place only and five of fhese indicated that one place was
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the system-wide bulletin. One respondent'failed to indicétev:v
where, if any, vacancies were listed.

The'recommgﬁdation was that vacancies be listed in
all five places as shown in Table 18. However, vacancies
.reportedly»were liStéd in fivevplaces by_iny two school
districts and in four places'by another iwo school dis-
tricts. Thus, less than 20 percent of the school districts
listed vacancies in more than three plaCeé.

The_final item included in category-A, Recruiting'
Candidates, was developed from criterion 36. Récomménded by
the EEOC, criterion 36 stated thaf all advertising.shquld
include the phraée, "Equal Opportunity Employer, M/F." The
criterion was divided into two parts to form itevag. jThe
phrase "Equal Opportunity Eméloyer“ reportedly was includéd
in advertisements of vacancies by eight sghoql'districts.
The symbol M/F was included in adve?tisement of vacancies
by novschool districts. Bdth the phrase "ﬁqual 0pportﬁnity
Employer” and the symbol M/F were included in advertisemeﬁts
of vacancies by seven school diqtriéts,, Also,‘as shown'in
Table_lQ,‘seven respondents reported ﬁhat neither the phrase
nor the symbol was incluﬁed in advertisements of vacancies.
Only 36.4 percent included the ghrase "Equal Opportunity

Employer, M/F" as recommended by the EEOC. . Another 31.8
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Table 19

Advertisement Descriptions

Description Number Percent

Included "Equal Opportunity
Employer" only ' 8 : 36.4

Included M/F only o 0 0.0

Included "Equal Opportuﬁity
Employer, M/F" 7 31.8

Did not include "Equal Oppor-
tunity Employer, M/F" 7 31.8

percent.includéd "Equal Opportunity Employer" only.

In category B, Utilizing Committees, the first item
was designed to determine if the school districts estab-
lished a commiftee to help recruit elementary principals.
Item Bl was developed from criterion 7-—committees which
include parents should be established to recruit and select
principals. From this criterion, recommended by the MPTSA
and the PEA, two items were written. Item Bl requested the
respondents‘to indicate whether or not a committee was
established to help.recruiﬁ principals. As reported in
Table 20, eleven or 50 percent of the respondents indicated

that such a committee was established.
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Table 20

A Committee to Help Recruit Principals

Item o : Number : Percent
' Yes No Yes "No

A committee was established
to help recruit principals = 11 11 50.0 50.0

Also from criterion 7 a second item, B4, was written
to ascertain what groups were represented on the committee
to recruit principals. In addition to including parents in
the list, as recommended by the MP?SA and the PEA, others
listed were, presently employed elementary‘principais, the
superintendent, other school adminiserators, teachers and
school beard members.

Of the eleven school districts which reportedly had
a recruitment committee, ten indicated that presently em-
ployed principals were represented on the committee. The
superintendent, other school administrators, teachers,
school board members and parents were represented on the
recruitment committee in five, eleven, four, one and two of
the school districts respectively. The MPTSA and the PEA
recommended that parents be represented on the'recruitment

committee. As shown in Table 21, however, only two or 18.2
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 percent of the school districts having a recruitment
committee included representatives of parents on that

committee.

Table 21

Groups Represented on the Recruitment Committee

Group Number Percent

Presently employed elemehtary

principals 10 91.0
Superintendent : 5 ' 45.5
Other school administrators EET R 100.0
Teachers ‘ 4 ' 36.4
School board members 1 9.1
Parents | 2 | 18.2
Other 0 0.0

Item B2 was developed from criterion 6—represen-
tation on the committee which defines and develops criteria
to be used in principal selection should be broadly repre-
sentative of the entire system and include presentiy employed
principéls, other school administrators and teachers. From
this criteribn, recommended by the EEOC and the AASA, two

items were written. First, item B2 was written to determine
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if such a committee was established. If the respondent
indicatéd there was a committee to define and deQelop cri-
teria for use in principal selection, é/he was to check
" those groups in item B4; also written from criterion 6,
which were represented on the committee. The response to
item B2, aé presented in Table 22, indicated that thirteen
or 59.1 percenf of the responding school districts had a
committee to define and/or develop criteria to be used in

the selection of elementary principals.

Table 22

A Committee to Define and/or Develop Criteria

Item - Number _ Percent
Yes No Yes No

There was a committee to define
and/or develop criteria to 13 9 59.1 40.9
be used in the selection of -
elementary principals

Of the thirteen school distriéts which reportedly .
had a conmittee to define and/or develop criteria tq be used
in the selection of elementary priﬁcipals. twelve checked
which groups were represented on the committee. One respon-
dent failed to'check the groups represented. Eight indi-

cated that presehtly employed elementary principals were
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represented on the comﬁittee. As shown in Table 23, the
superintendent, other sch601 administratdrs, teachefs,
school board members, parents and other were fepreéenfed
on the committee in eight, eleven. two, two, one and one
of the responding school districts réSpectively. The
respondent who checked Other wrote the word supervisor in

the space provided.

Table 23

Groups Represented on the Committee
to Define and/or Develop Criteria

. Group ‘ " Number ; Percent

Presently employed elementary

principals 8 66.7'.
Superintendent | 8  66.7
Other'schogl administrators : 11 91.7
Teachers | 2 | _ 16.7
School board members 2 -16.7
Parents , | | 1 | 8.3
Other 1 8.3

The EEOC and the AASA recommended that the committee
to define and dévelop criteria be broadly representative and

include presently émployed principals; other school
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administrators and teachers. The respondents indicated.that
presently employed elementarf principals, other school
administfators.and teachers were represented on this com~-
mittee in.66.7. 91.7 and 16.7 percent of.the.schodl.dis-
tricts. However, as presented in Table 24, only two of
thirteén’school districts had a committee with presently
employed elementary principals, other schoolladministrators

and teachers represented on it. Thus, the specific

Table 24

Membership of the Committee to Define
’ and/or Develop Criteria

School districts
. Groups

ABCDEFGHIJKL

Presently employed elementary

principals : XX XXXX X X
Superintendent | : X X XXXXXX
Other school administrators XXXX XXXXXXX
Teachers ‘ ' X X
School board members X X
Parents . : , X

Other ' X




107
recommendation of tﬁe EEOC and the AASA was practiced by
only 16.7 percent of the scﬁdol districts.

Related to item B2 and the secon& part of B4 were
items B6a~e. If the réspondent indicated in item ﬁ2'that a
committee to define and/or develop criteria for the selec-
tion of elementary principals was established, s/he was to
respohd to items B6a-e., The items Bba-e were written from
several criteria recomnended by the?AASA.

Item BGa'was written from criterion 8-—the committee
to define criteria should be separate and distinct from
other committees or groups concerned with implementation of
the selection procedures. Criterioh 9 was the basis for
item B6b. The AA$A and the EEOC recommended that the. com-
mittee concerned with the deveiopment of recruitment and
se;ection criteria should convenevperiodicaLly to review the
validiiy and effectiveness of existing standards. Item Béc
was written from criterion 12—no person in the school
system, other than the éuperintendent, should be given
permanent membership onvany committee for the development
of criteria or procedures for the identification, screening
and seiection of principals. cfiterion 13 was the basis for
the development of items B6d and B6e. It stated that a term

of office on a committee for the development of criteria
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should be a maximum of three to five years, and no person
should be appointed to more than‘one term of‘serviqe.

of thé thirteen school districts which reportedly
had a committee to define ahd/br develop criteria to be
used in tﬁe selection of elementary principals, five indi-
cated that the committee operated separately from other
committees concerned}with the implementation of the selec-
tion process. Seven.indicated'that the committee convened
periodically to review the validity of existing standards.
Five indicated that the committée had permanent membérs,
excluding the superintendent. .In two of the school dis-
tricts, the committee had members which served for a term
of more than five years. The committee had members which
were appointed to more than one term of offiée in five of
the school districts as displayed.in Table 25.

The recommendations were that the committee operate
separately from other committees, convene periodically to
review the validity of existihg standards, have no permanent
members excluding the superintendent, have no members which
serve.for a term of more than five years and have no members
which were appointed to more than one_ﬁerm. The respective
percentages were 38.5, 53.8, 61.5, 84.6 and 61.5. Thus,
with the ekception of only one item, more than half of the

respondents of school districts having a committee to define
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and develop criteria for use in the selection of elementary

principals, indicated that their practices were in accor-

dance with those recommended.

Table 25

Operation and Membership of the Committee to
Define and/or Develop Criteria

Number

one term of office

_Operation and membership , Percent
Yes No Yes No
The committee operated separately
from other committees concerned 5 8 38.5 61.5
with the implementation of the
selection process
The committee convened periodi- : ,
' cally to review the validity 7 6 53.8 46.2
of existing standards '
The committee had permanent members,
excluding the superintendent 5 8 38,5 61.5
The committee had members which
- served for a term of more than 2 11 15.4 84.6
five years
The committee had members which
were appointed to more than 5 8 38.5 61.5

Recommended by the EEOC, the AASA, the MPTSA and the

PEA, criterion l0—members of the committee concerned with

actual screehing and evaiuation of candidates for the

principalship should possess the experience, preparation
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and insighﬁs'necessary to discharge such féspoﬁsibilities
in an effective manner--was the hasié for’item B3.
Fifteen of the respondents indicated that such a
committee to evaluate candidates for the principalship
existed in their school districts. As shown in Table 26,

this represented 68.2 percent of the total number of re-

spondents.
Table 26
A committee to Evaluate Candidates
Item : Number - Percent
Yes = No Yes No
There was a committee to evaluate

candidates for the principalship 15 7 68.2 31.8

The respondeﬁts were requested to indicate‘in'the
third part of item B4 which groups were represented on the
vcommittee to evaluate'candidates; As shown in Tablé 26,
fifteen school districts had such a committee. However, one
respondent failed to check which groups were represented.

Presently employed‘elementary principals in nine of
the school districts were represenﬁed on the evaluation
committee. In eight school districts the superintendent was

represented on the evaluation committee. Other school
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administrators, teachers, school board members, parents and
other were represented on the evaluation committee in four-

teen, five, five, three and one of the school districts,

respectively, as shown in Table 27.

Table 27

Groups Represented on the Committee to Evaluate Candidates

Group ‘ , " Number Percent

Presently employed elementary

principals : 9 o 64.3
Superintendent - 8 - 57.1
Other school administrators 14 ‘ 100.0
Teachers 5 | 35.7
School board members 5 35.7
Parents | 3 21.4
Other 1l 7.1

The EEOC, the AASA, the MPTSA and the PEA, in
criterion 10, recommended that the memberé of the committee
concerned with evaluation of candidates for the principal-
ship should possess the experience, preparation and‘insights
necessary to discharge such responsibilities in an effective

manner.
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Data related to criterion lo.are presented in Table
28. None of the respondents indicated that all six groups
were represented on this committee. Two respondents re-
ported that the committee was comprised of represenﬁatives
from five of the groups. Four groups were :epbrtedly
represented on the evaluation commiftee in four of the
responding school distriéts. Three and five respondents

;

indicated that three and two groups, respectively, were

represented on the evaluation committee. No respondents

Table 28

Membership of . the Committee to Evaluate Candidates

School district
Group

ABCDEFGHIJKLMN

Presently employed

elementary principals XXX XXX XXX
Superintendent X 'x X XXX X X
Other school administrators XXXXXXXXXXXXXX
Teachers X XX X X
School board members v XXX X X

Parents XX X

Other . X
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indicated that only one group was represented on the com;
mittee.

Related to items B3 wére items B3a and B3b. Item
BBa’was written from criterion 50—a weighting chart coﬁld
be used if several groups of people are involved in the
selection process. This criterion'wasvrecommended by the
PEA and was practiced reportedly by six of the fifteen
school districts having an evaluati;n committee. This

‘represented 40 percent as given in Table 29.

Table 29

Use of a Weighting Chart by the Commit-
tee to Evaluate Candidates

Item - Number - Percent
: : Yes No Yes No

The committee used a
weighting chart ' 6 - 9 40.0 60.0

Item B3b was developed from criterion ll-—~the com-
ﬁittee éoncerned with actual screening and evaluation of
candidates for the principalship should have access to
consultants andlother special resource persons from Qithin
or outside the disfrict. Criterion 11 was recommended by
the AASA, the MPTSA and the PEA. Of the fifteen school

districts which had an evaluation committee, eleven
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districts, as shown in Table 30, reportedly had access to
consultants and other special resource péople within or

. outside the district.

Table 30

‘The Evaluation Committee's Accessibility to Consultants

Item ' Number Percent
L Yes No Yes No

The committee had access to
consultants and other 11 4 73.3 26.7
special resource people :

~

Item B3a was de%eloped from a critérion recommended
by one organization and the practice was reported by 40
percent of tﬁe respondents. item B3b waS'developed from a
criterion recommended by three organizations and the p:éc-
tice was reported by 73.3 percent of the respondents.

All committees should be recognized as édvisory
bodies only. As criterion 5, it was recommended by the
AASA. Table 31 shows that, of the fifteen school~districts
which indicatéd that committees‘were.utilized, fourteen
reporﬁed that the committeé or committees was/were advisory
only. Recommended by only one organization, the related

practice was reported by 93.3 percent of the respondents.
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Table 31

‘Status of the Committee(s)

Status - Number Percent
' Yes No Yes No

The committee(s) was (were) .
recognized as advisory only 14 1 93.3 6.7

Category C céntained items related to the selection
procedures utilized in the school distiicts. The first item
in category C, Cl, was developed from criterion l-—every
board should establish policies to guide the superintendent
in thé selection of principﬁls. Criterion 1 was recommended
by the AASA and the PEA. 1In the corresponding item, Cl,
eleven or 50 percent of fhe'réspondentg, as shown in Table
32, reported that the school board had writﬁeh policies to
guide the superintendents in the selection of elementary
principals. 1In this instance half of the qrganizations
recommended the criterion and half of the respondents
reported the related practice.

Criterion 2, recomménded by the AASA and the PEA,
was the basis for item C2. It was recommended that the
school board should declare unequivocally that it shall be

the responsibility of the superintendent to select persons .
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 Table 32

written Policies to Guide the Superintendent in
the Selection of Elementary Principals

Item ' Number Percent
‘ Yes No Yes No

The school board had written :
policies to guide the super- 1n 11 50.0 50,0
intendent in the selection
of elementary principals

for recommendation to appointment as principal. Fourteen

or 63.6 percent of the respondents, as shown in‘Table 33,

reported that the superintendent had the responsibility to
select persons for recommendation to appointment as

principal.

