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ABSTRACT

The major purpose of this study was to investigate
the preferences of the Newfoundland and Labrador Educational
District superintendents for criteria in selecting public
elementary school principals. Data collected from 26 Inte-
grated and Roman Catholic district superintendents provided
the necessary information used in the testing of the various
hypotheses.

One hundred and twenty-three selection criteria,
identified mainly from related research, were used in the
questionnaire. These were categorized under six major head-
ings as follows: (1) Professional Qualifications, (2) Pro-
fessional Experience, (3) Personal-Professional Attributes,
(4) Professional Selection Standards, (5) Professional
Selection Techniques, and (6) Personal Attributes. District
superintendents were required to indicate their preferences
of the criteria in sections 1 through 5 according to the
appropriateness of the criteria in a selection process.
Section 5 required the superintendents to estimate the impor-
tance of principalship candidates' personal attributes. The
response scale for each attribute was 5, 4, 3, 2, and 1.
Corresponding to each attribute is Most Important, Fairly
Important, Uncertain, Of Little Importance, and Of No Impor-

tance.
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Results of the analysis of data relating to the
preferences, and estimations of the respondents, as a whole,
revealed that the superintendents do not agree on the
criteria to be used in selecting principalship candidates.

Respondents were classified and compared on the basis
of certain selected variables such as district type, district
size, administrative experience, and supervisory experience.
Based on findings using the Chi Square, it was concluded
that superintendents' preferences of the selection criteria
were seldomly influenced by their professional character-
istiecs.

The general conclusions from this study were: (1)
superintendents do not agree on the appropriateness of
criteria to be used in the selection of public elementary
school prineipals, and (2) in terms of a uniform selection
procedure, the Newfoundland and Labrador school districts
are similar to many other North American systems where

research on this topic has been conducted.
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CHAPTER I
THE PROBLEM
INTRODUCTION

One can hardly dispute the claim that the quality of
elementary school leaders is dependent on the objectivity
and validity of selection procedures, and that the quality

of el Yy on is on both.

Perhaps, one of the most important roles in the field
of educational administration is that of the elementary
principalship. Euliel and Kmftz maintain that the princi-
palship is the key administrative role inrthe school system.

This administrative position has not always been
filled by individuals with a wide array of personal and
professional proficiencies. Jenson states that, "the pre-
requisites for appointment to this position were often

limited to experience as a classroonm teacher."

laoaeph Eulie, "It's Not the School -- It's the Prin-
cipal,” American School Board Journal, CLIII, (July, 1966),
12-20.

2Luther E. Bradfield :nd Lezna.rd(l:. Kraft (eds.), The
Elementary School Princ. in Action, (Scranton, Penn.:
Tnternational Textbook Company, 1970), P. 1.

3‘:l.‘l'usodcra J. Jenson et al., Elementary School Admin-
istration, (Boston: Allyn and Bacon, 1967), p. 389.

ld
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The role of the elementary principal has changed and
will continue to change. The past decade has seen a signif-
icant increase in the dimensions and functions of the ele-
mentary principalship. Consequently, the scop2 of
proficiencies needed by individuals to meet the demands of
the principalship has changed.

Boards of education can no longer believe that the
public school systems can recruit and develop administrative
personnel without the use of a well-defined, well-planned,
systematic selection process. Also, they can no longer hope
that the candidate's personal aspirations or ambitions,
founded upon a self-appraisal of his potential to administer
an elementary school, will continue to be a primsry factor
in the availability of candidates. Gordan maintains that
school boards of education must improve the process of
selection of elementary school principals. This writer
points out the necessity for collecting data from
psychological and professional tests, data from interviews,
and personal evaluations made by board aupervisors.“

Campbell et al. strongly advise that greater
serutiny of administrative candidates be exercised by the
school districts who will employ them. The authors call for

430an Claire Gordan, "Selection of Elementary School

Principals,” National Elementary Principal, XLV, (April,
1966), 62+64.



the use of tests which bring out the personal character-
istics of administrative candidates.’

One very substantial argument given in favour of a
completely planned, systematic, and carefully executed
selection process is that of Jenson who states:

It (sound selection procedures) provides a rational

aniform basis which, when constantly applied, pro-
vides the applicant, as well as the communfty, with the
assurance that merit not favouritism, not influence,
not political considerations, is the determining factor
«s» @nd it provides the chief executive, who is
ultimately responsible for the selection of all person-
nel, with a basis by which he can justify his selec-
tions should they be questioned or conmstod.6

McIntyre asserts that the recruitment and selection
of leaders for the elementary school principalship should
produce the best possible choice for the position to be
filled. He continues to say that, "at times, the choice may
not prove to be of the expectations rendered; however, this
would be the exception rather than the rule whenever a
*formal' system is used,"?

If the continued improvement of elementary education
is closely related to the quality of leadership provided by

the elementary school principals, a concerted effort must

5Roald F. Campbell, L.L. Cunningham and R.F, McPhee,
The Organization and Control of American Schools, (Columbus,
Ohios Charles E, Merrill Publishing Company, 1965), pp. 252-
253.

6Jensone_t al., op. cit., p. 289.
7Kenneth E. McIntyre, "The Selection of Elementary

School Principals,” National Elementary Principal, XLIV,
(April, 1965), h2lk6.



be made to improve the selection process.

I. THE PROBLEM

Purpose of the Study
This study is concerned with an investigation of the
preferances of the Newfoundland and Labrador Educational

District superintendents for criteria in selecting public

elementary school principals.

Statement of the Sub-Problems

A consideration of the problem requires a study of

‘the following sub-problems:

1.

2.

6.

The professional qua.uﬁcationn prsfemd in
public el 'y school

The professional experience preferred in public
elementary school principals.

The personal-professional attributes preferred
in public elementary school principals.

The professional selection standards to be used
in the selection of public elnnentu-y sch ol
principals.

The professional selection techniques to be used
in the selection of public elementary school
principals.

The importance of personal attributes in public
elementary school principals.

Background of the Problem

This study is, in part, a replication of three

similar studies by the following researchers:

14

Ralph H. Poteet, University of Texas, 1968.



2. Arthur E. Justice, Duke University, North
Carolina, 1965.

3. {agk W. Bronfield, Pennsylvania State University,

These studies were concerned wich the 'identification
of criteria utilized by district superintendents in the
selection of public elementary school principals.'

Specifically, this study will employ the methodology
of Dr. Ralph H. Poteet's dissertation.

Need for end Significance of the Study
El 'y school on has high priority. Its

programme involves a larger proportion of the school popu-
lation than does any other segment of public education. It
requires and receives a significant share of the public purse.
Accordingly, Burr states, "soclety expects efficient and
effective operation of elementary schools.“8

It is logical to assume that i1f the elementary school
1s to achieve a significant degree of efficiency and effect~
tiveness, the principal must be a competent educational
leader. As Elsbree et al. point out, "if his leadership is
weak and ineffectual, society's investment yields a poor

return."?

sJames B. Burr et al., Elementary School Administra-
tion, (Boston: Allyn and Bacon, 1969), p.

9w.s. Elsbree, H.J. McNally and R. Wynn, "A Look
Ahead at School Administrative," National Elementary Prin-
cipal, XLVI, (April, 1967), 57



The increased and increasing complexity of the
elementary school principalship subsequent to the creation
of regional and central high schools in Newfoundland and
Labrador necessitates that the most capable administrators
be recruited, selected, and appointed to this position. The
district superintendents are faced with many difficult
decisions in selecting the competent candidate. It is felt
that a knowledge of the criteria used by the district
superintendents, as an aggregate, will better enable a
superintendent to work hopefully towards a more provincially-
uniform selection process.

The needs for this study are: &) +to develop criteria
against which existing procedures for selection may be
evaluated, b) to serve as a guide for school boards in
appointing persons to administrative positions, and ¢) to
serve as a guide for district superintendents for screening
applicants for the elementary principalship. In addition,
the study should prove instrumental in inducing additional

research on the topic.
II. CONCEPTUAL FRAMEWORK

The district superintendent is responsible for the
selection of elementary school principals within the policy
framework so determined by the school board. He is obligated
to attempt to achieve the highest possible degree of selec-

tivity. He must, insofar as possible, initiate a 'selection
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process' which will identify the most capable candidate for

the position -- candidates who are cognizant of the

dimensions of the task areas and who have the required

attributes and qualifications necessary to carry out these

functions. Immegart and Dexheimer, in their article, very

specifically and pertinently, outlined the functions of

this administirator; they are listed as follows:

DIMENSIONS

PERSONAL

PROFESSIONAL

POLITICAL

SOCIAL

EDUCATIONAL

FUNCTIONS

Meets own

Realizes individual achievement
Makes individual contribution
possible

Encourages creativity

Establishes job contribution
Advances practice
Enhances job values

Secures support for the school
Formulates and updates school

goals

Serves as liasion with govern-
mental agencie:

Serves as 1iasion with district
central office

Works with students

Works with constituents
Relates to other agencies and
organizations

Relates to society

Develops and implements program
Develops and deploys staff
Provides physical facilities for
instruction

Assesses effects of school program



1. Defines purposes

ADMINISTRATIVE 2. Determines organization

g. Guides planning 10
. Secures and allocates resburces

The superintendent has a tremendous responsibility

to initiate the development oi a sound selection process.

The chief executive must also attempt to resolve

some of the problems associated with the selection of

individuals for the elementary school principalship. These

problem considerations would, at least, include:

1.
2.

Should women get equal consideration in selection?

Should preference be given to candidates from
within the school system in which the vacancy
exists?

Who should select the principal? Should there be
a sekection committee? If so, who should serve on
it?

Is experience in on 1 to
in the principalship?

Should applicants be required to meet minimum
requirements as to firmal:education and profess-
ional experience?

What personality attributes are likely to be
predictive of administrative performance?

What professional qualifications are essential
if a candidate is to successfully meet the
challenge of the position?

On going attempts are being made to answer these

10g1en L. Immegart and Roy Dexheimer, "The Changi:
(2?) Role of the Elementary School Pnncxpal," Selected

Articles For Elementary School Prlnug
1 "y School Principals, (Was) on. D [ Nanonal

Elementary

Education Association, 1968), pp. 39-44
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questions concerning the criterion utilized in the selec-
tion procsss. Illustrations of such activity are found in
the following publications: American Association of School

Administrators, American School Board Journal, Educational

Research Journal, Educational Research Digest. Instructor,

National Educational Association Bulletin, ioanl Ele-
mentary Principal, Nation's Schools, School Executive, and
School Management.

Through these publications and the works of

individual writers on the subject of elementary school
principals specifically, and the field of educational
administration generally, there has been a dearth of inform-

ation This on is oriented in six

major directions: (1) evaluative information of the pro-
fessional qualifications needed for the position, (2)
evaluative information of professional experience needed

for the position, (3) evaluative information of the personal-
professional attributes considered important in candidates
for the position, {4) evaluative information of the pro-
fessional selection standards to be used in the selection
process, (5) evaluative information of the professional
selection techniques to be used in the selection process,

and (6) evaluative information of the importance of the

candidates' personal attributes.
P
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Personal and Professional Variables of Educational Leaders
The term leadership has a multiplicity of definitions.

It may denote a certain skill or condition of one who guides,
directs, manages, and inspires others. The meanings attached
to the term are invariably dependent on the type or style of’
leadership that one has in mind. It is doubtful if cne can
find clear-cut answers as to what constitutes good leader-
ship; however, the following authors offer their conclusions

as to the personal and professional attributes deemed

'y in prospective ional leaders:

Cubberley lists five attributes which he calls the

1 ials for ional 1 ip. These
attributes are the marks considered for professional leader-
ships

1. Ability to stand on one's feet

2. Ability to think through an idea

3. High ingellectual ability

L, Intellectual courage

5. Ability to get along well with other people

McKee points out that the principal must have special
training for the position in the areas of educational
administration, supervision, direction of personnel, and

coordination of public relations.lz

11EIwood P. Cubberley, The Princi and His School
(Camngdge Massachusetts: l-l:)ughton and Hi%ﬁfﬁ, %
pp. 563

S tanley W. McKee, "A Questionnaire Study of the
Elementary-School Principalship,” The Elementary School
Journal, IXL, (December, 1948), 213-18.
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Elsbree and McNally said that the implications of

1

1 p for the p: on of principals

necessitate that the leader must;

léxhx:n more than just knowledge of administrative
ory

Possess personal magnetism to work effectively
with teachers and students

Be friendly and approachable

Be dedicated to the education of children
Respect students

Have capacity for democratic leadership

Have educational vision

Have knowledge of social trends and forces
Have successful experience in leading people to
work together 13

Ganders, on the other hand, asserts that there are

fourteen basic characteristics of educational leaders. These

are:

Self-control
Fairness
Impartiality
Enthusiasm
Tact

Energy
Sincerity
Frankness
Positiveness
Decisiveness

Likeableness
Pleasantness,,
Friendliness

12y3i1lard S. Elsbree and Harold J. McNally, Elemen:
School Administration and Supervision, (New York: American

Book Company, 1951), P» 19.

13Harry S. Ganders, "Prestige, Lovalty, Po?ula.rity.
and Other Accompaniements of Leadership,” Educational Re-

view, LXXIV, (November, 1927), 205-08.
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Schilson writes that those who express a desire to
become principals should possess certain personal and pro-
fessional characteristics which could be termed criteria
for admittance. These criteria are as follows:

1. Mature judgement

2. Ability to work well with others

3. Evidence of leadership ability

4, Ability to communicate effectively

5. Above-average intelligence

6. Physical stamina

7. Dependability

8. Democratic philosophy of education

9. Academic qualifications for elementary teacher
certification

10. Compassion for, and understanding of children
in their various stages of development

11. Capability to conceive and foster craativitx in
working with children and adult collegues.l

Anderson maintains that we operate on the assumption
that the most important identifying characteristics of
prospective educational leaders include at least the
following:

1., High intellectual ability
2. Broad educational background
3. Successfnl leadership experience

Anderson goes on to state that, "intelligence -- that
many faceted jewel"” -- is one of the best clues to the
potential success of any prospective camdidate for the
rield.'s

1"D\mald L. Schuson, "The Elementary Principal:
Selection and Training,” American School Board Journal,
CL, (April, 1965), 65-67.

15ponald P. Anderson, "Recruiting Leaders for To-
morrow's Schools," National Elementary Principal, XLIV,
(April, 1965), 47-
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Moore has listed "intelligence, social motivaticn,
and general education" as prime criteria for administrative
eelection.16

Jacobson, Reavis, and Logsdon present information of
exhaustive studies, conducted over a period of two decades,
attempting to determine what constitutes good educational
leadership. Jacobson, et al., 1list fifteen indicators for
guldelines and maintains that the leader exceeds the average
member of his group in the following ways:

1. Sociability

2. Initiative

3. Persistence

4. K¥nowing how to get things done
5. Self-confidence

6. Alertness and insight into situations
7. Cooperativeness

8. Popularity

9. Adaptability

10. Verbal facility

11. Scholarship

12. Dependability in exercising responsibilities
13. Intelligence

14, Activity and social paIiieipation

15. Socio-economic status

Lipham states that effective principals have higher
activity drives, higher achievement drives, higher social

mobility, above average ability to get along well with

—_—
1 Robert B. Moore, "Selecting Administrators Through

Testing," Administrator's Notebook, X, (April, 1962).