Table 33

Person with Final Responsibility to Select Persons
for Recommendation to Appointment as Principal

Item . Number Percent
Yes No Yes No

There was a person other than the
superintendent who had the final
responsibility to select persons 8 14 36.4 63.6
for recommendation to
appointment as principals
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Criterion.16 was expandéd to prbvide the baéis;for
the development of item C3. Recommended by the AASA,
criterion 16 §tated that each district should recognize that
the principalship is a cluster 6f functions which are best
rgaliéed through the efforts of many administratdts and
supervisors rather than pnly one person.

' No respondents indicated thgt the prinéipalship was
recognized as one primary function Eest realized through the
efforts of many administrators and supervisors or through
the efforts of the principal only. Seven respondents indi-
cated that the prinéipalship was recognized as a cluster of
functions best realized through the efforts of the prin-
cipal. Fifteen respondents indicated, as recommended by'the
AASA, that the principalship wﬁs recognized és a cluster of
functions best realized through the effbrts of many adminis-
trators and supervisors.. Displayed_in Table 34 are the
responses to item C3.

The AASA, MPTSA and PEA recommended in criterion 17
that what a district ekpects of a principal should be in-
corquated in its written policies so that'individuals can
be selected in terms of well-defined speéifiéations. From
this criterion item C4 was developed. When surveyed, seven-

teen or 77.3 percent of the responding school districts
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Table 34

Recognition of the Function of the Principalship

Function of the principalship Number . Percent

A cluster of functions which are best . :
recognized through the efforts of 15 68.2
many administrators and supervisors

A cluster of functions which are best :
realized through the efforts of 7 31.8
the principal -

“One primary function which is best
recognized through the efforts of 0 0.0
many administrators and supervisors

One primary function which is best
recognized through the efforts of 0 . 0.0
the principal ' ‘

repoftedly had written‘policies in which were incorporated
what was expected of a principal. Five or 22.7 percent, as
shown in Table 35, had not ihcorporated into written poli-
cies what was expected of a principal.

Item C5 dealt with the school district's effort to
anticipate the fuﬁure needs for principal;. Developed from
criterion 19—future needs for principals should be antici-
pated through a carefui study of turnover and retirement
patterns of principals as well as the potential increase in

the number of attendance units within-—item C5 was designed
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Table 35

Written Policies of Expectations of Principals

Item ' : ~ Number Percent
'Yes : No Yes  No

There was incorporated into ,
written policies what was 17 5 77.3 22.7
expected of a principal

to determine if future needs fdr principals were anticipated.
" The AASA and the MPTSA recommended criterion 19.

Twelve respondents, or 54.5 percent, indicated that
future needs were anticipated through a study of turnover
patterns. A study of retirement patterng was conducted,
reportedly, by thirteenvor 59.1 percent of the respondents.
A much larger majority, 90.9 percent, reported that futufe
needs for principals were anticipated through. a study of the
potential increase or decrease in the number of schools.
Table 36 displays the responses to item C5.

The AASA and the MPTSA recommended in criterion 20
that all school systems should establish criteria of success
in the principalship and state them, preferably in perfor-
mance terms. In item 6C this criterion was divided into two

parts. First, the respondents were requested to indicate if
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Table.36

Anticipation of Future Needs for Principals

Techniques of anticipating Number Percent
future needs Yes No Yes No
A study of turnover patterns . 12 10 54.5 45.5
A study of retirement patterns 13 9 59.1 40.9
A study of the potential increase
or decrease in the number of | 20 2 90.9 9.1
schools '

criteria of success were establiéhed. Second, if criteria
of success were established, were tﬁey stated in performance
terms? As preséntea in Table 37, fburteen respondents indi-
cated that critefia of success were established. Of these

fourteen, ten indicated that they were stated in performance

terms.
Table 37
Criteria of Success in the:Principalship
Criteria of success Number Percent
' Yes No Yes ° No
Criteria were established ' 14 . 8 63.6 36.4

Criteria were stated in
performance terms ' 10 4 71.4 28.6
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Criterionlzo was recommended bf'twb organizations;
Almost 64 éercent of the respondents reported the'ékistencg
of the préctice of establishing criteria of success in the
principalship. Slightly over 71 éercent of the Schdol
districts which had established criteria of success had
stated thém in‘performance terms.

Descriptions of situational factors likely to in-
fluence administrati@e behavior was the concern of criterion
21. Recommended byvthe’EEOC and the AASA, criterion 21
stated that_situational factors likely to influence effec-
tive administrative behavior should be described for the
system as a whole and more specifically for each attendance
unit. Item C7 was.wriﬁten from this ctiterion. ~As reported
in Table 38, less than one-fpurth of the respondents indi-
c#ted that there were wriéten descriptions of situational

factors likely to influence administrative behavior. Thus,

* Table 38

Existence of Written Descriptions of Situational Factors
Likely to Influence Administrative Behavior

Item Number Percent
Yes No Yes No

There were written descriptions 6f :
situational factors likely to 5 17 22.7 77.3
influence administrative behavior
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in this instance, two orqanizations reépmmended tﬁe cri-
terion and only 22.7 pefcent of the respondents.reported
the practice.

Criterion 29—-systematic and caréfully Qesiéned
procedures should be designed to facilitate identification
ahd selection of thé best candidates—fwas recommended by the
EEOC, the AASA and the PEA. Item C8 was written from this
criterion. Three of four organizations reéommended the
criterion and 72.7 percent of the reépondents, as shown in
‘Table 39; indicated.that systematic procedures were designed
to fécilitate identificatidn and/or selection of the best

candidates.

Table 39

Procedures WérefDesighed to Facilitate
Identification and/or Selection

Item Number Percent
Yes No Yes No

Systematic procedures were
designed to facilitate iden-. 16 6 72.7 27.3
tification and/or selection :
of the best candidate

Items C9, Cl0 and Cll were developed from criterion

38—any test which adversely affects the employment statué
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of groups protected by Title VII of the Civil Rights Act‘of’
1964 and amended by'the Equal Employment Opportunity Act bf
1972 should be professionally'validafed aé an effectivé,
significant predictor of effective job perfo:mancé. Recom-‘
ﬁending criterion 38 were the EEOC and the PEA.

Item C9 dealt with the question of whether or not
the selection of elementary principals involved the use of
competitive e#aminaticns. Of the tﬁenty-two respondents,
oniy two indicated that competitive examinations were used

as shown in Table 40.

Table 40

Selection of Elementary Principals on the
Basis of Competitive Examinations

Item . ' Number Percent
' Yes No Yes No

Elementary principals were ' ‘
selected on the basis of 2 20 9.1 90.9
competitive examinations

The kinds of testsiutilized in these two districts
were achievement tests and situational performance tests.
Responses to item Cl0 are summarized in Table 41.

Item Cll was designed to determine if school

districts reportedly validated tests as predictors of job
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~ Table 41

Tests Used in the Selecfion of Elemehtary:?:incipals~

Tests : Number
Achievement test , l
Psychological test _ 0
Situational performance test i : | 1

)
Intelligence test ‘ ’ : 0
Values test : | | 0

performance. As shown in Table 42, both of the reépoﬁdents’
which indicated the use of tests reported that the tests

were validated as predictors of job performance.

Table 42

Test Validation

Item Number Percent
Yes No Yes No

The test(s) was(were) validated
as (a) predictor(s) of job 2 0 100.0 0.0
performance

Criterion 38 stated that any}teét which adversely.

affected the employment status}of groups should be
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professionally validated as an effective significant pre-
dictor of job perfofmance; The data obtaineq in the survey
showed that only two school districts utilized competitive
examinations and that hbth of these reported that tﬁe exam-
inations were validated as. predictors of job performance.

Criterion 40—-any §Ystem of réting or "weighting"
certain items in application forms, tests or interviews
which may have a disparate effect oﬁ minorities or females
should be reviewed-—ﬁas recommended Sy the EEOC and was the
basis for item Cl2. Item Cl2 was designed to determine if
a system of rating or "weighting" ce:tain items in appli-
cation forms, tests or interviews existed. .Table 43 shows
that 45.5 percent of those respopding reportedly uéed a

system of rating or "weighting" certain items.

Tabie 43

Use of a System of Rating or "Weighting" Items

Item o . Number Percent
' "Yes  No Yes No

There was a system of rating :
or "weighting". certain items - 10 12 45.5 54.5
in application forms, tests
or interviews

Designed to determine if the steps of the selection
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prccéss were reviewed and/or monitbréd,’item‘c13 waé devel-
oped from crite:ion 41—each step in ﬁhe selection process
should be reviewed and monitored. The responses to this
- item, developed from a criterion recoﬁmended by the EEOC and’
the PEA, are shown in Table 44. Almost 73 percent of the
" respondents repofted that, in their school districts, the
steps of the selection pfocess were Feviewed and/or mon-

itored.

Table 44

Reviewing and/or Monitbring'the Selection Process

Item Number " Percent
: Yes No Yes No

The steps of the selection
process were reviewed 16 6 72.7 27.3
and/or monitored

The final item in category C, Adopting the Selection
Procedures, dealt with the practice of requiring candidates
to have a medical examination. Criterion 49——a medical
examination shall be required--was recommended by the PEA
and was the basis for item Cl4. Table 45 shows that 40.9
percent of the school districtq required canﬁidates to have

a medical examinaﬁion as recommended by the PEA.
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Table 45

candidates Required to Have a Medical Examination

Item ‘ Number Percent
' Yes  No Yes No

Candidates were required to .
have a medical examination 9 13 40.9 59.1

In RASEps; category D contained items regarding the
investigation of candidates. The first two items, Dl and
D2, were written from criterion‘14-—the}personnel office in
éach schoollsystem should be the central repository for all
applications, credentials, written notices and files of
applicants for principals. All of the respondents reported
that their séhool districts had a personnel office as recom-

mended by the AASA and as shown in Table 46.

Table 46

Existence of a Personnel Office

Item - Numberx Percent
Yes No Yes No

There was a personnel office - 22 0 100.0 0.0

The secopd item developed from criterion 14, D2,
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dealt with the personnel office also. The respondent was
requested to indicate if the personnel office was the cen-
tral repository for applications..credentials, written
notices and files of applications. Presented in Table 47
are the responses to the items, Twenty—oné. twenty-two,
eighteen and twenty respondénts repofted fhe personnel
office to be the central repository for épplications.
credentials, written notices and files of applications

respectively.

Table 47

Items for Which the Personnel Office
Was the Central Repository.

Item ' Number Percent
Applications ' 21 ~ 95.5
Credentials | 22 100.0
Written notices ' 18 8l.8
Files of applications 20 90.9

Although only one organization, the AASA, recommended
the existence of a personnel office, 100 percent of the
respondents reported the existence of a bergonnel office in

their districts. It was reéommended also that the pérsonnel
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office be the central repository for applicatiéns, creden-
£ials, written notices and files of applications. The
percent;ge of respondenfs reporting these to be the prac-
tices ranged from a low of 8l.8 percent to a high of 100
percent.

A third item dealt with the personnel office but it
‘was written from criterion 15-—the personnel office should
be responsible for administering whatever instruments of
evaluation may be used in the selection process. The |
responses to this item, developed from a criterion recom-
mended by the AASA, indicated that, in 72.7 percent of the
responding school districts, the personnel office had the
responsibility for administering the instruments of evai—
uation used in the selection pfocess. Table 48 shows that

sixteen respondents reported this practice.

Table 48

Responsibility of the Personnel Office for
Administering Instruments of Evaluation

Item ' Number Percent
Yes No Yes No

The personnel office had the
responsibility for adminis-
tering whatever instruments 16 5 72.7 27.3
of evaluation may be used in
the selection process :
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Item D4 requested the respondent to indicate if
preference was given to a candidate because of his/her sex.
Criterion 23-—no person should be-excludéd from‘consider-
ation as principal on the basis of sex aloné-4wés:récom-
mended by the EEOC and the AASA. As éresented in Table 49,
86.4 percent reported no preference. Hdwever, 4.5 pércent
indicated a preference for maleé and 9.1 peréent indicated

a preference for females.

Table 49

Male-Female Preference

Preference Number Percent
Male 1l ‘ o 4.5
Female . 2 9.1
No preference 19 86.4

Criterion 24-—unusually long periods of teaching
experience should not be required-—was :ecdmmended by‘the
AASA and became the basis for item D5. 2Zero to 3 years of
teachiné ekperience was preferred by 4.5 percent of the
respondents. Candidates having 4-6 years of teaching exper-
iences were preferfed by 50 percent of the respondents.

Slightly more than 9 percent indicated’a preference for
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candidates having more than sik'years of_teacﬁing éxper;
ience. Eight of ﬁwehty-two respondents, or 36.4 péréent,
reportedly‘prefer:ed candidates having no minimum number of
years of teaching experience. As ;ummafiZed in Table 50,
’the-reported practice was no£ toiptefer'c$n§idatgé who‘haé
unﬁsually lohg periods of teaching experience.

| Item D6 was developed from criterion 25 recommended
by the AASA—a year of graduate study, of its equivalent, at
a duly accredited institution of higher learning should be
the absolute minimum for consideration for selection as a
principal, with post master's work in school administration,
particularly a doctorate, beipg giﬁen a high order of

preference.

Table 50

Preferred ﬁumher of Years of Classroom Teaching Experience

Years of teaching experience - Numberxr Percent
0-3 years ‘ 1 | 4.5
4-6 years 11 50.0
More than 6 years ‘ 2 9.1
No minimum number 8 36.4

In item D6 the respondents were requested to number



132
from 1-4 (1 was high and 4 was low) the order of preféfenée
regarding educational experience of eleﬁentafy principalship
candidates.‘ Seven respondents marked their responses iﬁ'
such a way as to render their resPonse§ unusabie. Fifteen
respondents provided usable responses.