17Pau1 B. Jacobson, C. Reavis and James D. Logsdon,
The Effective School Principal, (Englewood Cliffs, New Jersey:
Prentice-Hall, Inc., 1963), pp. 99-100.
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others, and possessed greater emotional control than did
ineffective principala.la

Briner, in his study of twenty-nine San Francisco,

California Bay Area superintendents, concluded that the

superintendents looked for the following qualities in

subordinate administrators:

1. Age: between 30 and 40 years of age

2. Neat in appearance

g. Freedom from physical defects

. Attentiveness

5. Di

6. Varied social and cultural interests

7. Married

8. Good credit standing

9. Above average intelligence

10. Ability in public relations

11, High academic grades

12. Creativeness

13. Ability to anticipate problems

14, Loyal

15, Dedication

16. Democratic philosophy of education

17. Expanmental by nat

18. Broad liberal arts backgraund in undergraduate
studies

19. Extensive exposure to sociological, psycholog-
ical, biological, and philosophical foundations
of education

20, Good health

21, Cooperativeness

22, Abihty to inspire others

23. Poise

24, Ability to assume responsibilities

25. Two years of teaching experience

26. Ability to evaluate teacher performance

18

'James M. Lipham, "Personal Variables of Effective

Administrators,” Administrator's Notebook, IX, (September,

1960) .
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27. n pre ional orgamzatigns
28, Willingness to use outside personnel

One of the classic approaches to leadership qualities
has been made by Ordway Tead. His works, and especially, The
Art of Leadership, had a tremendous effect upon the thinking
of individuals who were concerned with leadership in general,
including educational leadership. Tead ennumerates ten
qualities which appear (to him) to be of paramount importance:

1. Physical and nervous energy

2. A sense of purpose and direction
3. Enthusiasm

4, Friendliness and affection

5. Integrity

6. Technical mastery

7. Decisiveness

8. Intelligence

9. Teacl skill

10. Faith!

Lindop, after carefully studying the works of leader-
ship experts, maintains that they came close to agreeing
that the best and most successful educational leaders
exhibit most of the following characteristics:

1. Energy, enthusiasm

2. Confidence

3. Sense of puz-pose and direction

4. Technical ski.
- Cempetsncy and mastery of some field
- Teaching skill
- Ability to obtain cooperation

19conrad Briner, "The Superintendent and Selection
of Subordinate Administrators," Administrator's Notebook,
VIII, (February, 1960), citing Conrad Briner, "Identifica-
tion and Definition of Criteria Relevant to the Selection
of Public School Administrative Personnel" (unpublished
Doctor® s dissertation, Stanford University, 1958).

Otdway Tead, The Art of Leadership, (New York:
McGraw-Hill Book Company, Inc., 1935), DP. 3-263.
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- Ability to make others feel important
- Ability to organize
- Ability to express one's ideas

5. Imagination, and ability to face reality
6. Traits of personality
- Modesty
Friendliness

Social ease
Lack of snobbishness
Tact
Frankness and honesty
Willingness to serve others
Fearlessness for standing up for his right
Sense of humor
7. Traits of character
- Adaptability
- Integrity, sh\eerity. and honesty
- Initiative
- Thoroughness
8. Intelligence
- Curiosity
= Openmindedness
- Resourcefulness

- Ingenuity

- Orginality

- Ability to anticipate problems
9. Judge?nt
10. Faith?l

The long range forecasting concerning the preparation
and success of elementary school principals is a very
difficult prognostication to achieve. This can be partially
explained by the fact that the elementary school principal-
ship rests upon social change. The following authors offer
their opinions on what personal and professional attributes

are necessary for an elementary school principal to achieve

2"Boyd Lindop, "Qualities of the Leader," Elementary
School Administration, ed. Oscar T, Jarvis, (Dubugue, Iowa:
William C. Brown Company Pubhahers, 1969), pp. 5-6.
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success:
Templeton outlines the qualities necessary for an
elementary principal to carry out administrative duties:

1. Candidate's philosophy of education

2, Personali

3. Understanding of children and ability to work
with people.

4, ZLeadership

5. Administrative ability

6. Dependability and responsibility

7. Adaptability to meeting changing conditions

8. Educational training, not less than a Master's
degree with considerable work in administration
and supervision22

The National Elementary Principal f
commonly been called the 'hidden qualities' in the person-

what has

ality of the elementary principal. These qualities include:

1. Honest;
2. Integrity
3. Kindness
« Tact
5. Intelligence
6. Alertness 2
7. Admiration and respect 3

Wiles and Grobman bring forth the opinion that high-
est productivity is found in democratic leadership situa-
tions.zu Obviously, the authors would wish the elementary
principal to have a democratic philosophy of education.

22prthur F. Templeton, "The Yonker's System of
Seéectigg Principals," School Executive, LXXI, (Jume,
1965), 61. .

23"Who is a Good Principal?" National Elementary
Principal, XXXII, (May, 1953), 6-9.

2“tK:‘u:n:all Wiles and Huda G. Grobman, "Principals
as Leaders," Nation's Schools, LVI, (October, 1955), 75-77.
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Reavis states that the personal characteristics that
appear to be essential to successful elementary school :
leadership are:

1. Superior intellectual ability

2. Hingh degree of sacial intelligence

g. Initiative, resourcefulness

+ Co-operative attitude

5. Personal attractiveness

6. Drive

7. Physical and mental health

8. High moral amd personal integrit;
9. Sound judgement and common sense

The National Education Association presents the
following characteristics, in order of frequency, as a
result of a survey of six hundred and eight-nine superin-

tendents' preferences of candidates' personal attributesiy

ALp

1. Effective ional and ty 1
2. Ability to work P! ively with h
3. Ability to get along well with others
4, Ability to organize and carry out a good school

program
5. Professional attitude and spirit
6. Genuine liking for and understanding of child-

ren

7. Desire and capacity to improve

8. Personality

9. Ability to build a good public relations

program

10. Clear understanding of elementary education and
the principal's part in it

11. Willingness to assume responsibility

12, Good judgement and ggmon sense

13. Democratic attitude

25111111»(0. Reavis & _;%.. Administering the Ele-
mentary School, (Englewood Cliffs, New Jersey: Prentice-Hall,
Tnc., 1957), p. 237.

26Depa.rtnent of Elementary Principals, National Educa-
tion-Association, The Elem School Principalship, (Wash-
ington, D.C.: De: ent o: lementary School principals,
National Education Association, 1961), p. 167.
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The National Education survey also concluded that the

inability of the principals, as perceived by district super-

1 » to be ful was a result of the absence of
the above mentioned traits.

Stoops and Johnson state that there are certain
pringiples relating to leadership that should be second
nature to the chief administrator of the elementary school.
The authors listed these as:

1. Sensitive to the needs of individuals

2. Should have imagination

3. Quality of action

4. Loyalty to his followers

5. Ability to communicate

6. Possess stamina

7. Intelligence

8. Character 27
9. Knowledge of human relations techniques

Chilten maintains that in order for the elementary

principal to with his > th ng,
responsible duties, he must possess the mental abilities to
perform his job; he must be able to communicate; lead and
plan efficiently. He must be able to understand the philoso-
phy of democratic principles in order to promote excellent
teacher-principal learning situations. Chilton, contends,
therefore, that the principal's qualifications should in-
clude ability in public relations. To qualify, he must be

a leader with proof of ability, organization, and stamina.

27Emery Stoops and Russell E. Johnson, Elementa:
School Administration, (New York: Ginn and Company, 1§§§),
PP. =30,
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Chilton advises the elementary principal that, "leadership
requires decisive and affirmative nction."ze

Faber and Shearron state that the following character-
istics should be preferred in appointing elementary princi-
pals because they are related to Executive Professional
Leadership (E.L.P.) as reported by Gross and Herriott:

1. A high level of academic performance in college

2. A high degree of interpersonal skill

3. The motive of service

4. Willingness to commit off-duty time to their

5. ;:i‘:ﬁvely 1little senority as taacherazg

Justice, in his research, listed the following
criteria that received highest responses by district
superintendents:

Grooming
Eﬂe etivenass of expression

Ability to communicate
Dependability
Cooperativeness

Honesty

Ability to maintain discipline
Enthusiasm

Patience

Ability to plan

Friendliness

Self-control

Tact

Knowledge of classroom mannge-ent
Ability to work with parent:

28 Stuart Chilton, "Elementary Principal -- Guardian
of Future Generations," Texas School Business, XIII, (May,
1967), cited in Ralph H. Poteet, "Criteria for the Selection
of Public Elementary School Principals in the State of Texas"
(unpublished Doctor's dissertation, East State Texas
University, 1968), p. 15.

296har1es F. Faber and Gilbert F. Shearron, Elemen-
tary School Administration: Theory and Practice, (New York:
T Rinehart and Winston, Inc., 1970), p. 2.
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17. Resourcefulness

i8. Soundness of jgdgement

19. Sense of humor30

The preceding survey revealed that there was much
agreement of the general scope covering personal and pro-
fessional criteria for the selection of elementary school
principals. The authors have indicated leadership and

intelligence as two of the most important criteria.
III. DEFINITIONS OF TERMS

For the purposes of this study, the following
operational definitions of key terms will be employed:

Criteria. Refers to the standards or tests by which
administrative behaviour may be evaluated.

Elementary School. Refers to a school other than

'y or post 'y in which we find the grades
kindergarten through six (K-6) or any combination thereof.

Elementary School Principal. Refers to the chief
elementary school official who is responsible for performing
the duties as prescribed by The Schools Act, 1969.31

Elementary School Principalship. Refers to the top

hierarchical position in the elementary school as defined.

3O rthur E. Justice, "Criteria for the Selection of
Public Elementary School Principals in the State of Georgia®
(unpublished Doctor's dissertation, Duke University, 1965),
p. 105.

3ll\lewfmmclland and Labrador, Department of Education,
The Schools Act, 1969, (St. John's: The Queen's Printer,
1969, p. 23.
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Selection. Refers to the delibermte act of choosing

an administrative candidate for the elementary school prin-
cipalship as defined.

District Superintendent. Refers to the chief

executive of the school district who is responsible for
performing the duties as prescribed by The Schools Act,
1969.32
Iype of District. Refers to a classification of
Integrated or Roman Catholic Educational Districts.
Administrative Experience. Refers to experience as
an elementary or secondary principal or vice-principal.
Supervisory Experience. Refers to experience as a

district board supervisor or supervisory inspector.
IV. LIMITATIONS

1. This study will examine the preferences of the
district superintendents for alil of the educational
districts in Newfoundland and Labrador with the exception
of Ramea, Burgeo, Seventh Day Adventists, and the Pente-
costal Assemblies of Newfoundland. The first three
districts have been excluded from the study due to the fact
that, at present, they do not have a district superinten-

dent, The last district was excluded for two reasons:

32ppe Schodls Act, 1969, pp. 23-24.
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(1) it is y to maintain ty for the respon-

dents, and (2) inclusion of the Pentecostal Assemblies with
either the Integrated or Roman Catholic Districts would
bias the information obtained.

2. No attempt will be made to investigate the cri-
teria used at the secondary level.

3. No attempt will be made to ascertain the prefer-
ences of school board members or central office administra-
tors (other than the district superintendents).

V. ASSUMPTIONS

The basic assumptions of the study are as follows:

1. District superintendents play an important role
in the selection of public elementary school principals.

2. The ascertaining of the district superintendents®'
preferences regarding candidates' professional qualifications,
professional experience, personal-professional attributes,
and the selection standards and techniques to be used in the
selection process is required befrore a formal personnel
policy on selection and appointment can be formulated.

3. Underlying the selection process there are
personal and professional variables which can enhance school
district's efforts in selecting administrators who are most

likely to succoad.”

3American Associ;}ion of Schno% Adninistrststcs. The
Right Principal for the t School, (Washington, D.C.1s
Amerlcan Library Association, 19 .'p. 26, '

-
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SUMMARY

The single most important job of the boards of
education is to choose the 'right' man as the executive
leader of its district. In the same vein, the most crucial
task of the chief executive is to choose the most capable
principals for that district. The district superintendent
is responsible for the investigation of applicants®
qualifications, experience, and perschal attributes before
any appointments can be made. The recommendation of any
applicant for the principalship must come from the super-
intendent; it is upon his recommendation that the school
board makes its selection for filling a particular position.

The major purpose of this study is to ascertain what
the district superi of the land and

Labrador Educational districts consider to be important
criteria for selecting public elementary school principals.
The minor purpose of this study is to ascertain if
the district superintendents' preferences may be a function
ofs (1) type of district in which they are employed, (2)
size of district in which they are employed, (3) administra-

tive experience, and (4) supervisory experience.



CHAPTER II
REVIEW OF RELATED LITERATURE

This chapter presents a brief history of the public
elementary principalship by describing its specific but not
mutually exclusive stages of development. It attempts to
present the various opinions of the many writers in the
field of educational administration regarding, current
phases, procedures, and techniques used in the selection of
administrative personnel. It deals with some of the major
criticisms of selection practices and criterion that are
presently used by boards of education. It also.reveals the
possible trends for future selection procedures.

This chapter is divided into two sections, as follows:

1. The principalship (history and present importance)

2. The selection p:

( phases, p! d
ures, and techniques; a critique of the practices
and implieations?

I. THE PRINCIPALSHIP

History

The elementary principalship, as it is presently
constituted, has evolved through four stages of development:
head teacher, clerical, managerial, and professional. McClure,
in 1921, stated that at that time "principals were just be-
ginning to enter the most recent stage of professional
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loudershlp."l
Cooper quotes the 1926 Fifth Yearbook of the Depart-
ment of Elementary School Principals as giving the follow-
ing four levels of development which closely parallels those
listed by McClure:

STAGE CHIEF DUTY
Head Teacher (full-time) Teaching
Teaching Principal (full-time) Teaching
Building Principal (full-time) Administration

Supervising Principal (full-time) Supervision 2
Cooper continues to give a brief description of these

stages:

Head teacher stage. During the first half of the

nineteenth century, the vast majority of elementary schools
were of the one-room type. Increased enrollments brought
about the need for organizing instruction and thus we had
the development of the two-room school and the allocation
of subjects to different rooms. Next we find the graded
school, an idea adopted from the Prussian system, recom-

mended by Horace Mann to alleviate existing inefficiencies.

lworth McClue, "Professionalizing the Principalship,”
Elementary School Journal, XXI, (June, 1921), 753-43.

2

John E. Cooper, Elementary School Principalshi; .

(Columbus, Ohion Charles E, Merrill Books, Inc., 1967),

L4, citing Department of Elementary School Principals.

S:udies in tha Elamantarg School Principalship, Fifth Year-
Washington, D.C.: National Education Association,

1923). p. 208,
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Teaching principal stage. The growth of school en-
rollments during the 1860's resulted in additional clerical
duties for the head teacher. As a result, the idea of teach-
ing assistants was implemented such that the principal
could then deveote more time to such matters as promotion,
attendance, discipline (generally administration), and
methods of instruction.

Building principal stage. The next step in the
development of the principalship came with the appointment
of building principals who had been relieved of all teach-
ing duties. Cooper states that this move recognized the
expanding scope of the managerial and administrative concerns
which had been delegated to the principal. The principal
had now won jurisdiction over the building and its
activities and had been granted the necessary time for
carrying out his assignment.

Supervising principal gtage. The elementary princi-
palship emerged as a profession when principals began to
pay greater attention to improving instruction. The concept
of supervision as exhortation, inspection, and demonstration
had been replaced by the idea of supervision as supplying
resource aids and by coordinating efforts in identifying

and working towards educational 50315:3

Importance of the Principalship
At the present time, the role of the elementary

3Cooper, op. git., pp. 4-6.
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principal has greatly expanded. McVey states,"the elementary
principalship has been growing in importance and its respons=
ibilities have enlarged, not only in nunber, but in kind."u
Roald F. Campbell et al. are of the opinion that the
significant increase in the duties and responsibilities of
the elementary principal began in the early sixties when
the elementary principalship really began to approach
ptofessionalium.5

McVey claims importance for the elementary principal-
ship in the educational structure because of the following
reasons:

1. The peculiar significance of the elementary

school in our society.

2. The nature of his professional operations and
the personal contact of the principal with the
teachers, children, and parents.

3. The fact that the position frequently provides
the intermediate step in the development of
higher 8dministmtive personnel in the school
system.

Stephen A. Romine states that life today has an
explosive quality. Consequently, the role of all persons,
including the (elementary) principal is subject to many
changing and conflicting conditions. Some of the more
significant influences within the educational structure

which has heightened the necessity to have strong

“Richa.rd McVey, "Personality: A Key to Administra-
tive Success," Administrator's Notebook, V, (April, 1957).

5Rolld F. Campbell et al., Introduction to Educa-
tional Administration, (Boston: Allyn and Bacon, Inc.,
1962), p. 70.

6McVey, loc. cit.
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elementary leadership are:
1. Growing centralism in education
2. Increasing innovation and specialization
3. A new breed of teachers and pupil
4. A power struggle in our ... profession

5. Developments in administrative theory
6. The increased size and compexity of schools?

Eulie comments upon the importance of the elementary
principalship. He maintains that no other person has greater
influence upon every aspect of school life than the princi-
pal. He states:

Indeed, the principal's influence is such; it can
surely be said that the school is molded in the image
of the principal ... one poor teacher on a faculty is
bad, but a weak and 1na!rectm§ principal can ruin a
achool's educational capacity.

The importance of the principalship is also suggested
by the Chant Royal Commission on Education for British
Columbia when it says, "The Commission recommends that the
greatest care be taken by school boards to ensure that the

best persons available are appointed as prineipals."g

7Luthcr E. Bradfield and Leonard E. Kraft, The Ele-

manti_n_zx School Principal in Action, (Scranton, Penn.: Inter-
national Textbook Company, 1970), 1') 29, citil"xg Stephen A.
Romine, "Current Influences Changing the Princi{ml's Role,"
The North Central Association Quarterly, XLII, (Fall, 1967),
pp. 187-91.

e.l‘oesph Eulie, "It's Not the School =-- It's the Prin-

cipal,” American School Board Journal, CLIII, (July, 1966),
12-20.

9. i

J.F. Ellis, Criteria for Evaluating Procedures for
Selection of Elementary School Principals, (Vancouver:
British Columbia Research Council, 19215. p. 1, citing .
Province of British Columbia, Report of the Royal Commigsion
on Education, (Victoria: The Queen's Printer, 1960), p. .
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Reavis, in discussing the importance of the elemen-
tary principalship, advises school systems that:

The professional leadership in elementary schools
can not be entrusted to chance. (He recommends that)
the policy ... should be to select the best pre d
candidates available for positions of leadership.i0

II. THE SELECTION PROCESS

Selection Practices

The selection process has received the attention of
many researchers. The most quoted work is that of Jay E.
Greene. McVey, in reporting on Greene's study, lists the
following principles which were identified as important:s

1. Selection should be on merit.

2, Selection should take into consideration the
duties of the position and the knowledge that
is necessary to fulfill these duties.

3. All applicants should be required to meet some
:inil\m requirements as to education and exper-

ence.

4, Appraisal should use a comparable basis for
rating all candidates.

5. Provision should be made for appraising the
knowledge, education, and supervisory tech-
niques of all candidates.

6. Competence in oral discussion should be ap-
praised.

7. Adequate provision should be made for appraising
the performance in, and understanding of
community relationships of the candidate.

8. Adequate provision should be made for appraising
the personality qualities of the applicant in-
cluding interpersonal skills.

9. Adequate provision should be made for appraising
the leadership potential of all candidates.

10yilliam C. Reavis et al., Administering the Elemen-
tary School, (Englewood C1iTfs, New Jerseys Prentice-Hall,
Tnec., 1957), P 246,
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10. Individuals called upon to take part in
a sal of applicants should be inpart;al

trained in their specific duties.

11, conpleta and reliable evidence concerning the
professional preparation of candidates should
be obtained.

12. All applicants should be required to meet the
minimum standards of health and physical fit-
ness.

13. Periodic evaluations of the selection process
should be made.

1L, Probationary periods should be required.

Greene stated that the pattern of the selection

P moved ugh three

P (1) establishment of a
pool of qualified individuals on the basis of more or less
specific set of minimum qualifications. (2) a further
extension of qualifications through the administration of
some form of written tests, usually testing the retention
of factual information and writing ability, and (3) over-
all evaluation through some attempt to determine the person-
ality characteristics of the candidates. This was usually
achieved through some form of interview, either by an
individual or panel selected in various ways.u

McIntyre recommends that the following presently
used phases are worthwhile as guidelines to be followed:

1. Describe the job to be filled.

2. Set up standards for selection

3. Locate outstanding prospects.

L, Get routine information through biographical

blanks, not by way of interviews or personal
contacts.

11M0Vey, op. cit., citing Jay L. Greene, "Current
Practices in the Selection of Pnnclpals of Public Elemen—
tary Schools in Cities with Populatlons over 250,000" (un-
published Doctor's dissertation, New York University, 1954),
222 pages.
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5. Appraise each candidate's fitness for the
position by --a) get the judgements of
qualified persons with whom the candidate
has worked, b) place the candidate in sit-
uations in which behavior relevant to the
principalship may be revealed, and c) use
appropriate written tests.12
Misner, reporting on Leonard E. Swenson's study of
selection procedures, states that among Swenson's findings
were these methods for the selection of prospective prin-
cipals:

1. Establishing an objecti.ve testing programme .
2. Checking candidate's performance and training

reco:
3. Identifying prospects early in their teaching
career,

4. Publicizing widelyi
5. Recruiting widely. 3

The previous discussion considered some of the over-
all procedures presently used in the selection process. It
is also necessary to survey the various techniques that are
used within the total selection procedure.

Six selection techniques are included for discussion.

They are, recruitment and ing, ons,

ratings, personal-history blanks, written tests, and |

Izl(enneth McIntyre, "The Selection of Elementary
School Principals," National Elementary Principal, XLIV,
(April, 1965), 42-46.

13paul J. Misner, Fred W. Schneider and Lowell G,
Keith, Elsmengg.? School Admxmstration, (Columbus, Ohio:
Charles E. Merrill Books, IncC., 19 p. 17, citing
Leonard E. Swenson, "Selection of Ptos?ect.we Elementary
School Principals” (unpublished Doctor's dissertation, Uni-
versity of Southern California, 1958), p. 3.
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interviews. Obviously, these are not all of the possible
selection devices in the 1i » but are the

devices most frequently described.

Selection Technigues

Recruitment and screening. Freeman states, "no
matter how carefully the course is planned, a race can do
no better than pick the best rumner on the track.”lu The
quote serves as an ironic comment upon the practice of
inbreeding. It implies the necessity of advertising widely
to attract as many candidates as possible.

Jacobson, Reavis and Logsdon comment upon the

practice of inbreeding and loose selection procedures:

The central administratice officer in school systems
B
chief qualification was long experience in teaching. 5

The prevailing policy of the smaller school districts

to limit administrative appointments and promotions from
'within®' should be reconsidered; it tends to limit the
quality of available leadership. All of the districts
seeking administration characterized by ‘'initiative,
ambition, and self-assurance' should look outside their

own walls.

14
G.L. Freeman and E.K. Taylor, How to Pick Leaders,
(New Yorks Funk and Wagnallé prany.'lm). p. 126.

15paul B. Jacobson, William C. Reavis and James D.
Logsdon, The Effective School Principal, (Englewood Cliffs,
New Jersey: Prentice-] s Inc., » DPe 10.
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Jenson gt 2l.16 and Hencley!? draw attention to this
practice. Hencley reports that the, "previous elementary
teaching® factor is often given too much weight when selec-
ting a principal, sometimes excluding applicants’ more
important aspects. This rep: a g L1ifi-

cation, and is very apt to lead to incorrect generalliza-
tions on the candidate's ability to f£ill the requirements
of the job.

Another common criticism of the recruitment and
screening phase of the selection process is voiced by many
authors including Anderson, Hare, and Hoyle.

Anderson asserts that women, during the last decade,
have been overlooked in the recruitment of school administra-
tors. Anderson states, “the common sterotype of the
potential school administrator is the young male Caucasian
with a middle class blckgtound.“la

Hare questions this common practice of giving prefer-
ences to male candidates. She quotes the work of a group of
Florida researchers who concluded that women ranked signifi-
cantly highsr than men as democratic principals. She also

16pheodore J. Jenson et al. Blumsn% School
Administration, (Boston: Allyn and'Baeon, )3 Pe 389.
17Ursu1& Hencley et al., "Should Elementary
Principals First be Elenentary Teachers?" Instructor, LXXV,
(April, 1966), p. 76.

18Dom.ld P. Anderson, "Recruning Leaders for

omorrow's Schools,":National Elementary Principal, XLIV,
(April. 1965), 47-52.
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quotes John Hemphill's study of selection procedures in
‘the State of New York as concluding that there was no reason
to prefer men over women as 1:tz-,§_1'xei1:vnlxa.19

Hoyle, in quoting Kenneth McIntyre, asserts that

research does not show that men are superior to women in
the principalship -- in fact, the little evidence we have
suggests the opposite conclusion,20

Erickson points out the disadvantage of preferring

males to females:

Education can not afford to waste competent leader-
ship. Administrators have an obligation to encourage
both male and female candidates who have the necessary
qualities for effective leadership. The common practice

of prerEi-ring male candidates must be seriously ques-
tioned.

Letters of recommendation. There seems to be little

evidence or justification for the use of these as a means
of selection. Ellis specifically identifies two of the more

common objections to such letters: a) writers of such

19Nom 0. %. "The Woman Principal," Natiomlh%-
’ Iting J

'The
ment: Principal (April, 1966), 12-13, citing Jol
Hanp%*l, Daniel B. Griffiths and Norman Pre:iﬂ:ksen, Admini-
strative Performance and Personality, (New York: Bureau of
Publications, Teacher's College, Columbia University, 1962).

2°.Tohn Hoyle, "Who Shall be Principal == A Man or Wo-
man?" National Elementary Principal, XLVIII, (January, 1969),
23-24, citing Kenneth McIntyre, "The Selection of Elementary
School Principals," National Elementary Principal, XLIV,
(April, 1965), 42-47.

21Donald Erickson, "Selecting School Principalss Some
Recent Developments," Administrator's Notebook, XII, (Novem-
ber, 1963).
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letters find it easier to write a favourable letter,
especially, if the applicant has access to it, and b) the
point of view of the writers may not be consistently
relevant.??

Freeman holds the same point of view as Ellis, He
states, "whether gratuitiously offered or reluctantly
obtained, letters of recommendation share the same common

frailty to give a guy a bruk."23

Ratings. Ratings are usually made by a candidate's
superiors on the assumption that they know how to assess
the qualities of the applicant better than subordinates or
the candidate's equals. Ellis maintains that ratings by
superiors are frequently irrelevant since they apply only
to a candidate's classroom experience and not to aspects of
his activities that might have pertinence to his leadership
ability as a principnl.z“ If ratings were to be executed by
both the applicant's subordinates and superiors, the
possibility of obtaining a comprehensive view of his
potential would be enhanced.

Paper and pencil tests. Campbell and Gregg, after a

review of the current use of written tests, conclude rather

2251148, op. citd, p. 6.

g reeman and Taylor, loc. cit.

Za111s, loc. cit.
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pessimistically that the validity and reliability of paper
and pencil tests are somewhat less than spectacular when
used in the selection of udminhmtors.zs The authors do
not rule out entirely the use of such tests,

Three writers who do recommend the use of such tests
are Cleeton, Graff, and Houseman.

Cleeton states that paper and pencil tests should be
used not to determine those who will be successful in
administration, but rather as a cut-off point for those
candidates who may not reasonably be expected to succeed.26

Graff and Kimbrough report that the Miller Analogies,
and the Watson-Glaser Critical Thinking Appraisal can differ-
entiate between high and low groups of students in terms of
behavioural characteriztics considered to distinguish
between.effective and ineffective administrative behaviour.
Graff and Kimbrough continue to say that appropriate
standardized tests are valuable as selection techniquaa.27

Houseman says that, "a testing programme must be used

25Roald F. Campbell lm(i Russell T. Gregg, Administra-
tive Behaviour in Education, (New York: Harper and Brothers,
1957)+ pp. H0B-1k.

261135, o op. cit., p. 6, citing Glen U. Cleeton and
Charles W. Mason, oncuthe Ability, Its Dis and
Development, (Yellow Spr ngss Antioch Press, 19 » p. 199.

27oun B. Graff and Ralph B. Kulbrough, "What We
arned About Selection,” Phi Delta Kappan, XXXVII,
(April. 1956), 294-96.
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extensively to provide prognostic information of a signifi-
cant nature to the screening ageney."zB

Personal-history blanks. Personal-history blanks or

biographical blanks have been criticized not because they
have no inherent value as selection devices but because they
appear to be used as a means of gathering numerous odds and

ends that are never evaluated.

Interviews. McVey asserts that present techniques
used in the process of selecting effective administrators
are not satisfactory, particularly the interview.29 McVey
could very well be basing his indictment of interviews on
much the same argument as stated by Bingham and Moore:

(The interviewer) has his prejudices, his personal
likes and dislikes, his pride of opinion, his fondness,
perhaps, for a hypothesis he would like to prove, During
the interview, he may grow impatient or take offence.
Most difficult to overcome is his own expectations,
whi%e !ai%ing to notice counter-indications and expec-
tations.

Despite the objections to the use of the interview in
the selection process, there are those who recommend its use,

‘but with reservations. Campbell and Gregg assert:

zsluchax‘d A, Houseman, "Selectiwe Screening for the

Administrator of the Future," A Forward Look-The Preparation
of School Administrators 1970, ed. Donald E. Tope, (Euﬁ;ne.
Oregon: Bureau of Educational Research, 1960), pp. -

29Mcvey, op. cit., April, 1957.

30Walter Van Dyke Bingham and Bruce V. Moore, How to
Interview, (New York: Harper and Brothers, 1941), p. 101.
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Interviews are justified only when designed to elicit
and appraise garsonality factors related to leadership
success. The interview that wanders aimlessly while a
personal preferencs is being formed has no place ig a
sound selection programme of leadership selection.Jll
The literature on the use and misuse of interviews
gives birth to four principles concerning ways in which they
may be utilized effectively: 1) have clarity of purpose,
2) have a structure or plan, 3) have uniformity for all
candidates, and 4) be executed by an individual or individ-
uals who are competent in giving interviews.

The above discussion was primarily focused on the
selection techniques that were most frequently utilized as
reported by the literature. Another aspect of the selection
process that has received significant attention from the

writers and researchers is that of selection criterion.

Selection Criterion

A consideration of the criterion presently used in-
dicates that certain considerations are largely irrelevant
to educational leadership. Nation!s Schools presents the
results of research conducted at Harvard University regarding
information about hiring principals. The research indicated
that sexy marital status, teaching and administrative exper-
ience, and college credits for courses completed in education

and educational administration were not really related to

31campbell and Gregg, op. Cit., p. 150
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candidates' as el 'y principals. 32

Faber and Shearron, in summing up khe implications of
the study of Gross and Herriott, suggested that if Executive
Professional Leadership (E.L.P.) is to be the criterion,
many school systems were selecting principals on grounds
that had little empirical justification, i.e., type or
amount of teaching experience, experience as an assistant or
vice-principal, sex, marital status, number of graduate and

in on2l administration.3?

Bridges and Baehr concur with the views expressed by
Faber, but adds that the total number of years in college is
not definitely related to subsequent success in educational
administration.%

The incongruous nature of procedures and criteria
used in the selection process derogates against the employ-
ment of capable candidates. Throughout the literature, there

are various ons made ing the trends that

selection procedures are to take if improvements are to be

made. The most frequently mentioned ones ares

az'neuancmrﬂ Tell What to Ask and What to Ignore in
lg&rlng Principals,” Nation's Schools, LXXIV, (July, 1965),
2.