Nine respondents'indicated highest preference for
candidates with doctorates. Candidates having a master's
degree and additional graduate work were given highest
preference by five respondents. One respondent indicated
highest preference for can@idates with a master's degree.
Highest.prefe:enqe for candidates having only a bachelor's
degree was indicated by no fespondents. Candidates pos-
sessing a bachelor's degree only were giveﬁ lowest prefer-
ence by all fifteen respondents. Table 51 presents data
which indicated that school distriéts, reportedly, were
practicing recommendations regarding educational experience
of elementary principalship candidates. |

Items D7 and D8 ﬁere developed from criterion 26—
no person should be excluded from nof be given special
cohsideration in recruitment and selection because of race,
religion, sbcioeconomic-status, nationality background or
political influence-—wﬁich was recommended by the EEOC and
the AASA. The criterion was divided so that item D7 dealt

with the aspect of‘persons being excluded because of one or
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Table 51

Preferences Regarding Educational Experiencesvof Candidates

Educational experience ‘ Number
1 2 3 4

Bachelor's degree 0 o 0o 15

Master's degree 1 3 11 o
Master's degree and

additional graduate work 5 9 1l 0
Doctor's degree "] 3 3 0

more of the five factors. Item D8 dealt with the aspect of
persons being given special consideration because of one or
more of the five factors.

All of the respondents, as shown in Table 52,
reported that persons were not excluded because of race,
religion, socioeconomic status, nationality background or
political influence.~ All of the respondents reported a
practice that was recommended by two of the four organi-
zations.

Item D8 was similaf to D7 with the exception that
the respondent was requested ﬁo indicate if candidates were
given special consideration in recruitment and selection
because of one or more of the fivé factors. Nine respon-

dents reported that candidates were given special
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Factors Involved in the Exclusioh of Candidates from

Consideration in Recruitment and Selection

Factor Number Percent
Yes No Yes No

Race 0 22 0.0 100.0
Religion 0] 22 0.0 100.0
Socioeconomic status 0 22 0.0 100.0
Nationality background 0 22 0.0 100.0
Political influence 0 22 0.0 100.0

consideration because of race. All of the respondents indi-

cated that, on the other four factors, special corsideration

was not given to candidates.

Presented in Table 53 are data

which indicate that, with the exception of race, school

districts reportedly were practicing what was recommended.

Data regarding the operation and function of inter-

views were requested in items D9, D10, and D1ll. These three

items, although they were related to one specific area, were

developed from three separate criteria-——39, 46 and 47.

Recommended by the EEOC, criterion 39 stated that

interviews and interviewers' actions should be carefully

monitored. One respondent reported that the use of the
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Table 53

Factors Involved in the Giving of SPecial Consideration to
Candidates in Recruitment and Selection

Factor : Number : Percent

Yes No ‘ Yes No
Race 9 13 40.9 59.1
Religion -0 22 0.0 100.0
Socioeconomic status 0 22 0.0 100.0
Nationality background 0 22 0.0 1l00.0-

Political influence 0 22 0.0 100.0

interview to select elementary principals was nonexistent.
Of the twenty-one school districts which reportedly used the
interview, eight reported that the interviews and/or inter-
viewers' actions were monitored. Table 54 shows that inter?
views and/or interQiewers' actions were not monitored in

61.9 percent of the school districts. In this instance, the

Table 54

Monitoring of Interviews and/or Interviewers' Actions

Item | Number Percent
Yes No Yes No
Interviews and/or interviewers' 8 13 38.1 61.9

actions were monitored
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criterion waﬁ'recommended by one organization and the
corresponding practice was reported by 38.1‘percent of
the respondents.

Criterion 46—the interviewer should guide the
interview so that the candidate does the most talking—was
the basis for the development of item D10. neéomgndéd by
one organization, thé PEA, less than half, orl47.6 percent
of the‘:espondents, reported the practice of the candidate
or inﬁerviewee doing most of the_talking, Eleven of the
twenty-one respondents reporting the use of the interview
indicated that talk time was divided evenly between the
interviewer (s) and the interviewee. The data presenﬁed in
Table 55 shoﬁ no respondent indicated that the interviewer

did most of the talking.

Table 55

- Amount of Talk Time by Interview Participants

Participants' talk time - Number Percent
Interviewer(s) primarily 0 0.0
Interviewee primarily 10 47.6
Tralk time was divided evenly o1 ' 52.4

The PEA recommended in criterion 47 that the
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interviewer should use a checklist of questions to be

. covered. Based on this criterion, item Dli was‘develbped.
Twelve respondents reported the use of a checklist of
questions to be covered. However; almost 43 pefcent,-as
shown in Table 56, reportedly did not use a chécklist of
questions. The criterion was recommendgd by one organi-
zation and the corresponding practice was reported by 57.1

percent of the respondents.

Table 56

Use of a Checklist of Queétions buring the Interview

Item 4 ' Number Percent
Yes No Yes No

The interviewer(s) used a check-

12 ' 57.1 42.9
list of questions to be covered S >7

.The final item in category D, Investigating the
Candidates, dealt with the investigation of candidates
employed in another school district. Item D12 was written
from criterion 48—for candidates under serious consider-
ation who work in a school, a visit to their present schools
for observation and interviews of teacherg, parents and
students should be arranged before a firm commitment or

final selection‘is made.
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Eight respondents reported that it was a practice to
observe candidates employed in othér schoola. Teachers,
parents, students and other administrators in the school in
which the candidate was employed were interviewed reportedly
by seven, one, fouf and eight of the respondents respect-
ively. The criterion was recommended by the PEA only and
the corresponding practices regarding observing and inter-
'viewing candidates were réported by less than 37 percent of
fhe respondents in all instances. These data are summarized

in Table 57.

Table 57

Investigating Candidates Employed in Other School Districts

Investigation technique Number Percent
Yes No Yes No

Observation 8 14 36.4 63.6
Interviews of teachers 7 15 31.8 '68.2
Interviews of parents 1 21 4.5 95.5

Interviews of students ’ 4 18 18.2 81.8

Interviews of other
administrators 8 14 36.4 63.6

Category E, Selecting the Principal, comprised five

items related to several aspects of the selection process.
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Item El1 was developed from criterion 3—the school board,_as
a matter of policy, should elect only those persbns reéom-
mended by the superinténdent of schools for a principalship.
With one exception, all of the respondents reported this
practice as recommended by the AASA. Thus 95.5 percent of
the schdol districts, as shown in Table 58, followed the

recommendation.

Table 58

Recommendation for Appointment to a Principalship

Item : Number Percent
Yes No Yes No

The school board, as a matter of. ,
policy, appointed to a princi- 21 1 95.5 4.5
palship only those persons rec- ‘
ommended by the superintendent

The AASA and the PEA recommended criterion 4—the
superintendent should execute his professional responsibil-
ity for the selection of principals with the cbnsultation of
'professional administrators and/dr instructional staff mem-
bers—from which item E2 was developed. One hundred percent
of the respondents indicated that, in their school districts,
the superintendent consulted with professional administra-

tors and/or instructional staff members when selecting'
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principals. Presented in Table 59 is a summarization of the

responses to item E2.

Table 59

Superintendent Consulted with Professional
Administrators When Selecting Principals

Item ' Number Percent
Yes No Yes No

The superintendent consulted with
professional administrators and/ 22 0o 100.0 0.0
or instructional staff members ‘
when selecting principals

The AASA, in criterion 28, was concerned about the
flexibility or rigidity of promoting from within the dis-
trict or searching outside the district. The basis for
item E3, criterion 28 stated that flexible rather than rigid
policies of promoting‘from wiﬁhin or searching outside the
school system should be adopted in all systems.

Table 60 shows that a majority, or 77.3 percent, of
the school districts reportedly give more consideration'to
- candidates presently employed in the district. No respon-
dent indicated that more consideration was given to candi-
dates working outside the district. Less than one~fourth of

the respondents indicated that equal consideration was given
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to all candidates. The criterion was recommended by one
organization and only 22.7 percent of the respondents

reported the corresponding practice.

Table 60

Consideration Given to Candidates
Inside and Outside the District

Item Number Pexcent

More consideration was given candidates ‘
presently employed in the district 17 77.3

More consideration was given candidates
working outside the district ' 0 0.0

Equal consideration was given to all
candidates . 5 22.7

Item E4 was deQeloped}f:om criterion 30—contri-
butions and limit#tions of various selection devices should
be analyzed to guard against overemphasis on any one test,
interview or other selection deQice. Two organizations, the
EEOC and the AASA, recommended this criterion. The item wés
written to ascertain what selection devices were used and to
what extent each one was used. Twenty respondents provided
usable data on item E4. Two respondents failed to respond
to the item. |

Displayed in Table 61 are data which indicate that
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Weight Given to Selection Devices

Selection device

School districts

A B CDEVFGHTIJ KILMNOPUGQR RS ST

Single interview
Group interview

Test

Present performan&e
Past performance
Superintendent contact
Education

References

Credentials

60 30 30 33 25 80 30 5010050

25 25
10
100
50 30 33 75 60 25
15
20
30 20
33

50 10 60 40 40 10 40 25

40 30 30

30
25 ' 75

25 20 20 60

A4l




Table 61 (continued)

Selection device

School districts

A B CDEVFGH I J KILMNUOUPUG QT RST

Certification

Series of screening
seminars

On-school visits
Personal characteristics

Other

10

50

100

30

20

60

60

eVl
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eighteen of twenty respondents»reported the use of the.in-
'tegview as a selection device. The average weight givén'to
the interview as a selection device was 42.4 pexrcent with
the greatest amount reported at 100 percent anq the least
amount at 10 percent. Seven respondents ihdicated that the
interview was valued at 50 percent or more of the total
weight given to all selection devices.

Of the twenty respondents, nine'reportedly gave
attention to past performances. The average weight given
to past performances was 41.4 percent with the greatesﬁ
amount at 75 percent and the least‘amount at 25 percent.

There were three school districts in which 100

percent of the value was placed on one selection device.
The three different devices were the single interview,
present performance and a series of screening seminars.
There were six school districts in which 100 percent of the
value was placed on a combination of two selection devices.
Three selection devices were used reportedly in nine of the
twenty school districts. Two districts reportedly used four
selection devices when selecting elementary principals as
shown in Chart 1.

Criterion 30 stated that contributions and limi-

tations of various selection devices should be analyzed to
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guard against overemphasis on any one test, interview or
other selection device. As depicted graphically‘in Chart ;,
three school districts used only one device, six districts
used two devices, nine used three devices and two used four
devices. Seventeen of twenty districts reportedly used two

or more devices.

10 -
Number 8 I
of 6 |—
School
Districts 4 -
2 -
0

1 2 3 4
Selection Devices
Chart 1
Number of Selection Devices Used
by the School Districts
The final item in category E and the qﬁéstionnaire
dealt with the practice of school districts notifying unsuc-
cessful candidates of their elimination. Item E5 was based
on criterion 45-—-candidates who are eliminated from consid-
eration should be notified promptly in writing—which was

recomnended by the PEA. Item E5 was divided into two parts.
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First the question asked if unsuccessful candidates were
" notified of their elimination. Sécondly, if unsucce#éful
candidates were notified, what amount of time transpired
between the selection of a candidate and the notification
of elimination of unsuccessful candidates?

Nineteen, or 86.4 perdent, of the respohdents're—
ported that unsuccessful candidatés were notified éf théir
elimination. Only three resbondents, as éhown in Table 62,
indicated thét it was not a practice to notify unsuccessful

candidates of their elimination.

‘Table 62

Unsuccessful Candidates Receive Noti-
fication of their Elimination

Item | : Number Percent
Yes No Yes No

Candidates who were eliminated
from consideration received 19 3 86.4 1l3.6
notification in writing

Those respondents who indicated that unsuccessful
candidates were notified.in writing were requested to check
the length of time in which those candidates received noti-
fication. Unsuccessful candidates were notified withih one

week, two weeks, three weeks and after more than three weeks
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as repo:ted by eleven, four, two and two respondents respec-
tively. D';.!ttal displayed in Table 63 show that almost 80
percent of the respondents reported that unsucceésful can-’
didates were noﬁified of their élimination within two weeks

after a candidate had been selected.

Table 63

Length of Time in Which Unsuccessful Candidates
Received Notification of their Elimination

Lenéth of time Numbex Percent
Within one week 11 57.89
Within two weeks 4 21.05
Within three weeks 2 , 10.53
After more than three weeké 2 10.53

In an attempt to develop a questionnaire as concise
as possible, a request was made to each respondent to en-
close with the completed RASEPS a copy of the application
form for administrative positions utilized in his/her'school
district. It was thought that to enclose a copy of the
application form would require less time than fesponding to
a list of questioné about the application form.

Of the twenty~two persons responding to the RASEPS,
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nineteen sent a copy of the applicaﬁion form. Tabie 64
shows that five school districts used a separate form with
administrator appiicants. Seven school‘distrigts used a
combined administrator and teacher application form. A
form, normally used with teacher applicants, was used also

with administrator applicants in seven school districts.

Table 64

Kinds of Application Forms Used

Kind Number Percent
Administrator application form - 5 26.32
Combined administrator and teacher

application form 7 36.84
Teacher application form 7 36.84

Recommendations regarding information requested in
application forms were presented by the PEA and the EEOC.
The EEOC recommended in criterion 37 that major questions
regarding race, national‘origin, religion, education, arrest
and conviction records, credit rating, sex, marital status,
family status, phyéical requirements, experience require-
ments, age, friends or relatives working for the school
district and appearance should be eliminated from appli-

cation forms and interviews or carefully reviewed to assure
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that their use is job-related and non;diacriminatoryvin
effect.

The PEA, in criterion 44, présented a récommen-
dation, part of which was in total disagreementbﬁith parts
of the recommendation presented by the EEOC regarding in-
formation requested in application forms. 1In c:iterion 45
the PEA recommended that all applicants should submit the
following information: full name, present address and
telephone number, age, marital status, number of children,
complete education and work history, interests, legal .
qualifications, published work, professional affiliations
and personal and experience references.

Requested in all nineteen application forms received
by the reseafcher was the apﬁlicant's full name. The appli-
cant's age was requested in fifteen forms and was labeled
optional in two other forms. In seventeen forms the appli-
cant was requested to indicate his/her sex. The applicant's
present address and telephone number were requested in
seventéen application forms. Requested in fifteen forms and
labeled optional in two others was the applicant'’'s marital
status. The applicant's race was requested in one form and
his nationa; origin in another. One;s family status or

number of children was requested in thirteen application
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forms and labeled optional in two others.

Eighteen.school districts required the applicant to
list his/her educational\preparation and training. A recent
photograph was requésted in seven forms and was considered
optional in two others. Experience reférenCes were not
requested in only one form. Personal references were
requested in seven application forms.

The applicant was requested to respond to qQuestions
about physical requirements or physical defects in'fourteen
forms. In another form responding to these questions was
considered an option. A‘response to a question regarding
friends or relatives working for the district was not re-
quired in any application form, but it was optional in one.
Questions concerning arrest and conviction records were .
included in nine forms. 1In eight of these the applicant was
requested to respond. A response was optional in one form.

The applicant's religious preferehce was requested ‘
in three application.forms. No school district's applica-
tion form contained any questions regardiﬁg an applicant's
credit rating. Eleven applications requested the applicant
to list profeséional affiliations and eight requested a list
of published work. The applicant was requested to list and/

or discuss his interests in nine forms. An applicant's work
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history, not related to education, was requesﬁéd on nine
forms. Prior teaching or administrative experience or both
and certificates held wefe requested by eighteen édhool
districts. Presented in Tablé 65 are the data regarding
information requested on application forhs.

One criterion recommended, but from which no items
were developed, was criterion 22. In this criterion the
AASA recomménded that the research available on personal and
professional f#ctors should be utilized in selection. An
attempt was made to address this critefibn in a less direct
manner than the criteria which were utilized to devélop
specific items in the RASEPS. Several items were selected
which were pertinent to this criterion. These items—C9,
cl0, Cll, Cl4, D4, D5, D6, D7, D8 and E3—vere analyzed to
determine if school districts were utilizing the reéearch
available on personai and professional factors.

Items C9, Cl0 and Cll dealt with the use and vali-
dation of competitive examinations. Only two of twenty-two
respondents indicated that their school districts used com-
petitive examinations and both of these indicated that the
tests were validated as predictors of job p;rformance.'

Item Cl4 requesﬁed the respondent to indicate if

applicants were required to have a medical examination as
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65
Information Requested on Applicatien Eorms
Schoel districts
Information
requested ; .
A C D EFGHIJKLMN QRS

Full name X X XXXXXXXXXXX XXX
Age XXXx xx xxxx¥x ¥ xx
Sex X X X XX XXXXXX XXX
Present address XXXX XX XXXXXX XXX
Telephone number XXXX k X XXXXXX XXX
Marital status XXxX xx xxxx¥x X X
Race X
National origin X
Number of children X X X xxxx¥x % xx
Education | X XX XXXX X‘X XXX XXX
Appearance * *

(photograph) X X XX XX XXX
Experience references X X X X XX XXXXXXX XXX
Personal references X XXX X XX
Physical require- *

ments or defects X X X XXXXXX XXX

Friends or relatives
working for the
district '

-1 g
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Table 65 (éontinﬁed)

School districts

Information
requested

ABCDEFGHIJKLMNOPQRS

Arrest and con- )
viction records XXX XX x¥x X

Religion X X X

Credit rating i

Professional

affiliation X X X XXXXXX X X
Published work X X XXXXX X
Interests X X X X X XX XX
TPeaching and/or

administrative XXXX XXXXXXXXXXXXXX

experience
Work history XX X X XXX X X
Legal qualifications

(certification) XXXXXXX XXXXXXXXXXX
*Optional

recommended by the PEA. Less than half, or 40.9 percent, of
the respondents reported that their school districts re-
quired applicants to havé a medical examination.

It was recommended by the EEOC and the AASA that
candidates be selected without preference for sex. In item

D4, nineteen respondents indicated that candidates were
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selected without preference for sex. Thus 86.4 percent |
reported a practice as recommended.

.~ Item D5 was designed to'detefmine'the length of
classroom teaching experience which échool‘districts pre-
ferred the candidates to have. Criterion 24 recommended
. that unusually iong_periods of'teaching should not be
required. Candidates having zero to tﬁree years, four to
8ix years, more thaﬂ 8ix years and no minimum number of
years were preferred by 4.5, 50,‘9.1 and 36.4 percent of
the respondents respectively. Less than 10 percent pre-
ferred candidates to have more than six years of classroom
teaching experience.

Préferences regarding educational experiences of_
elementary principalship c#ndidates were requested in item
D6. Iteva6 was based on criterion 25 which stated that a
year of graduate study or its equivalent should-be the
absolute minimum for consideration as principal. Also, post
master's work in school administration, particularly a
doctorate should be given a high order of preference. Of
the fifteen usable responses to item D6, nine reported
highest preference for candidates having a doctor's degree.
Five respondents reported highest preference for c&ndidates

having a master's degree and additional graduate work. Only
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one respondent reported highest preference fpr candidates
having a master's degree. Generally speaking, the school
digtricts adhered to this recommendation presented by the
AASA.

Items D7 agd D8 were developed;from criterion 26
which stated that no person should be excluded nor be given
special consideration because of race, religion, socioecon;
omic status, nationality background or political influence.
No respondents reported that persons were excluded from nor
given special consideration in recruitment and selection
because of religion, socioeconomic status, natianality back-
ground or political influence. No respondénts reported that
persons were excluded‘from consideration because of race.
However, nine reported that persons were given special con-
sideration because of race. With the exception regérding
race, the recommendation was followed.

A final item related to criterion 22 regarding the
utilization of research on personal and professionai factors
was item E3. The item dealt with the practicé of fbllowing
flexible rather than rigid poiicies of promoting from within
or searching outside the school district. Seventeen respon-
dents reported that their school districts gave more consid-

eration to candidates presently employed in the system. The



156
remaining five :espondents indicated that equal cbnaider-
ation was given to all candidates. Only 22.7 percent re-
ported practices as recommended. |

With the exceptibns of the responses to iteﬁs cl4
and E3, the responses to the other items—C9, Cl0, Cll, D4,
D5, D6, D7 and D8-—seem to indicate that the research avai%:

able on personal and professional factors were used report-

edly in the selection process.
SUMMARY

Presented in Chapter 4 were data regarding the
criteria recommended, the organizations which recommended
the criteria, the school districts surveyed, and the prac-
tices reported in the recruitment and seléction of elemen-
tary school principals. A total of 50 criteria were recom-
mended by these four organizations: the United States Equal
Employment Opportunity Commission, the American Association
of School Administrators, the Minnesota Parents, Teachers,_
and Students Association and the Pﬁb;ic Education Associa-
tion.

The criteria recommended were the basis for the
development of items for inclusion in the RASEPS. Items

were developed and divided into five categories: Recruiting
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Candidates, Utilizing Committees, AdOpting'the Se;ection
Procedures, Investigating the Candidates and Selecting the.
Principal.

Twenty-seven randomly selected public school dis- .
tricts ;ocated in ten states were sent the RASEPS. Usable
responses were received from twenty-two échool districts.

The data collected were summarized and presented in
tables. The responses were analyzed in relation to the
oréanizations recommending the criteria, the criteria rec-
ommended and the practices reported in.the recruitment and

selection of elementary séhbol principals.



Chapter 5

SUMMARY, CONCLUSIONS, RECOMMENDATIONS
AND IMPLICATIONS FOR FURTHER STUDY

. SUMMARY

The purposes of this study were threefold: to
identify the criteria recommended by national and state
education-oriented and non education-oriented organizations,
by college and university prqfésgors of educational adminis-
tration, and byAlocal elementary principals’ associations or
local administrators' associations for utilization in the
recruitment and selection of elementary principals in public -
school districts; to identify reported practices in the
recruitment and selectionvof elementary principals in public
school districts which enrolled more than 20,000 students;
and to determine the correspondences, if any, that existed
between the criteria recommended and the practices reported
in the recruitment and selection of elementary principals.

Data related to the criteria recommended were col-
lected through the use of questionnaires sent to thirty-
seven national and seventy-one state education-oriented

158
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~and non education-oriented organizations, to twenty-one
college and uhiversity prbfessors o: educational‘adminis-
tration and to the presidents of the local eleﬁéntary |
principals’' associations or local administrators' associa-
tions in twenty-seven public school districts. The criteria
recommended became the bases for the development of the
items included in the Recruitment and Selection of Elemen-~
tary Principals Survey ‘RASEPS).

Data related to the practices reported were col-
lected through the use of RASEPS which was sent to the super-
intendent, assistant superintendent, personnel director or
dir;ctor of elementary education in twenty-seven randomly
selected public‘school.districts;

Four organizations, one national education-oriented,

" one national non education-oriented, and two state education-
oriented, sent to the researcher criteria they.recommended
regarding the recruitment and selection of elementary school
principals. Usable responses regarding reported practices
were received from twenty-two of the twenty-seven selected

school districts.
CONCLUSIONS

Nowhere in the literature was there found a study
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designed to determine what criteria were recommended and
what organizations recomménded criteria relevant to the
recruitment and selection of elementary principals.

Several studies designed to survey reported prac-
tices in the recruitment and selection of elementary prin-
cipals had been conducted on a state-wide basis and one was
conducted on a regional basis. wae&er. only one study was
conducted at the national level and that occurred in 1954.

In his study in 1965 Justice found thét only 23
percent of the superintendents surveyed reportedly used a
formal recruitment plan. In 1973 Lawson found that only{one
of ten school districts had a written policy which contained
specific guideiines for thé recruitment of elementary prin-
cipals. In the present study it was found that, on the
nation#l level, 68 percent of the school districts report-
edly had developed formal identification and recruitment.
procedures.

In studies conducted by Greene in 1954 and Lawson in
1973 announcements of vacancies were made public in less
than 50 percent of the school districts in the former study
and were placed in school system bulletins in nine of ten
school districts in the latter.study. In the p:esent study,

86.4 percent of the districts surveyed reportedly anhounced
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vacancies in system-wide bulletins.

In 1962 Bﬁonfeld.éollected data which ihdicated that
the services offered by college and university placement
bureaus were used more frequently and extensively than any
other agency. Vacancies were listed in cbllegé placement
offices by 68.2 percent of the districts surveyed in‘the
present study.

Two earlier studies—Greene in 1954 éndlnbward in
1973-—reported that 90 and 91 percent of the school dis-
tricts surveyed, respectively, stated a preference for
recruiting and hiring persons for the principalship who were
- presently employed in their districts. 1In the present
national level studyb77.3 percent indicated the same prefer-
ence although it was recommended that equal consideration
be given to all candidates regardléss of their present place
of employment.

In 1948 the Department of Elementary School Princi-
pals conducted a study in which it found that less than half
of the superintendents responding listed any specific pro-
cedures or described any systematic plan for selecting ele-~
mentary school principals. Hronakes, in 1971, found that
more than two-thirds of the respondents indicated they did

not use written criteria when selecting elementary
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principals; Only 12 percent of the schdolvdis£fict§ sur-
veyed by Howard in 1973 reportedly used written plans. In
the presen£ study 50 percent of the reépondents on a nation-
wide basis reported that the school board had written poli-
cies to guide the superintendent in the Qelection of elemen-
tary principals.. Systematic procedures were designed to
facilitate identificaiion and/or selection of the best can-
didate in 72.7 percent of the responding school districts.

The practice of including staff members and others
in the selection process was not found to be widespread in
earlier studies. Seventy peréent of the superintendents
surveyed in Georgia by Justice indicated that they selected
elementary principals without the aid of their staffs. Less
than 40 percent of the superintendents in North Carolina
surveyed by Howard reported that they used a committee to
interview candidates. 1In that same study less than 10
percent stated that they used a committee to develop and
define criteria for the selection of elementary p:incipals.
In the present study 59.1 percént of the respondents re-
ported that there was a commitﬁee to défine ahd/or develop
criteria to be used in the selection process. Also, 68.2
percent of the respondents reported that there was a com-

mittee to evaluate candidates for the principalship. 1In
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comparison, there seemed to befan.indication £het the'ie-
volvement ef persons other than the supe:intendent was mbre
extepsive in the present nation-wide study ﬁhan in earlier
state-wide studies.

The studies conducted in the 1950's reported the
widespread use of written examihatiohs. Studies conducted
in specific states in the late 1960's and early 1970}8
reported that most schoolbdistricts did not require appli-
cants for the elementary principalship"to complete written
examinations. It was found in the present nation-wide study
that only 9.1 percent of the respondents indicated the use
of tests in the selection process.

Minimum requirements regarding educational training
and preparation were reported in the studies conducted
earlier. In 1925 candidates were expected to be graduates
of a normal school. In 1962 three-fourths of the superin-
tendents surveyed by Bronfeld stated a preference for can-
didates having a master's degree. dJustice found in 1965
that 26 percent of the superintendents indicated a prefer-
ence for candidates having a six-year certificate or a
doctor's degree. Similar resuits were ebtained in several
other surveys. The present survey collected data from
school districts in ten randomly selected states which in-

dicated that 60 percent of the school districts preferred
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candidates‘having‘a ddctor's degree and 33.3 perceht pre-
ferred candidates having a master's degrée;andvadditional
graduate work. The districts exhibited an appreciagion for
candidates who had advanced degrees.

Successful teaching experience, traditionally, had
5een a prerequisite to obtaining a‘principalship. Most
superintendents surveyed in 1925 indicated that they re-
quired & minimum of two years experience. 1In 1948, 84
percent of the‘supérintendents surveyed reportedly required
candidates to have some experience in education. In Pehn—
sylvania candidates were required to have five years of
teaching experience. Ninety-one percent of the superin-
tendents surveyed in Georgia indicated that they required
caﬁdidétes to have had teaching experience. In the present
study 54.5 percent indicated a preference for candidates who
had 0-6 years of teaching experience. No minimum number was
preferred by 36.4 percent.

One criterion that had changed recently was that of
preferential selection of male candidates. Thirty-six
percent of the superintendents surveyed in 1948 by the De-
partment of Elementary Principals and 40 percent of the
superintendents surveyed in 1971 by Hronakes indicated a

preference for male candidates. Compared to data collected
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in state-wide stﬁdies. a small~nﬁmber or1ohly 4;5 percentvbf
thbse surveyed in the‘present nationéwide'étﬁdj indicated a
preference'for‘males. Slightly mofe than 86 éercent indi-
cated that candidates of boﬁh sexes were given équal prefer-
ence. |

There are several reasons proposed why some of the
results obtained in earlier studies differ with thoseu
obtained in the present study. First, several earlier
studies, with thé{exceptions of Greene and Lawson, were
conducted at the state level and included school districts
with student enrollments of various sizes. The present
national level study surveyed only school districts with
student enrollments greater than 20,000. Therefore, this
might help to explain the differences between results
obtained in earlie: studies and this study.