33dein M. Bridges and Meianey E. Baehr, "The Future

of Administrator Selection Procedures,” Administrator's
Notebook, XIX, (January, 1971), No. 5.

34charles F. Faber and Gilbert F. Shearron, Elemen-
tg{x School Administration: Theory and Practice, (New York:
Holt, Rinenart and Winston, Inc., 1970), P. .
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1. The possibility of faulty selection procedures
could very well be lessened by using the collective
opinions of a selection committe. l!r:lne).-.:’5 Cosgrove and

36 37 3

Marshall, Grover, and Read, 8

suggest the implementation
of the selection committee as a means of moving away from
the traditional practice of vesting all of the power in the
superintendent.

2. School systems must establish definite cut-off
points for candidates based on some written test of mental
a!:il:i.ty.3 9

3. School systems must attempt to initiate more
internships.

In looking at the survey of literature on the selec-
tion process, there is ample evidence to suggest that if a
shortage of educational leaders exists, it is due more to
the lack of sound selection procedures than to a shortage
of leadership material.

35cunnd Briner, "The Suparintcndent and the Selec-
tion of Subordinate Administrators,” Administrator's Note-
book, VIII, (February, 1960), No. 6.

36ail E. Cosgreve and Stuart A. Marshall, "Home-

Grown Administrators,” American School Board Journal, CLV,
(Octobax‘. 1967), 21-22."

37r.c. Grover, "Teachers Help Choose a Principal,"
School Executive, LXYIII, (August, 1954), 50-51.

38L.IF. Read, "Appointi a Principal," American
School Board Journal, CXXXIX, (July, 1959), 14-15.

39Erickson, op. cit., November, 1963.
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SUMMARY

A survey of the literature revealed that the
elementary school principalship, as it is presently
structured, has evolved through a head teacher stage,
teaching principal stage, building principal stage, and is
presently in its professional leadership stage. it has also
revealed the social trends and forces which account for the
present importancs of this administrative position and the
incongruous nature by which administrative candidates are
recruited and selected.

Part I presents McClure's and Cooper's delineation
of the evolution of the elementary school principalship.
This position is presently undergoing changes as a result
of various social trends and forces which are ennumerated
by McVey and Romine. Bradfield and Kraft, Eulie, and the
Chant Royal Commission suggest the importance of this
position and recommend that the greatest care be taken in
appointing the most capable candidates available. Reavis
states that the appointment of capable candidates can be
best assured if a school board makes a concerted effort to
develop a policy on selection and appointment.

Part II reveals the selection procedures currently
used by focusing on Jay E. Greene's, McIntyre's, and
Swenson's description of the 'selection principles and

phases.' It also affords a brief description of the most
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frequently used selection techniques. It identifies these
techniques as: recruitment and screening, letters of
recommendation, paper and pencil tests, perspnal-history
blanks, ratings, and the most widely used device being the
interview. This section also presenis various items that
are not really predictive of administrative success as
reported by Nation's Schools, Faber and Shearron, and
Bridges and Baehr. It concludes with the contention that
the lack of well developed selection procedures is
derogating against the successful recruitment of capable
leaders for the elementary school principalship.




CHAPTER III
METHOD OF COLLECTION AND TREATMENT OF DATA
I. THE QUESTIONNAIRE

Justification for its Use
For purposes of this study, the questionnaire method
was used for the following reasons:

e geographical distribution of the Newfoundland
und I.abrador district superintendents made the personal
interview technique less favourable than othuv{!e would

the case.

2. The imperuoml nature of the questionnaire -- its
standardized word.mg. 1 ts standardized order of ques-
tions, its ed i for e~
lgonse! == ensures sﬂme uniformity from one measurement
tuation to another.

ancaynity, and thus Tesl Frecr te presont unbiased in.

formation.
Construction

The original questionnaire, intitled Criteria for the

Selection of Public Elementary School Principals in the
State of Texas, was developed by Dr. R.H. Poteet for his
doctoral dissertation at East Texas State University. The
questionnaire included eight-seven items that were divided

claire Seltiz et al., Research Methods in Social
ns, (New York: Tiol%, Rinehart and Winston, Inc.,
1931). pp. 238-41,

s-nu. loc. cit.
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into two parts -- I. Professional Qualifications and II.
Personal Attributes. Part I was aimed at ascertaining
district superintendents' preferences of candidates' pro-
fessional qualifications by requiring the respondents to
choose between YES and NO responses to thirty-seven items.
Part II was focused on district superintendents' prefer-
ences of candidates' personal attributes by requiring them
to attempt to determine the level of importance of each of
fifty items. A rank value based on, (A) Most Important,
(B) Fairly Important, (C) Uncertain, (D) Of Little Impor-
tance, and (E) Of No Importance.

For purposes of this study the researcher adapted
Dr. Poteet's instrument to the Newfoundland setting. In
constructing a questionnaire similar in detail to that used
by Dr. Poteet, two major problems were: (a) variable
substitutions, deletions, and additions to make the
instrument applicable to Newfoundland and Labrador, and (b)
semantic difficulties and ambiguities arising from changes.

These two problems were t¥éated on two levels.
First, a careful review of the literature provided the
conceptual framework from which evolved the professional
qualification, professional experience, personal-professional
attribute, professional selection standard, professional
selection technique, and personal attribute factors deemed

necessary for inclusion in the instrument.
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Related writings by Briner.3 Jacobson, Reavis and Logsdon.“’
and the Department of Elementary School Pﬂncipala.s and
the related research of Rose Marie Scmnj.vlt,6 and Arthur E.
Justice,7 were specifically utilized. Subsequently, the
researcher, with the assistance of his supervisor,
developed the first draft of the present questionnaire.

. Secondly, the problem was met by administering the
first draft to the graduate class in educational admini-
stration at Memorial University. The graduate class
scrutinized the questionnaire in order to ensure that
variable substitutions and additions made by the researcher
were in keeping with the purpose of the instrument, and to
identify possible semantic difficulties both in the

3Conrad Briner, "The Superintendent and the Selec-
tion of Subordinate Administrators,” Administratoris Note-
book, VIII, (February, 1960).

uPaul B. Jacobson, W.C. Reavis and James D. Logsdon,
The Effective School Princi%, (Englewood Cliffs, New
Jersey: Prentice-Hall, Inc., 1963), pp. 99-100.

5Depament of Eleni:sntary School Ptincipalsi Na;
tional Education Association, The Blenent_a_x_f'vl School Prin-
cipalship, (Washington, D.C.: Department of Elementary
Schog Principals, National Education Association, 1961),
p. 167.

6Rosa Marie Schmidt, "An Appraisal of Factors Rela-
ting to the Selection of Assistant Principals and Principals
for Detroit Public Elementary Schools for the Period 1957~
1963" (unpublished Doctor's dissertation, Wayne State
University, Detroit, 1964).

7Ar1:hur E. Justice, "Criteria for the Selection of
Public Elementary School Principals in the State of Georgia"
(unpublished Doctor's dissertation, Duke University,
Georgia, 1965).
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instructions and question statements of the instrument.

On the basis of this scrutiny, a second form of the
questionnaire was developed. This form was then subjected
to the scrutinization of professors in the Faculty of
Educational Administration, Department of Education,
Memorial University.

On the basis of the suggestions and recommendations
nade by the university professors, a third form was
developed, which in turn, was administered to both a Roman
Catholic and an Integrated district superintendent. The
suggestions made by the two superintendents were considered
in constructing the final draft of the instrument.

As a result of the scrutiny of the instrument by;
the graduate class in educational administration, the
professors in the Faculty of Educational Administration,
and the two district superintendents, as well as the
reconstruction of the original questionnaire, there were
four major changes made to the initial instrument:

1. A third section was included to control for the
independent variables that might conceivably influence
the district superintendents' preferences of the
selection criteria.

2. The terminology of Dr. R.H. Poteet's instrument
was modified to refer directly to what selection cri-
teria should be used instead of what is used.

3. Section I of Dr. Poteet's questionnaire was
reduced from thirty-seven to thirty-five items (two
items were deemed not applicable to the Newfoundland-

Labrador scene). The thirty-five items were then class-
ified under either professional qualifications,
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professional experience, personal-professional attri-
butes, professional selection standards, or profes-
sional selection techniques.

4, Section II of Dr. Poteet's questionnaire was

expanded to cover seventy-five personal attributes
instead of fifty.

II. THE SAMPLE AND DISTRIBUTION OF QUESTIONNAIRES

The population for this study comprised the district
superintendents of the Newfoundland and Labrador Educa-
tional Districts. This included thirty-one in number;
specifically, there were twelve Roman Catholic, and nine-
teen Integrated Educational district superintendents (see
Table I). Mailing information was obtained from the New-

foundland and lLabrador Schools Directory, 1972.

A personal cover letter was included with the
questionnaire packet explaining the importance of the study
and soliciting the help of each district superintendent;
requesting him to complete and return the instrument in a
stamped, self-addressed envelope. The initial response from
the district superintendents was seventeen completed
questionnaires. In respense to a follow-up letter, five
more questionnaires were returned. A second follow-up letter
produced four additional questionnaires making a total of
twenty-six completed questionnaires or eighty-four percent

(see Table II).



TABLE I

SUPERINTENDENT POPULATICN AND RELATED SAMPLE
BY DISTRICT TYPE

Population Statistics Sample Statistics

District Type
No. % No. %
Roman Catholic 12 36.4 12 38.7
Integrated 19 57.6 19 61.3
Seven Day 1 3.0 ] 00.0

Adventists
Pentecostal 1 3.0 ] 00.0

Assemblies
Total 33 100.0 31 100.0
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TABLE II
TABULATION OF SURVEY RETURNS

Number of Percent of
Questionnaires Total Group

Returned undelivered ] 00.0

Returned by respondents

used in present study 26 83.9
unusable o 00.0
received too late to use 1 03.2
Questionnaires unaccounted 4 12.9
for
Total mailed 31 100.0

L
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III. TREATMENT OF DATA

Part I of the questionnaire, containing the profes-
sional characteristics of district superintendents, was
analyzed first. These data regarding, district type,
district size, elementary principalship, elementary vice-
principalship, secondary principalship, secondary vice-
principalship, supervising principalship, and supervisory
inspector experience are presented in tabular form in
CHAPTER IV. From the various tables a profile is presented
of the Newfoundland and Labrador district superintendents.

Part II of the questionnaire asked respondents to
respond to thirty-five items by answering YES or NO. These
thirty-five items were categorized under five major headings:
1. Professional Qualifications, 2. Professional Experience,
3. Personal-Professional Attributes, 4. Professional

Selection S and 5. Pr ional Selection Tech-
niques.

Part III required respondents to determine the
relative importance of seventy-five personal attributes of
candidates to the elementary school principalship. through
the use of a Likert-type scale based on degrees of impor-
tances Most Important, Faidly Important, Uncertain, Of Little
Importance, and,0f No Importance. The values assigned to the
scale ranged from 5 to 1. Personal attributes not rated by
the respondents were arbitrarily rated as Of No Importance
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and assigned the value of 1 for calculating the means and

variances.
IV. HYPOTHESES

Statement of Hypotheses
The investigation was concerned with the testing of
forty-six hypotheses. The following hypotheses are stated
in null forms
m;;“::::oo;rh no ugnﬁmt differences in tho

trict
rofessional qualifications of elementary inci 1-
l:hlp candidates. e o

2, There are no significant differences in the
preferences of district superintendents concernin,
professional experience of elementary principals!
candidates.

3. There are no significant differences in the

ferences of district superintendents for ascertain-
ng selected personal-professional attributes of
elementary principalship candidates.

4. There are no significant differences in the
pr.fonncal of district superintendents for selected
professional standards to be used in the selection
of elementary principalship candidates.

5. There are no significant differences in the

ferences of district superintendents for selected
professional techniques to be used in the selection
of elementary prim}pllship candidates.

6. There are no siy\iﬁcu\t differences in the
district superintendents®' estimations of the importance
of selected personal attributes of elementary principal-
ship candidates.

7. District superintendents®' preferences of candi-
dates' professional qualifications are not related to
the type of districts in which the district superin-
tendents are employed.
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8. District superintendents' preferences of
pi‘af-uional qualifications are independent of district
size.

9. District superintendents' preferences of
professional qualifications are independent of their
elementary principalship experience.

10. District ' pref of
professional qualifications are independent of their
elementary vice-principalship experience.

District sup ' p of
fessional qualifications are independent of their
secondary principalship experience.

12, District superintendenis' preferences of
professional qualifications are independent of their
secondary vice-principalship experience.

13. District superintendents' preferences of
professional qualifications are independent of their
supervising principalship experience.

14, District superintendentd' preferences of
professional qualifications are independent of their
supervisory inspector experience.

15, District superintendents' preferences of candi-
dates' professional experience are not influenced by
the size of districts in which the district superin-
tendents are employed.

16. District superintendents' preferences of
professional experience are indepandent of district
size.

17. District o of
professional experience are independent of their
elementary principalship experience.

18, District superintendents' preferences of
professional experience are independent of their
elementary vice-principalship experience.

19, District superintendents' preferences of
professional experience are independent of their
secondary principalship experience.



20. District superintendents' preferences of
professional experience are independent of their
secondary vice-prinéipalship experience.

21. District superintendents' preferences of
professisnal experianca are independent of their
supervising principalship experience.

22, District superintendents' preferences of
professional experience are independent of their
supervisory inspector experience.

23, District superintendents' preferences for
certaining selected personal-professional attributes
o! elementary principalship candidates are not in-
fluenced by the type ot d!.stricts in which the district
are

superi

ploy

24, Distriet
per: anll—protauionnl attributes are 1ndependent of
district size.

25. District superi * pref for
rsonal-professional attributes m independent of
their elementary principalship experience.

26, District superintendents' preferences for
personal-professional attributes are independent of
their elementary vice-principalship experience.

27. District superi for
personal-professional attributes are 1ndependent of
their secondary principalship experience.

28, District superintendents' preferences for
personal-professional attributes are independent of
their secondary vice-principalship experience.

29, District superintendents' preferences for
personal-professional attributes are independent of
their supervising principalship experience.

30. District superi for
personal-professional lttnbutu are independent of
their supervisory inspector experience.

31. District superi i of
professional standards to ve used .'m the selection
of elementary principalship candidates are not
influenced by the type of districts in which the
district superintendents are employed.



32, District superintendents' preferences of
pi‘otss-i.onnl standards are independent of district
size.

33. Distx‘ict superi
elamntary principalshlp sxperienco-

34, Dinrict superlntendents' preferences of
of their
aleuntu‘y vice-prlncipnluniy experience.

35. District
professional standards are indapendent of their
secondary principalship experience.

36. District superi .
onal s

of
t of their

of their
secondn’y vice-princip-lship experience.

37. District superintendents®' preferences of
professional standards are inde; lent of their
supervising principllehip experience.

38. District superintendenta' preferences of
of their

aupervieory inspector oxperlence.

39. District superintendents’ prefarences of
professional techniques to be used in the selection
of elementary principalship candidates are not in-
ZTluenced by the type of districts in which the
district superintendents are employdd.

40. District superi
professional techniques are independent of &ltrict
size.

41, District superintendents' preferences of
professional techniques are independent of their
elementary principalship experience.

42, District superi ts' pre:
professional techniques are 1ndependent of their
elementary vice-principalship experience.

43, District supemntendents prefarenees of
of their

pr
secondar principulship experlem:e.

55
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4k, District superintendents' preferences of
professicnal techniques are independent of their
secondary vice-principalship experience.

45, District superintendents' preferences of
professional techniques are indpendent of their
supervising principalship experience.