Secondly, the inﬁervention of the courts and the
national legislature has made certain practices illegal and
has placed restrictions in other areas. For example, guide-
lines for using ﬁesﬁs in the selection process have been
enunciated and mandatéd._ |

Of the criteria recommended by the four organiza-
tions, those recommended by the AASA reportedly were prac-

ticed by an avérége of 71.5 percent of the responding school
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districts. The criteria.recbmmended-by.tnevEEoc reportedly
were praéticed‘by an aﬁerage of 67 pércenf of the responding
school districts. ‘Those recommended‘by the ﬁPTSA and the
PEA were practiced renortedly B? an average of 58 and 52.4
percent of the responding school districts respecfively.

Witn one exception the criteria recommenéed were
consistent between and among ﬁhe_recommending organizations.
The notable exception was criteriqn 37 and criterion 44
recommended by the EEOC and the PEA. 'The-ﬁEoc recommended
that certain information not be réquested on application
forms or be carefully reviewed to assnre that their use was
job-related. Thé PEA recommended that this same information
be inc;uded.on application forms.

Criteria recommended by any one organization were
practiced reportediy by an avéragerf 58.9 percent of the
responding school distficts. An average of 68.3 percent of
the responding school districts practiced those recommen-
danions presented by any two organizations. Criteria recon-
mended by any thfée organizations were practiced reportedly
by an average of 71.4 percent of the responding school
districts. An average of 54.63 percent of the responding
school districts practiced those recommendations presented

by all four organizations. Thus, criteria. recommended by
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a combinatiqn of any’th:ee orgéhiiations reportédly.Weré
practiced‘by an average of?7i,4'§ercent bf the séhobl_.
districté-—an a?erage higher than that féund wiﬁh préctices
related t6 recommendations presented by one organizétion,
a combination of two organizations, and/br a combination of
all four organizations.

The two national organizations recommended criteria
reportedly practiced by a higher average of the respondentg
than the two state 6rganizati§ns. The criteria recommended
by the AASA were practiced reportedly by an average of 71.5
percent of the responding school districts. The criteria
recommendgd by the EEOC were practiced reportedly by an
average of 67 percent of the responding school.districté.
Those criteria recommended by both the AASA and the EEOC
were practiced reportedly by an averaée of 74.7 percent of
the re3ponding'school districts, .The conclusion drawn here
was that criteria recommended by either one of the two
national organizationé or by the two national organizations
jointly were practiced reportedly by a higher average of
responding school districts than criteria recommended by the
two state organizations separately and/or jéintly.

It would seem logical for criteria recommended by

national organizations to be more influential and pervasive
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than criteria recommended by the state organizations. Many
school administrators are members of the AASA and have
aecess to materials published by the organization. Regard-
ing the EEOC, school districts are expected to foliew the.
guidelines mandated ot be'sﬁbject to enforced corrective
measures.

Only two of fifty-eight responding state organiza-
tions reeoﬁmended criteria. This seemed to indicate that
state level orgaaizations had made few attempts to influence
the recruitment and selection of elementary school princi-
'pals. The_data collected indicated that school districts,
wheh they utilazed recommended practices, utilized those
recommended by national organizations more frequently than
thqse recommended by state'organizations.

None of the twenty-seven local elementary princi-
pals' associations or local administrators' associations
recommended a set of criteria regarding the recruitment and
selection of elementary school principals. With the current
emphasis on administrator negotiations in the larger cities,
it wou1d4seem advantageoue for administrator associations to
recommend a set of criteria.

With one exception, all of the ﬁrofessors who taught

personnel administration courses or related courses and who
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were reﬁuested to respond to Questionnaire IF indicated that‘
thé& did not recommend a set of criteria. waéver, all of
the syllabi sent to the researcher by the proféssérs includ-
ed a section on the recrﬁitment and selection of personnel.
.In light of the importance of using defensiblé‘procedures,
professors of educational administration, especially those
who teach personnel administration or related courses,

should recommend criteria to their students.
RECOMMENDATIONS

It is recommended that school districts examiné
closely their recruitment and selection procedures to insure
that they follow guidelines mandated by the Equal Employment
Opportunity COﬁmission. School districts should consider '
the recommendétions presented by the AASA tb‘determine their
merit and relevancy for their districts. National_and state
organizations, local elementary principals’ aésociations
and/or local administrators' associations and professors who
teach personnel administration courses shoﬁid engage in a
more active role in presenting criteria to scﬂoql districts
regarding the recruitment and selection of elementary school

principals.
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‘IMPLICATIONS FOR FURTHER STUDY

This study was restricted to a survey of the cri-

teria recommended and the practices reported in the re-

cruitment and selection of elementary school principals.

Therefore, recommendations for further studies include:

1. A study could be éonducted to survey fhe cri-
teria recommended and the practices reported in the
preparation, assignmént and in-service education of
elementary séhool principals.

2. A survey of reported pfacticeg in the recruit-
" ment and selection of elementary principalsvéould be
conducted, usiﬁg.a nation-wide sample of randomly
selected school districts with student enrollments less
than 20.000;

3. An analysis could be made of the administrator
preparation programs offered in colleges and univer-
sities.

4. A case study of the recruitment and selection
practices of a 1afge city school disirict could be
conducted in which both successful and unsuccessful

candidates would be contacted. .
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5. Alstudy regarding reported practices, similar
to the present study, could be éonducted but add the
eiément of devising a method to check validity‘of

‘responses.
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.APPENDIX A

NATIONAL ORGANIZATIONS SELECTED FOR
PARTICIPATION IN THE STUDY

Education-oriented

Academy for Education Development

American Association of School Administrators

American Association of School Personnel Administrators

American Association of University Women

American Federation of Teachers

Association for Supervision and Curriculum Development

Associated Public School Systems

Center for Advanced Study of Educational Administration

Consortium for Educational Leadership

Council of Chief State School Officers

ESEA, Title V, Section 505 Project

National Association of Elementary School Principals

National Association of State Boards of Education

National Conference of Professors of Educational
Administration

National Congress of Parents and Teachers

National Council of Administrative Women in Education

National Council of State Consultants in Elementary
Education

National Council of State Education Associations

National Education Association

National Program for Educational Leadership

National School Boards Association

National Society for the Study of Education

National Study of School Evaluation

Phi Delta Kappa |

Society for the Advancement of Education

United States Department of Health, Education and Welfare

United States Secretary for Education

University Council for Educational Administration
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APPENDIX A (CONTINUED)

Non Education-oriented

American Civil Liberties Union
Bureau of Recommendations
Jobs Clearing House
National Association for the Advancement of
Colored People
National Organization for Wbmen
National Urban League
Richard Clark Associates
United States Department of Labor :
United States Equal Employment Opportunity Commission
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APPENDIX B

COVER LETTER SENT TO NATIONAL ORGANIZATIONS.

Dear Sir:

‘Under the direction of Dr. Gene Shepherd, Professor
of Education, University of Oklahoma, I am engaged in a
doctoral dissertation study, a segment of which is to iden-
tify criteria that are recommended for utilization by public
school superintendents and personnel directors in the
recruitment and selection of elementary school principals.
The assumption has been made that, as one of several factors
influencing the behavior of school superintendents and
personnel directors, criteria recommended by national organ-
izations provide guidelines for the recruitment and selec-
tion of elementary school principals. To determine to what
extent such criteria are being recommended, I am requesting
that, if your organization has formulated and published a
set of criteria, you send me a copy.

Completing and returning the enclosed questionnaire
will aid in my attempt to obtain the data necessary for my
study. For your convenience a self-addressed, stamped |
envelop is enclosed in which you can return the brief ques-

tionnaire. The questionnaire and envelop are numbered to
facilitate the collection and analysis of data.

Thanks, in advance, for your consideration of my
- request., :

Sincerely,

A. Kenneth Stern
AKS:1s

Enclosures
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. APPENDIX C

QUESTIONNAIRE IC

Please respond to the following:

No.

Has the organization of which you are an administrative
officer formulated and published a set of criteria
relevant to the recruitment and selection of school
administrators, particularly elementary principals?:
(Yes, No)

If the answer to question 1 is Yes, would you please
send a copy to me?

Would you please write the name(s) of any other organ-
ization(s) which to your knowledge has (have) formulated
and published a set of criteria relevant to the recruit-
ment and selection of school administrators, particu-
larly elementary principals?
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APPENDIX D

FOLLOW-UP LETTER SENT TO NATIONAL ORGANIZATIONS

Dear Sir:

- Approximately three weeks ago, you should have
received a letter requesting your assistance in a doctoral
dissertation survey designed to identify criteria recom-
mended for utilization by school superintendents and person-
nel directors in the recruitment and selection of elementary
school principals. The assumption has been made that, as
one of several factors influencing the behavior of school
superintendents and personnel directors, criteria recom-
mended by national organizations provide guidelines for the
recruitment and selection of elementary school principals.

The initial response to the request has been good.
To make the survey as complete as possible, however, I need
your cooperation in returning a completed questionnaire.
For your convenience a self-addressed, stamped envelope is
enclosed in which you can return the brief questionnaire.

If the questionnaire you received earlier has been
completed and is presently in the mail, disregard this
reminder.

, Thanks, in advance, for your consideration of my
request.

Sincerely,

A. Kenneth Stern
AKS:1ls

Enclosures
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- APPENDIX E
NATIONAL ORGANIZATIONS WHICH RESPONDED TO QUESTIONNAIRE IA

Education~oriented

American Association of School Administrators _

American Association of School Personnel Administrators
' American Association of University Women

American Federation of Teachers

Association for Supervision and Curriculum Development

Associated Public School Systems

Center for Advanced Study of Educational Admlnlstratlon

Consortium for Educational Leadership

Council for Chief State School Officers

ESEA, Title V, Section 505 Project

National Association of Elementary School Principals

National Conference of Professors of Educational

Administration :
National Congress of Parents and Teachers
National Council of State Consultants in Elementary
Education

National Council of State Education Associations

National Education Association

National School Boards Association

National Society for the Study of Education

National Study of School Evaluation

Phi Delta Kappa

Society for the Advancement of Education

United States Department of Health, Education and Welfare

University Council for Educational Administration

Non Education-oriented

Bureau of Recommendations
Jobs Clearing House
National Association for the Advancement of
Colored People
National Organization for ‘Women
UnltedAStates Equal Employment Opportunity Commission
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APPENDIX F

STATE ORGANIZATIONS SELECTED FOR PARTICIPATION IN THE STUDY

California

Association of California School Administrators

Association of California School Districts

California
California
California:
California
California

Connecticut

Congress of Parents and Teachers
Federation of Teachers

School Boards Association
Superintendent for Public Instruction
Teachers Association

Connecticut Association for the Advancement of
School Administrators
Connecticut Association of Boards of Educatzon
Connecticut Education Association
Connecticut State Department of Education
Connecticut State Federation of Teachers
Elementary School Principals Association of Connecticut

Florida

Florida
Florida
Florida
Florida
Florida
Florida

Georgia

Georgia
Georgia
Georgia
Georgia
Georgia
Georgia

Association of District School Superintendents
Congress of Parents and Teachers

Department of Educatlon

Education Association

Elementary School Principals

School Boards Association

Association of Educators

Association of School Superintendents

Congress of Parents and Teachers
School Boards Association

State Superintendent of Schools
Teachers and Educators Association



Idaho

Idaho
Idaho
Idaho
Idaho
Idaho
Idaho

Indiana

Indiana
Indiana
Indiana
Indiana
Indiana
Indiana
Indiana
Indiana
Indiana

Minnesota

Minnesot
Minnesot
Minnesot

Minnesota

Minnesot

Minnesota
Minnesota

Nebraska

Nebraska
Nebraska
Nebraska
Nebraska
Nebraska
Nebraska
Nebraska
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APPENDIX F (CONTINUED)

Association of School Superintendents
Department of Elementary School Principals
Education Association’ ‘

- Parent~Teacher Association

School Boards Association

Superintendent of Public Instruction

Association of Elementary School Principals
Association of Public School Superintendents
Classroom Teachers Association

Congress of Parents and Teachers

Educators Inc.

Federation of Teachers

School Boards Association

State Superintendent of Instruction

State Teachers Association

Association of School Administrators
Congress of Parents, Teachers and Students
Education Association '
Elementary School Principals Association
Federation of Teachers.

School Boards Association

Superintendent of Education

a
a
a

a

Asgociation of County Superintendents
Association of Elementary School Principals
Congress of Parents and Teachers

Council of School Administrators

State Education Association

‘State School Boards Association
Superintendent of Public Instruction
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APPENDIX F (CONTINUED)

New York v i

New York Congress of Parents and Teachers v

New York State Association of Elementary School
Principals

New York State Council of SChOOl D1str1ct Admlnlstrators

New York State School Boards Association

New York State Teachers Association

New York State United Teachers

New York Superintendent of Public Instruction

Public Education Association

School Administrators Association of New York State

Texas

Texas Association of School Administrators

Texas Association of School Boards

Texas Classroom Teachers Association

Texas Commissioner of Education

Texas Congress of Parents and Teachers

Texas Elementary Principals and Supervisors Association
Texas State Teachers Association
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APPENDIX G
COVER LETTER SENT TO STATE ORGANIZATIONS

Dear Sir:

Under the direction of Dr. Gene Shepherd, Professor
of Education, University of Oklahoma, I am engaged in a
doctoral dissertation study, a segment of which is to iden-
tify criteria that are recommended for utilization by public
school superintendents and personnel_dlrectors in the re-
cruitment and selection of elementary school principals.
The assumption has been made, that, as one of several factors
influencing the behavior of school superintendents and per-
sonnel directors, criteria recommended by state organiza-
tions provide guidelines for the recruitment and selection
of elementary principals. To determine to what extent such
criteria are being recommended, I am requesting that, if
your organization has formulated and published a set of
criteria, you send a copy to me.