46, District superintendents' preferences of
professional techniques are independent of their
supervisory inspector experience.

Testing of Hypotheses

The forty-six hypotheses advanced for this study were
of two types: -- (a) hypotheses relating to the sample, as
a whole, and (b) hypotheses categorized according to the
various classifications of the questionnaire and the
professional characteristics of the district superintendents
(superintendent related factors).

The chi-square test of independence (and association)
was selected to test hypotheses 1 through 5 to determine if
the district superintendents, as an aggregate, differed in
their preferences. The significant level of each chi-square
was set at the .05 level,

The testing of hypothesis 6 differed. The treatment
of this hypothesis involved the calculation of means and
variances for all items in Part III of the district super-
intendents' questionnaire (see Appendix A).

The chi-square test of independence (and association)
was selected to test hypotheses 7 through 46 to determine if

the district superintendents' preferences of the selection




57

criteria were influenced by their professional characteris-

tics. The significant acceptance level was set at .05.



CHAPTER IV
ANALYSIS OF DATA

The purpose of this study was to investigate the

pre: of the land and L district
superintendents concerning criteria to be used in the
selection of elementary school principals.

The investigation was concerned with the testing of
forty-six null hypotheses so stated in Chapter III.

The chi-sq test of i (and iation)

was used to determine the relationship hetween the variables
under investigation with a pre-determined significance level
set at .05.

The testing of Hypothesis 6 differed, in statistical
treatment, in that it involved the calculation of means
and variances for all items in Part II of the district
superintendents' questionnaire (see Appendix A).

This chapter is divided into three sections cate-
gorized as follows:

1. Professional characteristics of district super-
intendents.

2. Analysis of the total responses of district
superintendents to the various classifications
of gelection criteria.

3. Analysis of the responses of district super-
intendents to the various classifications of
selection criteria when classified on the basis
of their professional characteristics.
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s 48 ONAL ISTICS OF DISTRICT
SUPERINTENDENTS

The purpose of this section is to present a descrip-
tive analysis of the data gathered from Part I of the
district superintendents' questionnaire -- biographical
data relative to the superintendents and his district (see
Appendix A).

The tables which illustrate the breakdown of the
district superintendents' responses for Part I of the
district superintendents' questionnaire have been construc-
ted to include only numerical responses relative to the
total sample size. The specificity of the sample and the
unusually small sample size, twenty-six district super-
intendents, lends itself favourably to interpretation in
terms of simple numerical responses rather than percentages.

District Size

The distribution of Integrated and Roman Catholic
responses by district size based on enrollments is shown
in Table III. Of the twenty-six district superintendents
involved in the study, sixteen were Integrated, and ten
were Roman Catholic. Ten of the sixteen Integrated and five
of the ten Roman Catholic superintendents, were employed
by school boards with enrollments less than 3,200. Four of
both Integrated and Roman Catholic superintendents were
employed by school boards with enrollments between 3,200
and 8,000. Interestingly enough, only two Integrated and
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and ons Roman Catholic district superintendents are employed

by boards with enrollments of more than 8,000,

TABLE III

DISTRICT SUPERINTENDENTS CLASSIFIED BY DISTRICT TYPE
AND DISTRICT SIZE

& District Type
District Sizé Total
Integrated | Roman Catholic
{3,200 10 5 15
23,200 £8,000 4 b 8
>8,000 2 1 3
Total 16 10 26

2 District size is defined in terms of total district
enrollments.

Elementary Principalship Experience
The of the P! by school district

type and years of elementary principalship experience of the
distiict superintendents is shown in Table IV. The table
reveals that five of the twenty-six district superintendents
had no elementary principalship experience. Eleven of the
sixteen Integrated superintendents, and seven of the ten
Roman Catholics indicated that they had a minimum of one

to three years of experience in this role, while only one
Integrated and two Roman Catholic district superintendents
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replied that they had six to ten years of elementary
principalship experience. None of the district super-
intendents had principalship experience above ten years.

TABLE IV

YEARS OF ELEMENTARY SCHOOL PRINCIPALSHIP EXPERIENCE OF
INTEGRATED AND ROMAN CATHOLIC DISTRICT SUPERINTENDENTS

i Pri Soniaie District Type
ementary ne; 8|
Experience & s » Total
Integrated|Roman Catholic
0 5 1 5
1-5 11 ? 18
6-10 % 2 3
10-15 o o 0
>15 o o 0
Total 16 10 26
2 Dye to ex 1

range of 10 to>15 was not atatiatically trontod.

Elementary Vice-Principalship Experience

Table V presents a comparison of Integrated and
Roman Catholic district superintendents by years of
elementary vice-principalship experience. Eight of the
sixteen Integrated and seven of the ten Roman Catholic

district superintendents responded that they had no



62
elementary vice-principalship experience. A minority of the
distitct superintendents indicated that they had one to
three years of experience in this role. Specifically, eight
of the sixteen Integrated and three uf the ten Roman
Catholic district superintendents showed one to three years
of elementary vice-principalship experience. Neither the
Integrated nor the Roman Catholic district superintendents
indicated having more than three years of vice-principalship

experience.

TABLE V

YEARS OF ELEMENTARY SCHOOL VICE-PRINCIPALSHIP EXPERIENCE OF
INTEGRATED AND ROMAN CATHOLIC DISTRICT SUPERINTENDENTS

Elementary District Type
Vice-Principalship Total
Experience & Integrated |Roman Catholic
0 8 7 15
1-3 8 3 11
46 o ° 0
7-9 [ o 0
>9 0 0 0
Total 16 10 26

2 pue to extremely low responses, the experience
range of 4 to »>9 was not statistically treated.
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Secondary Principalship Experience
The distribution of Integrated and Roman Catholic
responses by years of secondary principalship experience in
Table VI revealed that twenty of the twenty-six district

superin had 'y incipalship experience.
When viewed separately, four of the sixteen Integrated, and
one of the ten Roman Catholic superintendents indicated
having no exp:rienca in this role; five of the sixteen
Integrated, and six of the ten Roman Catholic district
superintendents had one to five years of experience in this
role; five of the sixteen Integrated and three of the ten
Roman Catholic superintendents indicated having six to ten
years of secondary principalship experience, and ohly two
Integrated of the twenty-six superintendents replied that
they had more than ten years of experience as secondary
principals.

It is interesting to note that the district super-
intendents, as an aggregate, had a wider range of secondary
principalship experience than either elementary principal-
ship or vice-principalship experience.
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TABLE VI

YEARS OF SECONDARY SCHOOL PRINCIPALSHIP EXPERIENCE OF
INTEGRATED AND ROMAN CATHOLIC DISTRICT

SUPERINTENDENTS
Secondary District Type
Prinoipush}p Total
Experience Integrated | Roman Catholic
o 4 1 5
1-5 5 6 11
6-10 5 3 8
10-15 1 0 1
>15 1 0 1
Total 16 10 26

2 Due to extremely low responses, the experience
range of 6 to >15 was collapsed for statistical treatment.

Secondary Vice-Principalship Experience

The presentation of the Integrated and Roman Catholic
responses by years of secondary vice-principalship exper-
jence in Table VII revealed that the majority of the
district superintendents, fourteen of twenty-six, had no
secondary vice-principalship experience. Six of the sixteen
Integrated, and three of the ten Roman Catholic district
superintendents replied that they had a minimum of one to
three years of experience in this position. Only two Roman
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Catholics of the twenty-six district superingendents
indicated having four to six years of experience as a
secondary vice-principal; however, only one Integrated
of the twenty-six superintendents had experience above six
years in this position.

TABLE VII

YEARS OF SECONDARY SCHOOL VICE-PRINCIPALSHIP EXPERIENCE OF
INTEGRATED AND ROMAN CATHOLIC DISTRICT SUPERINTENDENTS

Secondary District Type
Vice-Principalship Total
Experience & Integrated | Roman Catholic
o 9 5 14
1-3 6 3 9
46 0 2 2
7=9 0 o o
>9 1 0 1
Total 16 10 26

2 Due to extremely low responses, the sxperience
range of 4 to >9 was collapsed for statistical treatment.

Supervising Principalship Experience
The Integrated and Roman Catholic district super-

intendents’ responses by years of supervising principalship

experience is illustrated by Table VIII. From a total point
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of view, a higher proportion of Integrated thar Roman
Catholic superintendents had supervising principalship
experience. Specifically, eleven of sixteen Integrated, and
three of ten Roman Catholic superintendents had experience
in this role., The Integrated superintendents are more
widely spread over the supervising principalship experience
range than the Roman Catholic superintendents. Six of
sixteen Integrated superintendents had one to three years of
experience, twn of sixteéen indicated four to six years of
experience, three of sixteen replied that they had more than
six years of supervising principalship experience. The Roman
Catholic superintendents indicated that they did not have
any experience as a supervising principal beyond six years.

Supervisory Inspector Experience

The breakdown of Integrated and Roman Catholic
responses by years of supervisory inspector experience is
presented in Table IX. The majority of district super-
intendents, nine of sixteen Integrated, and six of ten
Roman Catholic, had no experience as supervisory inspectors.
The Roman Catholic superintendents indicated that they had
a wider range of supervisory inspector experience than did
the Integrated superintendents. Five of sixteen Integrated,
compared with three of ten Rcman Catholic superintendents
indicated that they had one to five years of experience in
this position. Only two Integrated of the twenty-six
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superintendents had six to ten years of experience in this

role; however, only one Roman Catholic of the twnty-six

superintendents expressed that he had more than ten years

of this experience.

TABLE VIII

YEARS OF SUPERVISING PRINCIPALSHIP EXPERIENCE OF
INTEGRATED AND ROMAN CATHOLIC DISTRICT

SUPERINTENDENTS
Supervising District Type
Principalship Potal
Experience & Integrated | Roman Catholic
0 5 ? 12
1-3 6 1 7
4-6 2 2 L
7-9 1 0 1
>9 2 0 2
Total 16 10 26

a
Due to extremely low responses, the experience
range of 7 to>9 was col{apsed for stati!ticn.l treatment.




YEAHS OF SUPERVISORY INSPECTOR EXPERIENCE OF
NTEGRATED AND ROMAN CATHOLIC DISTRICT

TABLE IX
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SUPERINTENDENTS
Supervisory District Type
Inspector Total
Experience Integrated | Roman Catholic
0 9 6 15
1-5 5 3 8
6-10 2 0o 2
10-15 [} 1 1
> 15 0 0 0
Total 16 10 26

aDue to extremely low responses, the experience
range of 6 to > 15 was collapsed for statistical treatment.

Summary of Professional Characteristics

This section presented & descriptive analysis of pro-

fessional experiences of the Integrated and Roman Catholic

district superintendents in the Province of Newfoundland and

Labrador. The statistics presented here were compiled from

responses given by the superintendents to the items in Part I

of the questionnaire (see Appendix A).

The highest percentage

of superintendents have had elementary and secondary principal-

ship experience. Experience as supervisory inspectors was the

least mentioned type of supervisory experience of the super-

intendents.
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II. AN ANALYSIS OF ¥HE TOTAL RESPONSES OF DISTRICT
SUPERINTENDENTS TO VARIOUS CLASSIFICATIONS
OF SELECTION CRITERIA

The major purpose of this study was to investigate
the preferences of the Newfoundland and Labrador Educational
district superintendents for ckiteria to be used in selec-
ting elementary school principals.

The purpose of this section is to investigate the
preferences of the district superintendents, as an aggregate,
concerning the various classifications of criteria relating
to the selection of elementary school principalship candi-
dates. Part II of the district superintendents' question-
naire used in this study (see Appendix A) required the
respondents to indicate, by means of YES or NO responses,
their preferences of forty-six criteria which were class-

ified under five major headings as follows:

1. Professional Qualifications

2., Professional Experience

3. Personal-Professional Attributes

4. Professional Selection Standards

5. Professional Selection Techniques

Part III of the questionnaire required the district
superintendents to estimate the importance of seventy-five
selected personal attributes of elementary principalship
candidates by using a five point Likert-type scale.

This section will present the results of the analyses
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of the previously stated hypotheses (one through forty-six)
relating to the total responses of district superintendents
to the six classifications of selection criteria as
followss

1. Professional Qualifications

2. Professional Experience

3. Personal-Professional Attributes

4. Professional Selection Standards

5. Professional Selection Techniques

6. Personal Attributes

Each of the six hypotheses designed to test the
total responses of the district superi ng

the selection criteria to be used in selecting elementary
principalship candidates will be discussed in a mamnner
corresponding to the six classifications of the district

superintendents’ questionnaire mentioned above.

Professional Qualifications
Hypothesis 1. There are no significant differences
in %e preferences of district superintendents concern-
ing professional qualifications of elementary principal-
ship candidates.

Table X shows the types of professional qualifications
and the district superintendents' preferences of these
qualifications in elementary principalship candidates.

Relative frequencies (percentages) were calculated

to compare the various types of professional qualifications
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as preferred by the district superintendents. The chi-
square test of independence indicated that district super-
intendents, as a whole, differed in their preferences of
elementary principalship candidates' professional qualifi-
cations. Thus, the null hypothesis was rejected, and it was

concluded that there are significant differences in the

preferences of district superi 5 ] ng the

professional qualifications of elementary principalship
candidates.

Related findings. Table X revealed that district

superintendents, as a whole, differed in their preferences
of elementary principalship candidates' professional
qualificationsy however, fifty-four percent singled out
Bachelor's degree and additional graduate work in educa-
tional administration as the most important professional
qualification for the elementary principalship. It is
interesting to note that less than sixteen percent of the
superintendents preferred more than the Bachelor's degree
and additional graduate work.



TABLE X

ONAL

RESPONSES OF DISTRICT SUPERI
QUALI

TO
FICATIONS FOR SELECTION OF ELEMENTARY

PRINCIPALSHIP CANDIDATES (N = 26)

Professional Qualifications Percent
Necessity of candidates having:
1. Bachelor's degree and additional 53.8
graduate work in educationa:
administration
2, Master's degree (Education) 15.4
3. Bachelor's degree (Education) 11.5
b, Graduate Diploma in educational 11.5
administration
5. Master's degree and additional (%4

graduate work in educational
administration

P<.05
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Professional Experience
othesis 2. There are no significant differences
SeEee T s
ship candidates.

Table XI illustrates the different types of profes-
sional experience and the district superintendents' prefer-
ences of these types of professional experience in elemen-
tary principalship candidates.

Relative frequencies were calculated to compare the
various types of professional experience preferred by the
superintendents. The chi-square test of independence pointed
out that the superintendents, as a group, differed in their
preferences of principalship candidates® professional
experience. Consequently, the null hypothesis was rejected,
and it was concluded that there are significant differences

in the preferences of the district superintendents concern-
ing the elementary principalship candidates' professional
experisnce.

Related findings. An examination of the data in
Table XI shows that a substantial majority, ninety-six
percent of the superintendents, preferred that elementary
principalship candidates have prior elementary teaching
experience, while seventy-three p! of the ts

preferred that these candidates have four to six years of
full-time teaching experience. District superintendents
further indicated that prior educational administration
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experience, supervisory experience, and elementary teaching

experience in the district in which the wacancy exists are

not really important as criteria in selecting elementary

pri

neipaelship candidates.

TABLE XI

RESPONSES OF DISTRICT SUPERINTENDENTS TO PROFESSIONAL
EXPERIENCE FOR SELECTION OF ELEMENTARY PRINCIPALSHIP

CANDIDATES (N = 26)

Professional Experience Percent
Necessity of candidates having:
1. Elementary teaching experience 96.2
2, Full-time teaching experience:
- 1 to 3 years 11.5
= & to 6 years 73.1
- 7 to 10 years 11.5
- 10 years 3.8
3. Prior educational administration 30.8
experience
b4, Supervisory experience asi
- supervising principal 11.5
- supervisor 11.5
- consultant 7.7
5. Elementary teaching: experience 7.7

in the district in which the
vacancy exists

PL.05
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Personal-Professional Attributes

thesis 3. There are no significant differences
in r:-f“ erences of district superintendents for
asce: ning selected personal-professional attributes
of elementary principalship candidates.