Completing and returning the enclosed questionnaire
will aid in my attempt to obtain the data necessary for my
study. For your convenience a self-addressed, stamped
envelope is enclosed in which you can return the brief

questionnaire. The questionnaire and envelope are numbered
to facilitate the collection and analysis of data.

Thanks, in advance. for your consideration of my
request.

Sincerely,

A. Kenneth Stern

AKS:1ls

Enclosures
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APPENDIX H

QUESTIONNAIRE 1B

Please respond to the following:

No.

Has the organization of which you are an administrative
officer formulated and published a set of criteria -
relevant to the recruitment and selection of school
administrators, particularly elementary principals?
(Yes, No)

If the answer to question 1 is Yes, would YOu please
send a copy to me?

Would you please write the name(s) of any other organ-
ization(s) which to your knowledge has (have) formulated
and published a set of criteria relevant to the recruit-
ment and selection of school administrators, particu-
larly elementary principals?
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APPENDIX I
FOLLOW—UP LETTER SENT TO STATE ORGANIZATIONS

Dear Sir:

Approximately three weeks ago, you should have

received a letter requesting your assistance in a doctoral

~ dissertation survey designed to identify criteria recom-
mended for utilization by school superintendents and per-
sonnel directors in the recruitment and selection of elemen-
tary school principals. The assumption has been made, that,
as one of several factors influencing the behavior of school
superintendents and personnel directors, criteria recom-
mended by state organizations provide guidelines for the
recruitment and selection of elementary school principals.

‘ The initial response to the request has been good.
To make the survey as complete as possible, however, I need
your cooperation in returning a completed questionnaire.
For your convenience a self-addressed, stamped envelope is
enclosed in which you can return the brief questionnaire.

. If the questionnaife you received earlier has been
completed and is presently in the mail, disregard this
reminder. '

Thanks, in advance, for your consideration of my
request. ‘

Sincerely,

A. Kenneth Stern

AKS:1s

Enclosures
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APPENDIX J

STATE ORGANIZATIONS WHICH RESPONDED TO QUESTIONNAIRE IB

California

Association of California School Admlnlstrators
: California Federation of Teachers .
| California School Boards Association
California Superintendent for Public Instruction
California Teachers Association :

Connecticut

Connecticut Association  for the Advancement of School
Administrators

Connecticut Association of Boards of Education

Connecticut Education Association = . '

Connecticut State Department of Education ;

Elementary School Principals Association of Connecticut

Florida

Florida Association of District School Superintendents
Florida Congress of Parents and Teachers

Florida Education Association

Florida Elementary School Principals

Florida School Boards Association

Georgia

Georgia Association of Educators

Georgia Association of School Superintendents
Georgia Congress of Parents and Teachers
Georgia School Boards Association

Georgia State Superintendent of Schools

Idaho
Idaho Association of School Superintendents

Idaho Department of Elementary School Pr;ncxpals
Idaho Parent-Teacher Association
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'APPENDIX J (CONTINUED)

Idaho School Boards Association
Idaho Superintendent of Public Instruction

Indiéna

Indiana
Indiana
Indiana
Indiana
Indiana
Indiana
Indiana

Minnesota

Association of Elementary School Principals
Association of Public School Superintendents
Educators Inc.

Federation of Teachers

School Boards Association

State Superintendent of Instruction

State Teachers Association

Minnesota Association of School Administrators
Minnesot& Congress of Parents, Teachers, and Students
Minnesota Education Association

Minnesota Elementary School Principals Association
Minnesota Federation of Teachers

Minnesota Superintendent of Education

Nebraska

Nebraska
Nebraska
Nebraska
Nebraska
Nebraska
Nebraska
Nebraska

New York

New York
New York
New York
New York
New York

Association of County Superintendents
Association of Elementary School Principals
Congress. of Parents and Teachers

Council of School Administrators

State Education Association

State School Boards Association
Superintendent of Public Instruction

State Association of Elementary School Principals
State Council of School District Administrators
State School Boards Association

State United Teachers

Superintendent of Public Instruction

Public Education Association
School Administrators Association of New York State
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APPENDIX J (CONTINUED)

Texas

Texas Association of School Administrators

Texas Association of School Boards

Texas Classroom Teachers Association

Texas Commissioner of Education

Texas Elementary Principals and Supervisors Association
Texas State Teachers Association
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SCHOOL DISTRICTS SELECTED FOR PARTICIPATION IN THE STUDY

California

Riverside Unified School District

Sacramento City Unified School District

San Juan Unified School District
Connecticut

Hartford School District

New Haven School District

Stamford School District
Florida

Brevard County School District

Lee County School District

Okaloosa County School District
Georgia

Dougherty County School District

Fulton County School District

Gwinnett County School District
Idaho

Boise City Independent District 1
Indiana

Gary Consolidated School Corporation

South Bend Consolidated School Corporation
Vigo County School Corporation



APPENDIX K (CONTINUED)

Minnesota
Anoka~Hennepin Independent School District
Minneapolis Special School District
Robbinsdale Public Schools

Nebraska

Lincoln School District 001
Omaha School District 001

New York
Buffalo City School District
Rochester School District
Yonkers School District

Texas

Corpus Christi Independent School District
Garland Independent School District

Northside Independent School District (San Antonio)
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APPENDIX L

- COVER LETTER SENT TO THE SUPERINTENDENTS
OF THE SCHOOL DISTRICTS

Dear Superintendent:

Under the direction of Dr. Gene Shepherd, Professor
of Education, University of Oklahoma, I am engaged in a
doctoral dissertation study, a segment of which is to iden-
tify criteria that are recommended for utilization by public
school superintendents and personnel directors in the
recruitment and selection of elementary school principals.
The assumption has been made that, as one of several factors
influencing the behavior of school superintendents and per-
sonnel directors, criteria recommended by the local elemen-
tary principals' associations or local administrators'’
associations provide guidelines for the recruitment and
selection of elementary school principals. To determine to
what extent such criteria are being recommended, I am
requesting that you complete and return the enclosed ques-
tionnaire.

For your convenience a self-addressed, stamped
envelope is enclosed in which you can return the brief
questionnaire. The questionnaire and envelope are numbered
to facilitate the collection and analysis of data.

Thanks, in advance, for your consideration of my
request.

Sincerely,

A. Kenneth Stern

AKS:1ls

Enclosures
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-‘APPENDIX M

QUESTIONNAIRE IC

Please respond to the following:

4.

No.

Is there a local elementary school principals' associa-
tion in the district in which you are the superintendent?
(Yes, No)

If the answer to questioh 1l is Yes, would you write. the
name and school address of the person who currently is
the president?

If the answer to question 1 is No, is there a local
administrators' association comprised of elementary,
secondary, and central office administrators? (Yes, No)

If the answer to question 3 is Yes, would you write the
name and school address of the person who currently is
the president?
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APPENDIX N

FOLLOW-UP LETTER SENT TO THE SUPERINTENDENTS
OF THE SCHOOL DISTRICTS

Dear Superintendent:

Approximately three weeks ago, you should have

. received a letter requesting your assistance in a doctoral

' dissertation survey designed to identify criteria recom-
mended for utilization by school superintendents and person-
nel directors in the recruitment and selection of elementary
school principals. The assumption has been made that, as
one of several factors influencing the behavior of school
superintendents and personnel directors, criteria recom- -
mended by the local elementary principals' association or
local administrators' association provide guidelines for

the recruitment and selection of elementary school prin-
cipals.

The initial responsé to the request has been gbod.
To make the survey as complete as possible, however, I need
your cooperation in returning a completed questionnaire.

For your convenience a self-addressed, stamped envelope is
enclosed in which you can return the brief questionnaire.

If the questionnaire you received earlier has been
completed and is presently in the mail, disregard this
reminder.

Thanks, in advance, for ybur consideration of my
request.

Sincerely,

A. Kenneth Stern
AKS:1s

Enclosures
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APPENDIX O

COVER LETTER SENT TO THE PRESIDENTS OF THE LOCAL
ELEMENTARY PRINCIPALS' ASSOCIATIONS OR THE
LOCAL ADMINISTRATORS' ASSOCIATIONS

Dear Administrator:

Under the direction of Dr. Gene Shepherd, Professor
of Education, University of Oklahoma, I am engaged in a
doctoral dissertation study, a segment of which is to iden-
tify criteria that are recommended for utilization by pub-
lic school superintendents and personnel directors in the
recruitment and selection of elementary school principals.
The assumption has been made that, as one of several factors
influencing the behavior of school superintendents and per-
sonnel directors, criteria recommended by the local elemen-
tary principals' association or the local administrators’
association provide guidelines for the recruitment and
selection of elementary school principals. To determine to
what extent such criteria are being recommended, I am
requesting that you complete and return the enclosed ques-
tionnaire.

For your convenience a self-addressed, stamped
envelope is enclosed in which you can return the brief ques-
tionnaire. The questionnaire and envelope are numbered to
facilitate the collection and analysis of data.

Thanks, in advance, for your consideration of my
request.

Sincerely,

A. Kenneth Stern
AKS:1s

Enclosures



203

APPENDIX P

QUESTIONNAIRE ID

Please respond to the following:

No.

You have been identified by the superintendent of the
district in which you are employed as the president of
the local elementary principals' association or the
local administrators' association. Has the association
of which you are the president formulated and published
a set of criteria relevant to the recruitment and
selection of school principals, especially elementary
school principals? Please circle. (Yes, No)

If the aésociation has formulated and published such a
set of criteria, would you send a copy to me?

Would you write the name and school address of the
person in your school district who is responsible
initially and primarily for recruiting, interviewing,
and selecting elementary school principals? This
person may be, for example, the superintendent or the
director of personnel.
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APPENDIX Q

FOLLOW-UP LETTER SENT TO THE PRESIDENTS OF THE LOCAL
ELEMENTARY PRINCIPALS' ASSOCIATIONS OR THE
LOCAL ADMINISTRATOR® ASSOCIATIONS

Dear Administrator:

Approximately three weeks ago, you should have
received a letter requesting your assistance in a doctoral
dissertation survey designed to identify criteria recom-
mended for utilization by school superintendents and person-
nel directors in the recruitment and selection of elementary
school principals. The assumption has been made that, as
one of several factors influencing the behavior of school
superintendents and personnel directors, criteria recom-
mended by the local elementary principals' association or
local administrators' association provide guidelines for the
recruitment and selection of elementary school principals.

The initial response to the request has been good.
To make the survey as complete as possible, however, I need
your cooperation in returning a completed questionnaire.
For your convenience a self~addressed, stamped envelope is
enclosed in which you can return the brief questionnaire.

If the questionnaire you received earlier has been
completed and is presently in the mail, disregard this
reminder. ' :

Thanks, in advance, for your consideration of my
request.

Sincerely,

A. Kenneth Stern
AKS:1s

Enclosures
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APPENDIX R

COLLEGES AND UNIVERSITIES SELECTED FOR
PARTICIPATION IN THE STUDY
California
Claremont Graduate School
Stanford University '
University of California, Berkeley

Connecticut

University of Bridgeport
University of Connecticut

Florida
Florida State University
University of Miami
University of Florida
Georgia
University of Georgia
Idaho
University of Idaho
Indiana
Butler University
Indiana University
Purdue University

Minnesota

University of Minnesota
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APPENDIX R (CONTINUED)

Nebraska

University of Nebraska
New York

Columbia University

Fordham University

State University of New York at Buffalo
Texas

‘North Texas State University

Texas Tech University
University of Texas
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- APPENDIX S

COVER LETTER SENT TO THE DEANS OF THE
COLLEGES AND UNIVERSITIES

Dear Sir:

Under the direction of Dr. Gene Shepherd, Professor
of Education, University of Oklahoma, I am engaged in a
doctoral dissertation study, a segment of which is to iden-
tify criteria that are recommended for utilization by public
school superintendents and personnel directors in the re-
cruitment and selection of elementary school principals.
The assumption has been made that, as one of several factors
influencing the behavior of school superintendents and '
personnel directors, their educational administration cer-
tificate or degree programs have been extremely important.
To determine to what extent recruitment and selection cri-
teria are being recommended by professors, it would be
beneficial to know if there is a course entitled Personnel
Administration offered in the School of Education of which
you are the Dean and, if there is, who is responsible for
teaching it.

Completing and returning the enclosed questionnaire
will aid in my attempt to obtain the data necessary for my
study. For your convenience a self-addressed, stamped
envelope is enclosed in which you can return the brief
questionnaire. The questionnaire and envelope are numbered
to facilitate the collection and analysis of data.

Thanks, in advance, for your consideration of my
request.

Sincerely,

A, Kenneth Stern
AKS:1s

Enclosures
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APPENDIX T

QUESTIONNAIRE IE

Please respond to the following questions:

No.

Is there a course entitled Personnel Administration
offered in the School of Education of which you are
the Dean? (Yes, No)

If the answer to question 1 is Yes, what is the pro-
fessor's name who is currently responsible for teaching
this course?

If the answer to question 1 is No, is there a course
offered, part of which emphasizes personnel adminis-
tration? (Yes, No)

If the answer to question 3 is Yes, what is the title of
the course?

What is the professor's name who is currently respon-
sible for teaching the course referred to in questions
3 and 4?
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APPENDIX U

FOLLOW-UP LETTER SENT TO THE DEANS OF THE
COLLEGES AND UNIVERSITIES

Dear Sir:

Approximately three weeks ago you should have
received a letter requesting your assistance in a doctoral
dissertation survey designed to identify criteria recom-
mended for utilization by school superintendents and person-
nel directors in the recruitment and selection of elementary
school principals. The assumption has been made that, as
one of several factors influencing the behavior of school
superintendents and personnel directors, their educational
administration certificate or degree programs have been
extremely important. To determine to what extent recruit-
ment and selection criteria are being recommended by pro-
fessors, it would be beneficial to know if there is a course
entitled Personnel Administration offered in the School of
Education of which you are the Dean.

The initial response to the request has been good.
To make the survey as complete as possible, however, I need
your cooperation in returning a completed questionnaire.
For your convenience a self-addressed, stamped envelope has
been enclosed in which you can return the brief question-
naire.

If the questionnaire you received earlier has been
completed and is presently in the mail, disregard this
reminder.

Sincerely,

A. Kenneth Stern

AKS:1ls

Enclosures
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"APPENDIX V

COVER LETTER SENT‘TOVTHE PROFESSORS WHO TAUGHT PERSONNEL
ADMINISTRATION COURSES OR RELATED COURSES

Dear Professor:

Under the direction of Dr. Gene Shepherd, Professor
of Education, University of Oklahoma, I am engaged in a
doctoral dissertation study, a segment of which is to iden-
tify criteria that are recommended for utilization by public
school superintendents and personnel directors in the re-
cruitment and selection of elementary school principals.
The assumption has been made that, as one of several factors
influencing the behavior of school superintendents and per-
sonnel directors, their educational administration certifi-
cate or degree programs have been extremely important.

You have been identified by the Dean of the College
in which you teach as a professor in educational adminis-
tration. To determine to what extent recruitment and selec-
tion criteria are being recommended, I am requesting that
you complete the enclosed questionnaire and return it to me.

For your convenience a self-addressed, stamped enve-
lope is enclosed in which you can return the brief question-
naire. The questionnaire and envelope are numbered to facil-
itate the collection and analysis of data.

Thanks, in advance, for your consideration of my
request.

Sincerely,

A. Kenneth Stern
AKS:1ls

Enclosures
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APPENDIX W

QUESTIONNAIRE IF

Please respond to the following:

No.

Do you teach a course in personnel administration?
Please circle. (Yes, No)

Do you teach a course related to personnel administra-
tion? Please circle. (Yes, No)

If you teach a course in personnel administration or a

- course related to personnel administration, do you recom-

mend to the students a specific set of criteria relevant
to the recruitment and selection of school administra-
tors, especially elementary school principals?

Please circle. (Yes, No)

If the answer to question 3 is Yes, would yoﬁ send a
copy to me?

If you teach a course in personnel administration or a
course related to personnel administration but do not
recommend to the students a specific set of criteria
relevant to the recruitment and selection of elementary
school principals, would you please send me a copy of
the syllabus you distribute to the students? Also,
would you write the title of the primary textbook used
in the course and its author?

Text

Author




212

APPENDIX X

FOLLOW-UP LETTER SENT TO THE PROFESSORS WHO TAUGHT
PERSONNEL ADMINISTRATION OR RELATED COURSES

Dear Professor:

Approximately three weeks ago, you should have
received a letter requesting your assistance in a doctoral
dissertation survey designed to identify criteria recom-
mended for utilization by school superintendents and per-
sonnel directors in the recruitment and selection of elemen-
tary school principals. The assumption has been made that,
as one of several factors influencing the behavior of school
superintendents and personnel directors, their administra-
tion certificate or degree programs or both have been impor-
tant.

The initial response to the request has been good.
To make the survey as complete as possible, however, I need
your cooperation in returning a completed questionnaire.
For your convenience a self-addressed, stamped envelope is
enclosed in which you can return the brief questionnaire.

-I1f the questionnaire you received earlier has been
completed and is presently in the mail, disregard this
reminder. ‘

Thanks, in advance, for your consideration of my
request.

Sincerely,

A. Kenneth Stern
AKS:ls

Enclosures
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APPENDIX Y
ORGANIZATIONS WHICH RECOMMENDED CRITERIA

National Non Education-Oriented Organizations

l. United States Equal Employment Opportunity Commission

National Education-Oriented Organizatiqns

2. American Association of School Administrators

State Education-Oriented Organizations
3. Minnesota Parents, Teachers, and Students Association

4, Public Education Association



214

APPENDIX z

CRITERIA RECOMMENDED FOR THE RECRUITMENT AND SELECTION OF
ELEMENTARY SCHOOL PRINCIPALS

Every board should establish policies to guide the
superintendent in the selection of principals. (2), (4)

The school board should declare unequivocally that it
shall be the responsibility of the superintendent to
select persons for recommendation to appoint as prin-
cipal. (2), (4)

The school board, as a matter of policy, should elect
only those persons recommended by the superintendent of
schools for a principalship. (2)

The superintendent should execute his professional re-
sponsibility for the selection of principals with the
consultation of professional administrators and/or
instructional staff members. (2), (4)

All committees should be recognized as advisory bodies
only. (2)

Representation on the committee which defines and de-~
velops criteria to be used in principal selection should
be broadly representative of the entire system and
include presently employed principals, other school
administrators and teachers. (1), (2)

Committees which inélude parents should be established
to recruit and select principals. (3), (4)

The committee to define criteria should be separate and
distinct from other committees or groups concerned with
implementation of selection procedures. (2)
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12.

13.

14.

15.

16.

17.
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The committee concerned with the development of recruit-
ment and selection criteria should convene periodically
to review the validity and effectiveness of existing
standards. (1), (2)

Members of the committee concerned with actual screening
and evaluation of candidates for the principalship
should possess the experience, preparation and insights
necessary to discharge such responsibilities in an
effective manner. (1), (2), (3), (4)

The committee concerned with actual screening and eval-
uation of candidates for the principalship should have
access to consultants and other special resource persons
from within or outside the district. (2), (3), (4)

No person in the school system, other than the superin-
tendent, should be given permanent membership on any:
committee for the development of criteria or procedures
for the identification, screening and selection of '
principals. (2)

A term of office on a committee for the development of
criteria should be a maximum of three to five years, and
no person should be appointed to more than one term of
service. (2) ‘

The personnel office in each school system should be the
central repository for all applications, credentials,
written notices and files of applicants for principals.
(2)

The personnel office should be responsible for adminis-
tering whatever instruments of evaluation may be used in
the selection process. (2)

Each district should recognize that the principalship is
a cluster of functions which are best realized through
the efforts of many administrators and supervisors
rather than only one person. (2)

What a school district expects'of a principal should be
incorporated in its written policies so that individuals
can be selected in terms of well-defined specifications.

(1), (2), (3) ' '
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18. The uniqueness of each of the schoollattendance'centers
should be recognized and defined with clarity. (L), (2)

19. Future needs for pr;nclpals should be anticipated
through a careful study of turnover and retirement pat-
terns of principals as well as the potential increase
in the number of attendance units within. (2), (3)

20. All school systems should establish crlterla of success
in the principalship and state them, preferably in
performance terms. (2), (3)

21. Situational factors likely to influence effective admin-
istrative behavior should be described for the system as
a whole and more specifically for each attendance unzt.
(l)' \2) )

22. The research available on personal and professional
factors should be utilized in selection. (2)

23. No person.should be excluded from consideration as
principal on the basis of sex alone. (1), (2)

24. Unusually long periods of teaching experience should
not be required. (2)

25. A year of graduate study, or its equivalent, at a duly
accredited institution of higher learning should be the
absolute minimum for consideration for selection as a
principal, with post master's work in school adminis~
tration, particularly a doctorate, being given a high
order of preference. (2)

26. No person should be excluded from nor be given special
consideration in recruitment and .selection because of
race, religion, socioeconomic status, nationality back-
ground or political influence. (1), (2)

27. Formal identification and recruitment procedures for
school principals should be developed in every school
system. (1), (2), (3)

28. Flexible rather than rigid policies of promoting from
within or searching outside the school system should
be adopted in all systems. (2)
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38.

39.
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Systematic and caréfully designed procedures should be
designed to facilitate identification and selection of
the best candidates. (1), (2), (4)

Contributions and limitations of various selection de-
vices should be analyzed to guard against overemphasis
on any one test, interview or other selection device.

(1), (2)

Objective measures should be established to analyze and
monitor the recruitment process. (1)

An Affirmative Action file of minority and female appli-
cants not hired who are potential candidates for future
openings should be maintained. (1), (4)

Vacancies should be advertised in media directed toward
minorities and women. (1), (4)

Contact with minority, women's and community organiza-
tions should be developed and maintained. (1), (4)

Minorities and females should be utilized in the re-
cruitment and entire personnel process. (1)

All advertising should include the phrase "Equal Oppor-
tunity Employer, M/F". (1)

Major questions regarding race, national origin, reli-
gion, education, arrest and conviction records, credit
rating, sex, marital status, family status, physical
requirements, experience requirements, age, friends or
relatives working for the school district and appearance
should be eliminated from application forms and inter-
views or carefully reviewed to assure that their use

is job related and non-discriminatory in effect. (1)

Any test which adversely affects the employment status
of groups protected by Title VII of the Civil Rights Act
of 1964 and amended by the Equal Employment Opportunity
Act of 1972 should be professionally validated as an
effective, significant predictor of effective job per-

" formance. (1), (4)

Interviews and interviewers' actions should be carefully
monitored. (1)
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Any system of rating or “weighting" certain items in

-application forms, tests or interviews which may have

a disparate effect on minorities or females should be
reviewed. (1)

Each step in the selection process should be reviewed
and monitored. (1), (4) '

Vacancies should be listed in staff bulletins, news-
papers, magazines and professional journals. (4)

Recruiting notices should be sent to selected college
rlacement offices.

All applicants should submit the following information:
full name, present address and telephone number, age,
marital status, number of children, complete education
and work history, interests, legal qualifications,
published work, professional affiliations, personal and
experience references. (4)

Candidates who are eliminated from consideration should
be notified promptly in writing. (4)

The interviewer should guide the interview so that the
candidate does the most talking. . (4)

The interviewer should use a checklist of questlons to
be covered. (4)

For candidates under serious consideration who work in a
school, a visit to their present schools for observation
and interviews of teachers, parents and students should

be arranged before a firm commitment or final selection

is made. (4)

A medical examination should be required. (4)

A weighting chart could'be used if several groups of
people are involved in the selection process. (4)
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APPENDIX AA
COVER LETTER SENT WITH RASEPS

Dear Dr.

Under the direction of Dr. Gene Shepherd, Professor
of Education, the University of Oklahoma, I am engaged in a
doctoral dissertation study. A segment of this study in-
volves conducting a survey of public school districts with
student enrollments greater than 20,000 to ascertain what
practices are reported in the recruitment and selection of
elementary school principals.

Previously I have contacted the Superintendent of
Schools and the president of the local elementary princi-
pals' association in your school district to obtain some
-related data. You have been identified by . president
of the local association, as the person primarily respon-
sible for recruiting and selecting elementary principals.

As the person with this responsibility, your cooper-
ation in completing the enclosed questionnaire is requested.
Realizing that your schedule is busy, especially at this
time of the year, I have attempted to keep the questionnaire
as concise as possible. The questionnaire will require
approximately 15 minutes of your time. For your convenience
a self-addressed, stamped envelope has been enclosed in
which you can return the questionnaire. Also, would you
please enclose a copy of the application form for elementary
principalships that is utilized in your school district?

Thanks, in advance, for your consideration of my
requests.

Sincerely,
A. Kenneth Stern

AKS:1s
Enclosures
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RECRUITMENT AND SELECTION OF ELEMENTARY PRINCIPALS SURVEY
Part 1

BASIC INFORMATIOR

A. Name

B. Title

C. Name of school district __

D. Would you like to receive a copy of the results of this survey? Yes No

E. Please enclose a copy of the application form for administrative positions that is used
by your school district.

Part II
RECRUITMENT AND SELECTION METHODS
Several methods of recruiting and selecting candidates for the elementary school Pprincipal-
ship are listed below. Place a __»~ 1in the space provided that is appropriate as related
to your school district.

A, Recruiting Candidates

1. Have formal identification and recruitment procedures been developed? Yes No
2. Are measures established to analyze and monitor the recruitment
process? Yes No
3. 1Is there maintained an Affirmative Action file of minority and female
" applicants for future openings? Yes No
4. 1Is contact with minority, women's or community organizations regarding
recruitment of elementary principals developed and/or maintained? Yes No. .
5, In the recruitment and/or selection process are: _
- : - Individuals of minority groups utilized? ’ Yes . No
b° Women utilized? ~ s Yes No
6. Are advertisements for vacancies placed in media directed toward:: s
a. Minority groups Yes No :
b.- Women : Yes No

7. Vacancies in elementary principalships are listed in:
(Check as many as are appropriate)

a. System-wide bulletins (_ ) d. Professional journals (__)

b. Newspapers : ) . e. College placement office(_

c. Magazines ) f. Other )
8. Does all advertising include: ‘

a. "Equal Opportunity Employer . Yes -.No

b. M/F - Yes ~ No
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C.

[

Utilizing Committees"

1.
2.

3.

4.

5.

If
If
6.

Is a committee established to help recruit elementary principals?

Is there a committee to define and/or develop criteria to be used

in the selection of elementary principals?

Is there a committee to evaluate candidates for the principalship?

If YES, does the committee:

a. Use a weighting chart

b.  Have access tj consultants and other special resource people
within or outside the district?

If the answer(s) to items Bl, B2, and/or B3 is (are) YES, check

. which of the following groups are represented on the committee(s):

#B1 #B2
Groups Recruitment Criteria
: Committee . Committee’

a. Presently employed
elementary principals

b. Superintendent

c. Other school administrators

d. Teachers

e. School board. members

f. Parents

g.  Other

Is (are) the committee(s) recognized as adwisory only?

the answer to B2 is NO, please go to Cl.

the answer to B2 is YES, please respond to items 6a-6e.

Does the committee to define and/or develop criteria to be used in

principal selection (B2):

a. Operate separately from other committees concerned with the
implementation of the selection process?

b. Convene periodically to review the validity of existing
standards?

c. Have any permanent members excluding the superintendent?

d. Have any members which serve for a term of more than five
years?

e, Have any. members which are appointed to.-more than one term of
office?’

[T
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Adopting the Selection Procedures

1.

2.

3.

Does the school board have written policiles to guide the

superintendent in the selection of elementary principals?

Is there a person other than the superintendent who has the final.

responsibility to select persons for recommendation to appointment

as principals?

The principalship is recognized as: (Check one).

a. A cluster of functions which are best recognized through the
efforts of many administrators and supervisors.

b. A cluster of functions which are best recognized through the
efforts of the principal.

c. One primary function which is best recognized through the
efforts of mahy administrators and supervisors.

d. One primary function which is best recognized through the
efforts of the principal.