Table XII exhibits the twelve selected personal-
professional attributes and the district superintendents®
preferences for ascertaining these attributes in elementary
principalship candidates.

Relative frequencies were calculated to compare the
selected personal-professional attributes and the district

superi pr for ascertaining these attri-
butes in elementary principalship candidates. The chi-square
test of independence showed that the superintendents, as a
whole, differed in their preferences for questioning the
principalship candidates® personal-professional attributes.
An examination of the data revealed that eleven of the
twelve selected attributes showed significant differences.
These were: emotional stability, philosophy of education,
self-control, patience, poise, use of drugs (non-medicinally),
public speaking ability, religious affiliation, social club
affiliations, use of tobacco, and political affiliation.
Thus, the null hypothesis was rejected, and it was concluded
that there are significant differemces in the superinten-

dents' perceived personal attribute criteria for the
elementary principalship candidancy.



TABLE XII

RESPONSES OF DISTRICT SUPERINTENDENTS TO PERSONAL-
PROFESSIONAL ATTRIBUTES FOR SELECTION OF
ELEMENTARY PRINCIPALSHIP CANDIDATES

Personal-Professional Attributes Percent
m::gsef ascertaining the

1. Emotional stability 92.3
2. Philosophy of education 92.0
3. Self-control 88.5
k. Patience 84,6
5. Poise 80.0
6. Use of drugs, non-medicinally 73.1
e Public speaking ability 69.2
8. Use of alcohol 50.0
9. Religious affiliation 42.3
10. Social club affiliation 30.8
11. Use of tobacco 3.8
12, Political affiliation 0.0

P<.05
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Related findings. The district superintendents

indicated that the two most important personal-professional
attributes of candidates seeking appointment as elementary
school principals are emotional stability, and philosophy
of education. Ninety-two percent of the superintendents
replied that principalship candidates' emotional stability
and philosophy of education should be questioned for
selection purposes. The superintendents also indicated that
principalship candidates' self control, patience, poise,
use of drugs (non-medicinally), and public speaking ability
should also be questioned. It is worth while to mention
that less than forty-three p of the resp

stated that candidates' religious affiliation, social club
affiliations, and use of tobacco should be questioned. Note,

one P of the P red not to
question the political affiliation of candidates.

Professional Selection Standards

Hypothesis 4. There are no significant differences
in the preferences of district superintendents for
selected professional standards to be used in the
selection of elementary principalship candidates.

Table XIII shows the selected professional standards
and the district superi ' p for using

these standards as appropriate selection criteria.
Relative frequencies were calculated to compare the
different professional standards and the district
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superi ' p for using such selection
standards. Statistical treatment (xz) pointed out that the
superintendents'differed in their preferences of professional
standards. An examination of the data revealed that three of
the six selected professional standards showed significant
differences. These were: formal administrative training,
member of district personnel, and residence near school
center. Consequently, the null hypothesis was rejected, and

it was concluded that there are significant differences in

the superi ' pre of professional s

Related findings. Table XIII revealed that ninety-
two percent of the superintendents preferred that elementary
principalship candidates have formal administrative training.
The majority, seventy-seven percent of the respondents, felt
that principalship candidates should also be members of the
district personnel. Interestingly enough, one half of the
superintendents indicated that it was necessary that pros-
pective elementary principals have Memorial University
training. It should also be noted that less than Pifty
percent of the respondents felt that preferences should be
given to either male or married candidates seeking positions
as elementary principals. The superintendents also indicated
that elementary principalship candidates should not be
obligated to reside near their particular educational center.



TABLE XIII

RESPONSES 0? DISTRIC’I‘ SUPERINTBNDENTS TO PROFESSIONAL
F ELEMENT. Y

ANDIDATBS (N =

PRINCIPALSHIP

Professional Selection Standards Percent

Necessity of candidates having and/

or being:
1. Formal administrative training 92.3
2. Member of district personnel 76.9
3. Memorial University training 50.0
L. Male candidate 46.2
5. Married candidate 34.6
6. Residence near school center 11.5

P <.05
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Professional Selection Technigues
othesis 5. There are no significant differences
in The preferences of district superintendents for
selected professional techniques to be used in the
selection of elementary principalship candidates,
Table XIV shows the selected professional techniques
and the district superi ' pri for using

these techniques as valuable selection criteria.

Relative frequencies were calculated to compare the
different professional techniques and the superintendents®
preferences for using such techniques. The chi-square test
of independence indicated that the superintendents differed
in their preferences for using such techniques. An exam-
ination of the data revealed that fourteen of the eighteen
professional techniques showed significant differences.
These were: personal interviews, printed information,
letters of recommendation,supervisors' recommendations,
written guidelines, interview panel, standardized appli-
cation forms. professors' recommendations, wide publication
of vacancies, statements of philosophy of education,
competitive examinations, written examinations, oral exam-
inations, and both written and oral examinations. Thus, the
null hypothesis was rejected, and it was concluded that
significant differences exists in the superintendents'

preferences for using professional techniques.
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Related findings. Table XIV illustrated that the

selection techniques that received the most favourable

P by the was the p 1 interview. One

P of the superi felt that the person-
al interview should be used in the selection process;
seventy-three percent of the superintendents stated that
the personal interview should be conducted by an interview
panel. At the other end of the continuum, one hundred
percent of the respondents did not prefer to use written
examinations as selection criteria. It is interesting to

note that a higher p of the superi
preferred supervisors® on as Ip: to their
pref of using p: s’ ions. Two other

responses of the district superintendents were surprising.
These related to the use of formalized job descriptions, and

wide publication of ies, Fifty P of the
superintendents felt that formalized job descriptions
would have value as selection techniques, while less than
thirty-nine percent of the respondents would prefer to
widely publicize position vacancies.



TABLE XIV

RESPONSES OF DISTRICT SUPERINTENDENTS TO PROFESSIONAL
TECHNIQUES FOR SELECTION OF ELEMENTARY PRINCIPALSHIP
CANDIDATES (N = 26)

Professional Selection Techniques Percent
Neecessity of utilizing:
1. Personal interviews 100.0
2. Printed information 96.2
3. Letters of recommendation 96.2
4. Supervisors' recommendations 92.3
5. Written guidelines 73.1
6. Interview panel 73.1
Te Standardized application forms 73.1
8. Professors' recommendations 73.1
9. Set salary scale 65.4
10. Formalized job description 57.8
11. Pre-appointment physical examination 57.8
12, Payment of applicants' interview expenses 53.8
13. Wide publication of vacancies 38.2
14, Statements of philosophy of education 19.2
15. Competitive examinations 19.2
16. Written and oral examinations 15.4
17. Oral examinations 3.8
18. Written examinations 0.0
P05
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Personal Attributes
Hypothesis 6. There are no significant differences
in ?%mﬁ superintendents' estimations of the
importance of selected personal attributes of
elementary principalship candidates.

Table XV exhibits the rankings of the selected
personal attributes according to the consensus of agreement
among district superintendents concerning the importance of
these personal attributes in prospective elementary
principals.

In the treatment of the data related to Hypothesis
6, means and variances were calculated for each of the
seventy-five personal attributes identified in the study.
After these means and variances were calculated, the
personal attributes were arranged in order of magnitude
from those attributes with the smallest variance, indicating
most consensus, to those attributes with the largest
variance, indicating least consensus. Personal attribute
means were tabulated to indicate the prevailing response
and the importance of each attribute as perceived by the
total respondents. The variances were calculated to three
significant digits. A comparison of the variances from the
top and bottom quartiles of the distribution was made by

using the 'F' ratio. It was found that each of the attribute
variances found in quartile one of the distribution was
significantly different from each of the variances found in

quartile four of the distribution at or below the .05 level of



CONSENSUS OF AGREEMENT OF DISTRICT SUPERINTENDENTS I

TABLE XV

N
BS’.I.‘IHA'.I.‘ING 'l'HB IHPORTANCE OF ELEMENTARY PRIN%IPALSHIP

' PERSONAL ATTRIBUTES (N = 26)

E’

Personal Attributes s Mean
1 | Belief in the importance of chndnn Ok | 4,96
2 Snk solutions with an open WOk | 4,96
3 1ity to evaluate teacher .ftlcttnnoss W11 | 4,89
b .oncnl sense of responsibility .11 | 4,89
5 and knowledge of the p W1k | 4,85
of child development
6 Abuity to supervise teachers 17| .81
7 | Initiative o17 | 4,81
8 Abiuty to dnloggta duties and 217 | 4,81
tespunu.b:lut
9 | Hone .18 | 4.77
10 anlcdgo of child development and .18 | 4,77
its meaning to behavioural patterns
in children
11 | Personal enthusiasm «20 | 4.73
12 | Ability to see the 1np11cations of .20 | 4.73
current educational trend
13 | Ability to inspire faith und enthusiasm .22 | 4,69
in others
14 | Self-confidence o2k | 4,65
15 | Ability to take criticism of the staff
and school impersonal’ 24 | 4,65
16 | Willingness to allow tho staff to 24 | 4,65
qu-ution administrative decisions
17 | Leadership in educational matters «25 | 4,54
18 | Academic educational preparation .25 | 4,54
19 | Previous experience as an elementary 25 | 4,54
teacher
20 | Resourcefulness as a teacher o25 1 % gl
21 | Willingness to use outside personnel «25 h.;:
22 | Ambition «26 | 4,
23 | Good parsonality .27 |4.50
24 | Intelli «27 | H.12
25 Ability to d-fend educational needs <33 | 442
and methodology
26 | Freedom from speech defects «33 | b2
27 | Frankness in discussions .33 | 4.58
28 | Adaptability 3 4.50
29 Plexible ‘but fair in enforcing rules b1 B39
30 | Sense of humor 42 )40k



TABLE XV (continued)
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Personal Attributes

5
5

Interest in community affairs
Freedom from hearing defects

Ability to anticipate the futuee needs

of community and school

Patience

Attitude on dancing

Ability to work with all community
elements

Ability to communicate

Loyalty

Capacity to plan effectively
Political affiliation

Aptitude to organize
Dependability

Responsiveness to suggestions
Friendliness

Ability to understand and hold the
respect of elementary students
Ability to speak in public
Knowledge of classroom
Self-control

Capability to work with parents
Cooperativeness

Tactfulness

Tolerant and decisive

Persistence

Competency of judgement

Poise

Good financial standing

Capacity to maintain discipline
Selection from outside local system
Age of the applicant

Democratic losophy of education
Selection from within local system
Club membership and social contacts
Tends to avoid corporal punishment
Sex of the applicant

Attitude on smoking

Ability to make decisions quickly

Extra-curricular activities while in

uhiversity

Attitude on social drinking
Capacity to handle controversial
matters in the community

£rF
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TABLE XV (continued)

Rank Personal Attributes 82 | Mean
70 Previous experience as an elementary 1.52 | 4.12
incipal
71 lesourcefulness as a principal +64 | 3,81
72 Rigid but fair in enforcing rules 1,86 | 3.04
> Bnderstanding of the differences 2.09 | 3.39
in religions
74 Religious a-fﬁultlon 2.46 | 2.85
75 Physical appearanc 2.66 | 3.15

852 genotes item variance; small variance indicates

high consensus of agreement, and high variance indicates
low consensus of agreement.
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significance.

No statistical procedure other than the 'F' ratio
was used to arrange the variances in the exact order in
which they are presented in Table XV. It nevertheless,
can be generalized that the district superintendents express
varying degrees of consensus with respect té the importance
of selected personal attributes of elementary principalship
candidates. Thus, the null hypothesis was rejected, and it
was concluded that there are significant differences in the
district superintendents' estimations of the importance of
selected personal attributes of elementary principalship
candidates.

Related findings. Table XV illustrates that the
superintendents responded with highest agreement to, belief

in the importance of children, and ability to seek solutions
with an open mind, as the two most important personal attri-
butes of elementary principalship candidates. Both of the
personal attributes, belief in the importance of children,
and ability to seek solutions with an open mind, received
a mean response of 4.96 indicating extremely high importance
as selection criteria to be used in selecting capable
elementary principals.

At the other end of the continuum, the respondents
perceived that elementary principalship candidates' attitude
on dancing (item 35), political affiliation (item 40), clud
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membership and social contacts (item 62), and attitude on
smoking (item 67) were of little or no importance.

Elementary principalship candidates' age (item 59),
financial standing (item 56), sex (item 64), attitude on
social drinking (item 68), religious affiliation (item ),
and physical appearance (item 76) received a mean response
range of 2,58 to 3,15 by the superintendents indicating that
the respondents, as 2 whole, did not know whether these
personal attributes were important or not in elementary
principalship candidates.

Generally, sixty-five of the seventy-five personal
attributes of elementary principalship candidates were
perceived by the district superintendents as being either
fairly important or close to most important, indtesting
that they were worth while as selection criteria.

Summary of Total Responses of District Superintendents
This section presented the results of the analyses

of the total responses of the district superimterdemts

concerning the criteria that should be used in selecting

elementary principalship candidates. The results tend to
depict what constitutes the district superintendents'
perceptions of the capable elementary principalship candi-
date. The data, thus far, points out that the superintendents
prefer that ¢amdidates have:

1. A Bachelor's degree and additional graduate work
in educational administration,
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2. Elementary teaching experience,

3. Four to six years of full-time teaching
experience,

Emotional stability,

A sound philosophy of education,

Self-control,

Patience,

Poise,

No use for drugs, non-medicinally,

Proficiency in public speaking, Y

Formal administrative training,

District membership,

Belief in the importance of children,

Willingness to seek solutions with an open mind,

Ability to evaluate teacher effectiveness, and

A general sense of responsibility.

district superintendents perceived that all of the
above mentioned attributes were important as factors to be
considered in the selection process. More than seventy-
three percent of the district superintendents indicated that
principalship candidates should be selected by using
personal interviews, printed information, letters of recom-
mendation (professors' and supervisors'), written guidelines,

interview panels, and standardized application forms.

{
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III. ANALYSIS OF THE RESPONSES OF DISTRICT SUPERINTENDENTS
WHEN CLASSIFIED ON THE BASIS OF SELECTED
PROFESSIONAL CHARACTERISTICS
The purpose of this section is to investigate the
district superintendents' preferences, of selection criteria,
when classified on the basis of their professional back-
ground. Part II of the district superintendents' question-
naire used in this study (see Appendix A) required the
district superintendents to indicate, by means of YES or NO

their pr of forty-six criteria which
were classified under five major headings as follows:

1. Professional Qualifications

2. Professional Experience

3. Personal-Professional Attributes

4. Professional Selection Standards

5. Professional Selection Techniques

The results of the analyses of the previously stated
hypotheses (seven through forty-six) will be presented in a
manner corresponding to the five classifications of Part II
of the district superintendents’ questionnaire mentioned

above.

Professional Qualifications
The purpose of this subdivision is to present the

results of the analyses of the district superintendents’
preferences of elementary principalship candidates' profes-
sional qualifications. Eight hypotheses were structured to
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test district superi ' pre of el Y
principalship candidates' professional qualifications. Note:
An examination of the data revealed that Hypotheses seven
through eleven were accepted. These hypotheses are clustered
as follows for the reader's convenience:

Hypothesis 7. District superintendents preferences
of elemen principalship candidates' professional
qualifications are not influenced by the type of dis-
t{ict: in which the district superintendents are em-
ployed.

Hypothesis 8. District superi .
of o*emonﬁr—y principalship candidates' prof:ssioml
qualifications are not influenced by the size of dis-
tricts in which the district superintendents are em-
ployed.