Is there incorporated into written policies what is expected of a

principal so that individuals can be selected for principalships

- in terms of well~defined specifications?
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2
Yes No'
Yes No
Yes No
Yes ‘No
Yes No

#B3
Selection
Committee

Yes - No
. Yes No
Yes No
Yes No
Yes No
Yes No
Yes -No
Yes No
)
)
)
)
Yes No
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: 3
5. Are future needs for principals anticipated through. _
: a. A study of turnover patterns - ; Yes No
b. A study of retirement patterns Yes  No
c. A study of the potential increase or decrease in the number
of schools: ‘ : Yes ‘No
6. Regarding criteria of success in the principalship, ' ’
a. Are there any established? , Yes No
b. Are they stated in performance terms? Yes - No
7. Are there written descriptions of situational factors likely to
influence administrative behavior for the system as a whole and
more specifically for kach school? ' Yes  No
8. Are systematic procedures designed to facilitate identification »
and/or selection of the best candidates? Yes No
9. Are elementary principals selected on the basis of competitive :
examinations? Yes No -
If the answer is NO, go to #12. :
10. Which of the following is (are) used: (Check as many as are
appropriate)
a. Achievement test )
b. Psychological test )
c. Situational performance test )
d. Intelligence test )
| e. Values test ' T
11. 1Is (are) the test(s) validated as predictors of job performance? Yes ‘No
12. 1Is there used a system of rating or "weighting" certain items in
application forms, tests, or interviews? Yes  No
13. Are the steps of the selection process reviewed and/or monitored? Yes . No
14. Are candidates required to have a medical examination? ~ . Yes - No
Investigating the Candidates
1. Is there a Personnel Office? . Yes - No
2. If YES, for which of the following is it the central repository:
(Check as many as are appropriate)
a. Applications )
b. Credentials )
c. Written notices )
d. Files of applications )
3. Does the Personnel Office have the responsibility for administering
whatever instruments of evaluation may be used in the selection
process? Yes No
4. Other qualifications being equal, which would be preferred for an
elementary principalship?
a. Male )
b. Female : )
c. No preference . )
5. How many years of classroom m teaching experience do you prefer the
.candidates for elementary principalships to have? (Check only one)
a. 0-3 years ) c¢. More than 6 years )
b. 4-6 years ) d. No minimum number )
6. Number from 1-4 (1 is high , and 4 1s low) the order of preference
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regarding educational experience of elementary principalship candidates.
a. Bachelor's degree
b. Master's degree

c. Master's degree and additional graduate work = (
d. Doctor's degree

(LN LN

I’\
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4
7. Are persons excluded from consideration in recruitnent and :
selection because of:
a. Race - S Yes No
b. Religion Yes _ . No i
c. Socioeconomicstatus “Yes ~ No .
d. Nationality background . Yes No
e. Political influence Yes No
8. Are persons given special consideration in recruitment and
"gelection because.of:
a. Race Yes -No
\ b. Religion Yes  .No
¢. Socioeconomic status Yes = - No
d. Nationality background Yes .No
e. Political influence Yes No
9. Are interviews and/or interviewers' actions monitored? Yes - - No

10. In the interview(s), who talks? (check one)
a. Interviewer(s) primarily
b. Interviewee primarily
c. JTalk time is divided evenly
11. During the interview(s) does (do) the interviewer(s) use a checklist
- of questions to be covered? Yes No
12. TFor candidates under serious consideration who work in other school
districts, does someone in your school district arrange a visit to
. their present schools:

AVVV

a. For observation . Yes No
b. For interviews of:
1) Teachers ' Yes No
2) Parents Yes .No
3) Students Yes - No
4) Other administrators Yes No

E. Selecting the Principal

1. As a matter of policy, does the school board appoint to a principalship

only those persons recommended by the superintendent of schools? . Yes -~ No
2. Does the superintendent consult with professional administrators .
and/or instructional staff members when selecting principals? ‘Yes No

3. Please check one of the following:
a. More consideration is given candidates presently employed in

the district, )

b. More consideration is given candidates working outside the /
district. : D

¢. Equal consideration is given to all candidates. . D

4. State the approximate weight given to each selection device..
The total should be 100%.

~a. Interview(s) N
b. Test(s) %
Other selection device(s)
c. : %
d. i
5. Do candidates who are eliminated from consideration receive notification
in writing? Yes No
If YES, when do they receive notification?
a. Within one week ) S c. Within three weeks )
b. Within two weeks ( ) ' d. After more than three «C )

weeks
| '
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APPENDIX CC

FOLLOW-UP LETTER SENT WITH RASEPS

Dear Dr.

Approximately two weeks ago you should have received
a letter requesting your assistance in a doctoral disser-
tation survey designed to ascertain what practices. are
reported in the recruitment and selection of elementary
school principals. One criterion is that the school dis-
tricts surveyed should have student enrollments greater than
20,000,

Previously I have contacted the Superintendent of
Schools and the president of the local elementary principals'
association in your school district to obtain some related
data. You have been identified by » president
of the local association, as the person primarily respon-
sible for recruiting and selecting elementary principals.

As the person with this responsibility, your cooper-
ation in completing the enclosed questionnaire is requested.
Realizing that your schedule is busy, especially at this
time of the year, I have attempted to keep the gquestionnaire
as concise as possible. Completing the questionnaire will
require approximately 15 minutes of your time.

I would appreciate your enclosing a copy of the
application form for elementary principalships that is
utilized in your school district. I have assumed that your
enclosing a copy of the application form would require less
of your time than responding to numerous questions regarding
information requested therein.

The initial response to the request has been good.
To make the survey as complete as possible, however, I need
your cooperation in returning a completed questionnaire.
For your convenience a self~addressed, stamped envelope has
been enclosed in which you can return the questionnaire., 1If
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the‘questionhairg you received earlier haé been completed
and is presently in the mail, disregard this reminder.

Thanks, in advance, for your consideration of my
requests.

Sincerely,

A. Kenneth Stern
AKS:1ls

Enclosures
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APPENDIX DD

LETTER REQUESTING A COPY OF THE APPLICATION FORM
FOR ADMINISTRATIVE POSITIONS

Dear

Thank you for completing and returning to me the
questionnaire regarding recruitment and selection pro-
cedures. I appreciate your cooperation in responding to
my request.

There is one additicnal request. Would you please
send to me a copy of the application form for administrative
positions that is used by School District?
The purpose of this request is to obtain some information
from the application form for my dissertation survey.

Your cooperation has been and is appreciated.

Sincerely,

A. Kenneth Stern
AKS:1ls

Enclosures
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INFORMATION REQUESTED BY SCHOOL DISTRICTS ON APPLICATION

FORMS FOR ADMINISTRATIVE POSITIONS

Information Number Percent
Full name 19 100.0
Age (date of birth) 17 89.5
Sex 17 89.5
Present address 17 89.5
Telephone number 17 89.5
Marital status A7 _89.5
Race 1 5.3
National origin 1 5.3
Family status (number of children) A5 79.0
Education 18 94.7
Appearance (photograph) 9 47.4
Experience references 18 94.7
Personal references _ 7 36.8
Physical regquirements (defects/health) AS 79.0
Friends or relatives working for

the school district 1 5.3
Arrest and conviction records 9 47.4
Religion 3 15.8
Credit rating 0 0.0
Professional affiliation 11 57.9
Published work 8 42.1
Interests 9 47.4
Experience requirements (teaching and/

or administrative experiences) 18 94.7
Work history _9 47.4
Legal qualifications (certificates) 18 94.7




Criterion
Number

1l
2
3
4
5
6
7
8
9
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APPENDIX FF
CORRESPONDING CRITERIA AND RASEPS ITEMS

RASEPS
Item
Number

Cl
Cc2
El
E2
BS
B2,B4
Bl,B4
Bé6a
B6b
B3,B4
B3b
Bé6c .
B6d,Bée
D1,D2
D3
Cc3
Cc4
C?7
C5
C6
Cc?7
c9,€10,€11,C14,D4,
D5,p06,D07,D8,E3
D4
D5
D6
D7,D8
Al
E3
c8
E4
A2
A3
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APPENDIX FF (CONTINUED)

Criterion RASEPS

Number Item
Number
33 . A6
34 Ad
35 AS
36 ' : A8 _
37 - Information obtained from'
: ‘ application form
38 c9,Cl10,C11
39 : D9
40 C12
41 - C13
42 A7
43 A7
44 Information obtained from
: application form
45 E5
46 D10
47 ‘ D1l
48 D12
49 D14

50 B3a
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ORGANIZATIONAL ARRANGEMENTS AND ENROLLMENTS OF THE SCHOOL
DISTRICTS SELECTED FOR PARTICIPATION IN THE STUDY

State and School District Organizational
Arrangement

California

Riverside Unified School
District

Sacramento City Unified
School District

San Juan Unified School
District

Connecticut

Hartford School District
New Haven School District
Stamford School District

Florida

Brevard County School District

Lee County School District

Okaloosa County School
District

Georgia
Dougherty County School
District
Fulton County School District
Gwinnett County School District
Idaho

Boise City Independent District I

K-12
K-12

K-12

PK~-12
PK-12
PK-12

K-12
K-12

K-12

1-12
1-12
K-12

K-12

Enrollment

26,685
53,056

55,255

28,067
21,540
20,422

61,653
23,488

26,496

22,159
34,036
20,889

21,956
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APPENDIX GG (CONTINUED)

State and School District Organizational" Enrollment
"Arrangement

[y

Indiana

Gary COnsoiidated'School

Corporation K-12 41,688
- South Bend Consolidated
School Corporation K-12 32,812
Vigo County School
Corporation PK~-PG 21,280

Minnesota

Anoka-Hennepin Independent

School District K-12 29,508
Minneapolis Special School
District K=-12 59,703
Robbinsdale Public Schools Kflz 26,553
Nebraska
Lincoln School District 001 K-12 29,619
Omaha School District 001 K-12 62,644
Neﬁ York
Buffalo City School District  PK-12 63,473
Rochester School District PK-12 43,133
Yonkers School District PK-12 29,140

Texas

Corpus Christi Independent -
- School District K-12 44,152

Garland Independent School
District K-12 23,545

Northside Independent School
District (San Antonio) K-12 25,487
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APPENDIX HH

SCHOOL DISTRICTS BY STUDENT ENROLLMENT WHICH WERE
SELECTED FOR PARTICIPATION IN THE STUDY

School District ' Enrollment

Buffalo City School District 63,473
Omaha School District 001 ' 62,644
Brevard County School District 61,653
Minneapolis Special School District 59,703
San Juan Unified School District 55,255
Sacramento City Unified School District 53,056
Corpus Christi Independent School District 44,152
Rochester School District 43,153
Gary Consolidated School Corporation 41,688
Fulton County School District 34,036
South Bend Consolidated School Corporation 32,812
Lincoln School District 001 ‘ 29,619
Anoka-Hennepin Independent School District 29,508
Yonkers School District 29,140
Hartford School District 28,067
Riverside Unified School District 26,685
Robbinsdale Public Schools 26,553
Okaloosa County School District 26,496
Northside Independent School District (San Antonio) 25,487
Garland Independent School District 23,545
Lee County School District 23,488
Dougherty County School District 22,159
Boise City Independent District I 21,956
New Haven School District ‘ 21,540
Vigo County School District , 21,280
Gwinnett County School District 20,889

Stamford School District 20,422
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APPENDIX II
SCHOOL DISTRICTS WHICH RESPONDED TO RASEPS
State and School District

California

Sacramento City Unified School District
San Juan Unified School District

Connecticut

Hartford School District

New Haven School District

Stamford School District .
Florida

Brevard County School District

Lee County School District

Okaloosa County School District
Georgia

Dougherty County School District
Idaho

Boise City Independent District I

Indiana -

South Bend Consolidated School Corporation
Vigo County School Corporation
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APPENDIX II (CONTINUED)
State and School District

Minnesota
Anoka-Hennepin Independent School District v,
Minneapolis Special School District
Robbinsdale Public Schools

Nebraska

Lincoln School District 001
Omaha School District 001

New York

Buffalo City School Distfict
Rochester School District

Texas
Corpus Christi Independent School District

Garland Independent School District
Northside Independent School District (San Antonio)
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APPENDIX JJ

ORGANIZATIONAL ARRANGEMENTS AND ENROLLMENTS OF THE SCHOOL
DISTRICTS WHICH RESPONDED TO RASEPS ‘

\
State and School District Organizational Enrollment
Arrangement

California

Sacramento City Unified

School District ' K-12 53,056
San Juan Unified School '
District : ‘ K-12 55,255
Connecticut
Hartford School District PK-12 28,067
New Haven School District - PK-12 21,540
Stamford School District PK-12 20,422
Florida
Brevard County School District K-12 61,653
Lee County School District K-12 23,488
Okaloosa County School District K-12 26,496
Georgia
Dougherty County School District = 1-12 22,159
Idaho
Boise City Independent District I = K-12 21,956
Indiana

South Bend Consolidated School
Corporation K-12 32,812
Vigo County School Corporation PK-PG 21,280
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State and School District

Minnesota

Anoka-Hennepin Independent
School District

Minneapolis Special School
District

Robbinsdale Public Schools

Nebraska

Lincoln School District 001
Omaha School District 001

New York

‘Buffalo City School District
Rochester School District

Texas

Corpus Christi Independent
School District

Garland Independent School
District

Northside Independent School
District (San Antonio)

Organizational
Arrangement

K~-12

K-12
K-12

K-12
K-12

PK-12
PK-12

K-12
K-12

K-12

Enroll%ent

t
ks

29,508
59,703
26,553

3y
26,619
62,644

63,473
43,133

44,152
23,545

25,487
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APPENDIX KK

SCHOOL DISTRICTS BY STUDENT ENROLLMENT WHICH
RESPONDED TO RASEPS

B

School District. . . . - Enrollment

Buffalo City School District 63,473
Omaha School District 001 62,644
Brevard County School District _ 61,653
Minneapolis Special School District 59,703
San Juan Unified School District 55,255
Sacramento City Unified School District 53,056
Corpus Christi Independent School District 44,152
Rochester School District 43,133
South Bend Consolidated School Corporation 32,812
Lincoln School District 001 ‘ 29,619
Anoka-Hennepin Independent School Dlstrlct 29,508
 Hartford School District 28,067
Robbinsdale Public Schools 26,553
Okaloosa County School District 26,496
Northside Independent School District (San Antonio) 25,487
Garland Independent School District 23,545
Lee County School District 23,488
Dougherty County School District 22,159
Boise City Independent District I 21,956
New Haven School District 21,540
Vigo County School District 21,280

Stamford School District - v | 20,422