Hfgogn%a District superintendents' preferences
of elementary %;lncipalship candiates' professional

qualifications are not influenced by the elementary
principalship experience of the district superinten-
dents.

l_(fgothpuu 10, District superi Y
of elemen: principalship candidates' professional
qualifications are not inf. by the el y
vice-principalship experience of the district superin-
tendents.

H] <11, District superintendents' preferences
of elemen’ principalship candidates' professional
qualifications are not influenced by the secondary
principalship experience of the district superinten-
dents.

Related findings. The statistical treatment of the
data relating to the five null hypotheses mentioned above
showed that no significant relationships existed. However,
certain findings are worthy of mention. These findings will
be discussed relative to the imisfal order of the statement.

[

R R T,
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7. Table XVI (page 93) shows that sixty-nine percent
of the Integrated and forty percent of the Roman Catholic
district superintendents preferred the Bachelor's degree
and additional graduate work in educational administration
as the most important professional qualification of elemen-
tary principalship candidates..

8. Table XVII (page 9%) reveals that sixty percent
of the district superintendents who are employed in the
small school districts (enrollments less than 3,200), and
sixty-three percent of the district superintendents employed
in the moderately sized school districts (enrollments equal
to or greater than 3,200 but less than or equal to 8,000)
preferred the Bachelor's degree and additional graduate
work in educational administration as the most favourable
qualification of candidates seeking appointment to the
position of elementary principal. However, those superin-
tendents who are employed in the large school districts
(enrollments greater than 8,000) are evenly divided in their
preferences of candidates' professional qualifications.
Specifically, thirty-three percent of the respondents
preferred the Master's degree (Education); thirty-three
percent preferred the Master's degree and additional
graduate work in educational administration, and thirty-three
percent preferred the Graduate Diploma in educational

administration.




TABLE XVI

DISTRICT TYPE AS AN I

U)
OF CANDIDATES PRDFBSSIONAL QUALT

District Type®

Professional Qualifications Integrated | Roman Catholic
of Candidates
Percent Percent
(16)* (10)
1. Bachelor's degree (Education) 12.5 10.0
2. Bachelor's degree and additional 68.8 40,0
graduate work in educational
administration
3. Graduate Diploma in educational 6.3 20.0
administration
4, Master's degree (Education) 6.3 30.0
5. Master's degree and additional 12.5 00.0
graduate work in educational
administration
P<.05

ven
indicated shet Thare were o significant differences at the .05 level.

e

%igure raprusunt! the base for cell percentages

hi Squere Test o




TABLE XVII

DISTRICT SIZE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS' PREFERENCES
CANDIDATES' PROFESSIONAL QUALIFICATIONS

District Size®

Professional Qualifications 200 200 <8000 >8ot
of Candidates <3 =3 00
Percent Porcent Percent
(152 (8) (3)
1. Bachelor's degree (Education) 20.0 00.0 00.0
2, Bachelor's degree and additional 60.0 62.5 5 00.0
graduate work in educational
administration
3. Graduate Diploma in educational 6.7 12.5 33.3
administration
4, Master's degree (Education) 6.7 25.0 33.3
5. MNaster's degree and additional 6.7 00,0 33.3
graduate work in educational
administration
P <.05

lﬂgux-u represents the base for cell percentages.

Chi Square Test of

indicated that there were no significant differences at the .05 level.

46
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9. Table XVIII (page 96) displays the district
superi ts' pr of el 'y principalship
candidates' professional qualifications. Regardless of

the length of elementary principalship experience of

the superin they still p: the Bachelor's
degree and additional graduate work in educational adminie
stration as the most important qualification of principal-
ship candidates.

10. Table XIX (page 97) exhibits the district
superintendents' preferences of elementary principalship
candidates' professional qualifications. Even though the
respondents' preferences were classified by their elementary
vice-principalship experience, they still maintained that
the Bachelor's degree and additional graduate work in
educational administration is of tantamount importance as
a selection criterion.

11, Table XX (page 98) illustrates the district
superintendents' preferences of elementary principalship
candidates’ professional qualifications. The table further
shows that each classification of respondents preferred the
Bachelor's degree and additional graduate work in educa-
tional administration as the professional qualification
requirement of elementary principalship candidates.



TABLE XVIII

ELEMENTARY PRINCIPAISHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®
REFEREN(

ICES OF CANDIDATES' PROFESSIONAL QUALIFICATIONS

Elementary Principalship Experience®

Profuulonal Qualifications 0 1-5 >5
f Candidates
Percent . Percent
(6) (3)
1. Bachelor's degree (Education) 00,0 17.6 00.0
2, Bachelor's degree and additional 66,7 47,1 66.7
graduate work in educational
administration
3. Graduate Diploma in educational 33.3 5.9 00.0
administration
4, Master's degree (Education) 00.0 17.6 33.3
5. Master's degree and additional 00.0 11.8 00,0
graduate work in educational
ldmlnistx‘nti
P <05

“rigure represents the ba
bChi Square Test of

for cell percentages

indicated that there were no significant differences at the .05 level.
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TABLE XIX

ELEMENTARY VICE-PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®
PREFERENCES OF CANDIDATES' PROFESSIONAL QUALIFICATIONS

Elementary Vice-Prinoipalship Experience®
Professional Qualifications o 1-3
of Candidates
Percent .. Percent
(15) (11)
1. Bachelor's degree (Education) 6.7 18.2
2. Bachelor's degree and additional ko.0 72.7
graduate work in educational
administration
3. Diploma in ed 1 1 20.0 00.0
administration
4, Master's degree (Education) 20.0 9.1
5. Master's degree and additional 13.3 00.0 . N
graduate work in educational
administration

- P<.05 w

8Figure represents the base for cell percentages ~
bchi Square Test of

indicated that there were no significant differences at the ,05 level,




TABLE XX

SECONDARY PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'®
'ERENCES OF CANDIDATES' PROFESSIONAL QUALIFICATIONS

Secondary Principalship Exp-rimce"
Professional Qualifications 0 1-5 >5
of Candidates
Percent , | Percent Percent
(5) (11) (10)
1. Bachelor's degree (Education) 20,0 18.2 00.0
2, Bachelor's degree and additional 60,0 54,5 50.0
duate work in educational
administration
3. Graduate Diploma in educational 00.0 9.1 20,0
administration
4, Master's degree (Education) 00,0 18.2 20.0
5. Master's degree and additional 20.0 00.0 10.0
graduate work in educational
administration

P <.05
Bﬂgura represents the base for cell petclntlges

Chi Square Test of I
1ndiaatcd that there were no significant dlffaroneos at the .05 loval.

u\._
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Hypothesis 12. District superintendents® fer-
ences of elemen: 4 principals! nglcandidltns'p;;ofcs-
uenced by the secon-

dary vieo;sr!.neipnllnm experience of the district
superintendents.

Table XXI (page 100) shows the different professional

qualifications and the district * pre:
according to years of secondary vice-principalship
experience.

Cross tabulations were calculated to compare the

district sup pre. » of candidates®’
professional qualifications, when classified by years of
secondary vice-principalship experience., The statistical
analysis (X?) indicated that a significant relationship
existed. Thus, it was concluded that the district super-
i years of y vice-principalship

ri infl their p. 6f eipalship
candidates® professional qualifications.

Related findings. Table XXI reveals that more than
forty-nine percent of the respondents who had up to three
years of secondary vice-principalship experience preferred
the Bachelor's degree and additional graduate work in educa-
tional administration as a qualification of principalship
candidates. However, more than sixty-six percent of the
superintendents who had more than three years of secondary
vice-principalsip experience preferred the Graduate Diploma

in educational administration as an item of preparation.
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TABLE XXI

SECONDARY VICB-PRXNCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'
REFERENCES OF CANDIDATES®' PROFESSIONAL QUALIFICATIONS

vi 1shi
Protusloml Qualifications o 1-3 >3
Candidates
Percent o | Percent Percent
(14) (9) (3)
1. Bachelor's degree (Education) 143 1.1 00.0
2, Bachelor's degree and additional 50.0 77.8 « 00,0
aduate work in educational .
administration
3. Graduate Diploma in educational 7.1 - 00.0 66.7
administration
4, Master's degree (Education) 21.4 00.0 00.0
5. Master's degree and additional 7.1 00.0 33.3
graduate work in educational
administration

P <05
‘nfuro rapruesnn thc base for cell percentages,
Square Test o:
indicated that there won no significant differences at the .05 level.
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oncha o eLemertary prinelpalonip, oamdientes!” profes-
sional qualifications are not influenced by the siper-
vising principalship experience of the district super-
intendents.

Table XXII (page 102 ) exhibits the different
professional qualifications and the district superintendents'
preferences according to years of supervising principalship
experience.

Cross tabulations were calculated to compare the
district superintendents' preferences, of candidates'
professional qualifications, when classified by years of
supervising principalship experience. The statistical treat-
ment (x2) pointed out that a significant relationship
existed. Consequently, it was concluded that the super-
intendents' years of experience as supervising principals
influenced their preferences of principalship candidates®

professional qualifications.

Related findings. Table XXII shows that the super-
intendents who had either zero, one to three, or more than
six years of experience as supervising principals preferred
the Bachelor's degree and additional graduate work in educa-
tional administration as the most important principalship
candidates' qualification. However, the respondents who had
four to six years of such experience indicated a preference

for a higher qualification. Seventy-five percent of these

superi ts the te Diploma in Educa-

b2

$ional administration as a professional qualification.



TABLE XXII

SUPERVISING PHINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'
ERENCES OF CANDIDATES® PROFESSIONAL QUALIFICATIONS

Supervising Principalship Experienced

Professional Qunuﬂ.aationa 0 1-3 k-6 >6
of Candidates
Percent . | Percent | Percent | Percent
(12) (7) (%) (3)
1. Bachelor's degree (Education) 8.3 28.6 00.0 00.0
2, Bachelor's degree and additional 58.3 57.1 25.0 66,7
graduate work in educational
administration
3., Graduate Diploma in educational 00.0 00.0 75.0 00.0
administration
4, Master's degree (Education) 25.0 00,0 00.0 33.3
5. Master's degree and additional 8.3 143 00.0 00.0
graduate work in educational
admin!.ntmtion
P <.05

BChi Square
indicated that the

8Figure represents the base for cell percentages.

t o
were no significant differences at the .05 level.
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ences :t!h:!ﬁ:e%‘%;ryn;:gé:;a;: ;ing;:::;'p;erg;:;-
Timory Tampector speciance of tha Sietiod seperye
intendents. L

Table XXIII (page 104) illustrates the different
professional qualifications and the district superintendents'
preferences according to years of supervisory inspector
experience.

Cross tabulations were calculated to compare the
district superintendents' preferences, of candidates'
professional qualifications, when classified by years of
supervisory inspector experience. The chi-square test of
independence indicated that a significant relationship
existed. Therefore, it was concluded that the superinten-

dents' experience as supervisory inspectors influenced their

preferences of principalship candidates' qualifications.

Related findings. Table XXIII indicates that item
2, Bachelor's degree and additional graduate work in educa-
tional administration, is the most important choice of the
superintendents as a selection criteria preference for
principalship candidates. However, the respondents who had
more than five years of supervisory inspector experience
were evenly divided in their preferences of Bachelor's
degree (Education), Bachelor's degree plus additional work
in educational administration, and the Kaster's degree
(Education).



TABLE XXIII

SUFERVISORY INSPECTOR EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®
'REFERENCES OF CANDIDATES®' PROFESSIONAL QUALIFICATIONS

Supervisory Inspector Experienced
Professional Qualifications [ 1-5 >5
of Candidates
Percent . | Percent Percent
(15) (8) 3)
1. Bachelor's degree (Education) 6.7 12.5 33.3
2. Bachelor's degree and additional 60.0 50.0 33.3
graduate work in educational
Saninistration
3. Graduate Diploma in educational © 133 12,5 00.0
administration
L4, Master's degree (Education) 6.7 25.0 33.3
5. Master's degree and additional 13.3 00.0 00.0
graduate work in educational
Saministration

P<.05
ﬂug\m represents the base for cell percentages.

YChi Square Test
indicated thnt ‘ther

of
ore no eignificant differences at the .05 level.
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Summary of Professional Qualifications

The analyses of the district superintendents’ prefer-
ences of elementary principalship candidates® professional
qualifications suggests that the most important profes-
sional qualification of principalship candidates is the
Bachelor's degree and additional graduate work in educa-
tional administration. The superil;nendents who had the
highest number of years of administrative and supervisory
experience tended to prefer a higher professional qualifi-
cation of principalship candidates.

Professional Experience

The purpose of this subdivision is to present the
results of the analyses of the district superintendents®
preferences of elementary principalship candidates' profes-
sional experience. Eight hypotheses were structured to test
district superi ' p of principalship

candidates' professional qualifications. Note: An exam-
ination of the data indicated that hypotheses fifteen and
sixteen were accepted. These two hypotheses are stated as
follows for the reader's convenience:

Hypothesis 15. District superintendents' prefer-
ences of elemen principalship candidates' profes-
sional experience are not influenced by the type of
districts in which the district superintendents are
employed.

Hypothesis 16. District superintendents' prefer-
ences of elementary principalship candidates' profes-
sional experience are not influenced by the size of
the districts in which the district superintendents
are employed.
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Related findings. The statistical treatment of the
data relating to the two null hypotheses previously mens

tioned showed tha&t no significant relationships existed.
However, certain findings are worthy of mention. These
findings will be discussed relative to the initial order of
the statement.

15. In viewing Table XXIV (Page 107), it is inter-
esting to note that more than ninety-three percent of the
superintendents stated that principalship candidates should
have prior elementary teaching experience. By virtue of the

high @f the superi ts to the questionnaire
item, elementary teaching experience, it may be inferred
that the respondents consider this item to be the most
important type of professional experience for the position
of elementary principal. Further more, more than sixty-nine
percent of the respondents (Integrated and Romen Catholic)
replied that principalship candidates should have four to
8ix years of full-time teaching experience.

16. Table XXV (page 108) discloses that regardless
of district size, mbee than eighty-seven percent of the
superintendents preferred that principalship candidates have
prior elementary teaching experience, while more than
sixty-six percent of the respondents felt that these candi-
dates should also have four to six years of full-time

teaching experience.



TABLE XXIV

DISTRICT TYPE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS' PREFERENCES
OF CANDIDATES' PROFESSIONAL EXPERIENCE

District Type®

Profculoml Experience Integrated Roman Catholic
Candidates
Percent Percent
(16) (10)
1. Prior educational administration 25.0 ko.0
experience
2, Supervisory experience asi 5
- supervising principal 6.3 20,0
- superviso; 12.5 10.0
- consultant 12,5 10.0
3. Elementary teaching experience 93.8 100.0
+ Elementary teaching experience 12.5 10.0
in the district in which the
vacancy exists
5. Full-time teaching experience:
-1 to 3 years 12.5 10.0
- U4 to & years 75.0 70.0
- 7 to 10 years 6.3 20.0
= > 10 years 6.3 00.0
P<.05

2Figure represents the base for cell percentages.
bChi Square Test of
indicated that there were no significant differences at the .05 level.

Lot
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TABLE XXV

DISTRICT SIZE AS AN mgLUENCE ON

IDATES' PROPBSIONAL Exymumcz

District Sizeb
Professional Experience <3200 23200 <8000 | >B8000
of Candidates
Percent , | Percent Percent
(15) (8) (3)
1. Prior educational administration 33.3 25.0 33.3
experienc:
2. Supervisory experience as:
- supervising principal 20,0 00.0 00.0
- supervisor 13.3 12.5 00,0
- consultant 6.7 12.5 00.0
a. Elementary teaching experience 100.0 87.5 87.5
« Elementary teaching experience 6.7 00.0 00.0
in the distrint in which the
vacancy exists
5 Full—t{ma teaching experience:
20.0
- b t 6 73.3
- 7 to 10 yﬁax‘l 00.0
= > 10 years 6.7

of I
indicated that there were no -Igununt

'ugun represents the base for cell percentage

BChi Square Test

Julng
fferences at the .05 level.



109

m%!' 8 17. District superintendents' prefer-
ences of elementary principalship candidates' profes-
sional experience are not influenced by the elementary

principalship experience of the district superinten-
dents.

Table XXVI (page 110) shows the different types eof
professional experience and the district superintendents’
preferences according to years of elementary principalship
experience.

Cross tabulations were calculated to compare the
district superintendents' preferences, of candidates®
professional experience, when classified by years of ele-
mentary principalship experience. The statistical treatment
(Xz) pointed out that a significant relationship existed.
Consequently, it was concluded that the superintendents’
preferences of principalship candidates' professional
experience are influenced by their elementary principalship

experkence.

Related findings. Table XXVI indicates that the
superintendents still maintained that prior elementary
teaching experience and four to six years of full-time
teaching experience should be required in those candidates
who seek appointment as elementary principals. However, the
respondents who had more than five years of experience as
elementary principals also asserted that principalship
candidates should have experience as a supervising princi-

pal.




TABLE XXVI

ELEMENTARY PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTEND!NTS'
REFERENCES OF CANDIDATES' PROFESSIONAL EXPERIENCE

Elementary Principalship Experience

Professional Ext:rhncc 0 1-5 >5
of Candidates
Percent | Percent Percent
(6) 17) (3)
1. Prior educational administration 00.0 35.3 33.3
experience

2, Supervisory experience “i

- supervising principal 00.0 5.9 66.7
- supervisor 00.0 11.8 33.3
- consultant 00.0 5.9 33.3
2. Elementary teaching exper: 83.3 100.0 100.0
« Elementary teaching experience 00.0 11.8 00.0
in the district in which the
vacancy exists
5. Full-time teaching experience:
= 1 to 3 years 00.0 17.6 00.0
4 to 6 years 83.3 70.6 66.7
7 to 10 years 16.7 11.8 00.0
= >10 years 00.0 00.0 33.3
P<L.05

2Pigure represents the base for cell percentages.

®Factor, supervising principal, is significant at the .05 level.

o1t
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An examination of the data relating to Hypotheses
eighteen and nineteen revealed that these two hypotheses

re both accepted. These hypotheses are stated as follows:

Hypothesis 18. District superintendents' prefer-
oncu of e. ennt;x'y principullhip cmdidltas' pto{es-
he

ional y the
vicn-principalship exparhm:e of the dlltrict luperin—

tendents.
Hypothesis 19. District superintendents®' prefer-
ences of elemen principalship candidates' profes-

sional experience are not influenced by the secondary
pri:cipll!hip experience of the district superinten-
dents.

Related findings. The statistical treatment of the

data relating to these two null hypotheses, when tested,
showed that no significant relationships existed; however,
certain findings should be mentioned.

18, Table XXVII (page 112) illustrates that more
than sixty-three percent of all of the respondents felt
that principalship candidates should have prior elementary
teaching experience and four to six years of full-time
teaching experience.

19. 1In viewing Table XXVIII (page 113), it is inter-
esting to note that the superintendents' secondary princi-
palship experience doesinot radically affect their prefer-
ences of candidates' professional experience. The respon-
dents continued to prefer that principalship candidates
should have elementary teaching experience, and four to six
years of full-time teaching experience.



TABLE XXVIXI

ELEMENTARY VICE—PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®
REFERENCES OF CANDIDATES' PROFESSIONAL EXPERIENCE

vi 1ship Experi b
Professional Experience [ 1-3
of Candidates
Percent . Percent
(15) (11)
1. Prior educational administration 20,0 45.5
experience %

2. Supervisory experience ast

- supervising principal 18,2
- supervisor 18.2
- consultant 18.2
3. Elementary teaching experience 100.0
L, Elementary teaching experience 00.0
in the district in which the
vacancy exists
5. Pull-time tuc)\lng experiencer
=1 to 3 year: 18.2
- b tob yenr- 63.6
- 7 to 10 years 9.1
- > 10 years 9.1
P .05
8Fjgure rep its the base for cell percentages.
b Ch Tn‘ of g Yo

indicated that thlr. were no significant differences at the .05 level.



TABLE XXVIII

SECONDARY PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®
PREFERENCES OF CANDIDATES® PROFESSIONAL EXPERIENCE

lshi rienced
Professional Experience L] 1-5 >5
of Candidates
Percent , | Percent -Percent
(5) (11) (10)
1. Prior educational administration 00.0 36.4 00.0
experience
2, Supervisory experience as:
- supervising principal 00.0 9.1 20.0
- supervisor 00.0 00.0 30.0
= consultant 00.0 00.0 20.0
E. Elementary teaching experience 100.0 90.0 100.0
. Elomentary teaching experience 00, 9.1 10.0
in the district in which the
vacancy exists
5. Full-time teaching experience:
-1 to 3 years 20.0 18.2 00.0
- 4 to 6 years 80.0 72.7 70.0
- 7 %o 10 years 00,0 9.1 20.0
= > 10 years 00.0 0. 10.0
P <.05

®Figure represents the base for cell percentages.

Ychi Square Test of

indicated that there were no significant differences at the ,05 level.
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Hypothesis 20. District superintendents® prefer-
ences of elemen: 'y primipulship cuuudu.tes lJpz'ofus-
sional experience are not inf by
vice-principalship experience of the uaf.rict super-
intendents.

Table XXIX (page 115) shows the different types of
professional experience and the preferences of district
superintendents according to yeams of secondary vice-
principalship experience.

Cross tabulations were calculated to compare the
district superi ' pr of candidates'

professional experience, when calssified by years of secon-
dary vice-principalship experience. The chi-square test of
independence indicated that a significant relationship
existed. Therefore, it was concluded that the superinten-
dents' preferences of candidates' professional experience
are influenced by their secondary viee-principalship
experience.

Related findings. Table XXIX shows that more than
ninety-two percent of the superintendents replied that
principalship candidates should have prior elementary
teaching experience; more than sixty-six percent of the
respondents asserted that these candidates should also have
four to six years of full-time teaching experience. The
interesting feature of the data in Table XXIX is that
more than fifty-five percent of the superintendents who had
more than one year of experience as secondary vice-

principals preferred educational administration experience.
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TABLE XXIX

SECONDARY VICE-PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®
PREFERENCES OF CANDIDATES' PROFESSIONAL EXPERIENCE

vi 1ship 1
Professional Experience [ 1-3 >3
of Candidates
Percent .| Percent Percent
(14) (9) (3)
1. Prior aducgtioml administration 7.1 55.6 66.7
experience
2, Supervisory experience as:
- supervising principal 22.2 33.3
- supervisor 22.2 33.3
- consultant 22,2 00.0
3. Elementary tulchlng experience 100.0 100.0
k. Elementary teaching e: 00.0 33.3
in the digtrict in-whith E
vacanc 8ts
5. Fuilotime ‘teaching experience:
=1 to 3 years 11.1 00.0
- 4 to & years 66.7 66.7
- 7 to 10 years 11.1 33.3
- >10 years 11.1 00.0
< P <.05
BFigure represents the base for cell percentages.
®
Factor, prior 1onal ! 1 is significant
the .05 level. al L

v
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thesis 21, District superintendents' prefer-
ences of elementary princigllihip candldataa'pprofas-
sional experience are not influenced by the supervising
g!‘ll:clpll!hip experience of the district superinten-
ents.

Table XXX (page 117) illustrates the different types
of professional experience and the district superintendents®
preferences according to years of supervising principalship
experience.

Cross tabulations were calculated to compare the
district superintendents' preferences, of candidates®’
professional experience, when classified by years of super-
vising principalship experience. The statistical analysis
(%) indicated that a significant relationship existed.
Thus, it was concluded that the superintendents' years of
experience as supervising principals influenced their

preferences of principalship eandidates' professional

experience.

Related findings. Table XXX shows that those
respondents who had zero to six years of supervising
principalship experience felt that principalship candidates
should have elementary teaching experience and four to six
years of full-time teaching experience. However, twe thirde
of the superintendents who had more than six years of
experience as supervising principals felt that prior educa-
tional experience, and experience as either a supervisor,

or as = consultant were also important in candidates.



TABLE XXX

SUPERVISING PRINCIPALSHIP EXPERIENCE AS AN I SUPERI o
PREFERENCES OF CANDIDATES' PROFESIDNAL EXPERIENGB
Supervising Principalship Experience
Professional Experience o 4-6 >6
of Candidates .
Percent o | Percent | Percent | Percent
(12) (7) %) (3)
1. Prior educluonal administration 25.0 28.6 25.0 66.7
experien
2. Suynvxao experience ass .
- superv. Elnghptlmlpll 8.3 00.0 25.0
=~ superviso: 00.0 00.0 25.0
- consultm\t 00.0 00.0 00.0
g. Elementary teaching expérience 100.0 85.7 100.0
« Elementary teaching experience 8.3 00.0 25.0
in the diutrxct in which the
vlcum:{ exist
5. Full-tine teaehlng experiencer
ear: . 28.6 00. 00.0
- lo to yur! 83. 1.4 75.0 33.3
- 7 to 10 years 8.3 00.0 25.0 33.3
- >10 years 00,0 00.0 00. 33.3
P<.05

@Figure represents the base for cell percentages.
bhowr-. supervisor and consultant, are significant at the .05 level

(211
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othesis 22. District superintendents' prefer-
ences of elementary principalship cmdidatos'Pprofea-
sional experience are not influenced by the super-

visory inspector experience of the di -
Trory in Xpe: strict superine

Table XXXI (page 119) shows the different types of
professional experience and the district superintendents®
preferences accoding to years of supervisory inspector
experience.

Cross tabulations were calculated to compare the
district superintendents' preferences, of candidates®’
professional experience, when classified by years of super-
visory inspector experience. The chi-square test of indepen-
dence pointed out that no significant relationship existed.
Therefore, it was concluded that the superintendents'
preferences of candidates' professional experience are not
influenced by their years of supervisory inspector exper-

ience.

Related findings. Table XXXI shows that more than

eighty-seven percent of the respondents who had supervisory
inspector experience replied that elementary teaching
experience was important in principalship candidates. In
addition, more than forty-nine percent of the superinten-
dents asserted that candidates should also have four to six
Ayem of full-time teaching experience. The superintendents
who had the most supervisory inspector experience maintained
that candidates must have prior administration experience.



TABLE XXXI

SUPERVISORY INSPECTOR EXPERIENCE AS AN INFLUENCE OM DISTRICT SUPERINTENDENTS®
PREFERENCES OF CANDIDATES® PROFESSIONAL EXPERIENCE

Supervisory Inspector Experience®

Professional Experience 0 1-5 >5
of Candidates
Percent o | Percent .| Percent
(15) (8) (3)
1. Prior educational administration 26.7 25.0 66.7
experience
2, Supervisory experience as: .
- supervising principal 13.3 12.5 00.0
- superviso; 6.7 25.0 00.0
= consultant 00.0 25.0 00.0
ﬁ' Elementary teaching experience 100.0 87.5 100.0
« Elementary teaching axp-rhm:n 13.3 00.0 00.0
in the dlstrict in which ¢
vacancy exist:
5. Full-time telehh\g experience:
=1 to 3 ye: 6.7 12.5 gz.}
-4 to 6 yell‘! 86.7 50.0 .7
= 7 to 10 years 6.7 25.0 00.0
- 510 years 00.0 12.5 00.0
P <.05

Apigure represents the base for cell percentages.

Square Te

©Chi st of
indicated that there were no significant differences at the .05 level.

611
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Summary of Professional Experience
The analyses of the district superintendents®' prefer-
ences of elementary principalship candidates' professional
experience suggests that elementary principalship experience
and four to six years of full-time teaching experience are

the two most important types of professional experience
expected in candidates who seek appointment as elementary
school principals. It was also discovered that the district
superintendents who had the highest number of years of
administrative and supervisory experience tended to include
prior educational administration experience as being
important in elementary principalship candidates.

Personal-Professional Attributes
The purpose of this subdivision is to present the

results of the analyses of the district superintendents'
preferences for ascertaining elementary principalship
candidates® personal-professional attributes. Eight
hypotheses were structured to test the district super-
intendents® preferences when classified on the basis of
their professional characteristics.
gz%ﬂua;s 2 District superintendents' prefer-
ences for alccé;lning selected parson&l—proteusional
attpibutes of elementary principalship undid.nt;st:ro
not influenced by the type of districts in whic e
district superintendents are employed.
Table XXXII (page 122) shows the Integrated and Roman
Catholic superintendents' preferences for ascertaining
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principalship candidates' personal-professional attributes.
Cross tabulations were calculated to compare the
district superi ' pre of questioning
candidates' personal-professional attributes. The statis-

tical treatment (X?) revealed that no significant relation-
ship existed. Therefore, it was concluded that the type of
districts in which the superi are loyed does

not influence his preferences for ascertaining principal-
ship candidates' personal-professional attributes.

Related findings. In viewing Table XXXII, it is
interesting to note that more than seventy-nine percent of
the superintendents (Integrated and Roman Catholic) stated
that principalship candidates' philosophy of education,
emotional stability, self-control, patience, and poise
should be questioned. Neither the Integrated, nor the Roman
Catholic superintendents answered that candidates’
political affiliation should be questioned. It is surpris-
ing that only fifty percent of the Roman Catholic respon-
dents wished to question candidates' religious affiliation.
Only thirty-seven percent of the Integrated respondents
indicated that principalship candidates' religious

affiliation was of any consequence.
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TABLE XXXII

DISTRICT TYPE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS' PREFERENCES
OF CANDIDATES' PERSONAL-PROFESSIONAL ATTRIBUTES

District Type®

Personal-Profes#ional Attributes Integrated Roman Catholic
of Candidates
Percent Percent
(16)2 (10)
1. Philosophy of education 87.5 90.0
2. Political affiliation 00.0 00.0
2. Religious affiliation 37.5 50.0
+ Use of alcohol 50.0 80.0
5. Use of drugs, non-udicinally 68.8 80.0
6. Use of tobacc 6.3 00.0
7. Public !pnlk!.ng abili.ty 68.8 70.0
8. otional co 87.5 100.0
9. Sal!—centrol 81.3 100.0
10. Patience 87.5 80.0
11. Poise 81.3 80.0
12. Social club affiliation 37.5 20.0

& Plguro represents the base for cell percentages

P <.05

Square Test of I ing superi

.
T
1ndioated th:t there were no significant differences at the .05 levrl.
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gnsthnsh 24. District superintendents' prefer-
ences ~lacu?'&.ln1ng selected parsoml—prorgssiml
attributes of elementary principalship candidates are
not influenced by the size of the districts in which
the district superintendents are employed.

Table XXXIII (page 128) illustrates the candidates'
personal-professional attributes and district superinten-
dents' preferences according to district size,

Cross tabulations were calculated to compare the

district superi ts' pre for principalship

candidates' personal-professional attributes, when class-

ified by district size. The chi-sq test of i

indicated that one of the twelve personal-professional
attributes showed a significant relationship. This was

the district superintendents' preferences for questioning
principalship candidates' use of drugs, non-medicinally.
Thus, it was concluded that the size of the districts in
which the superintendents are employed does influence their
preferences for ascertaining principalship candidates'
personal-professional attributes.

Related findings. Table XXXIII shows that more than
seventy-four percent of all of the superintendents stated
that principalship candidates' philosophy of education,
emotional stability, self-control, patience, and poise
should be questioned. Also, one hundred percent of the
respondents in the larger school districts replied that
it was important to question candidates®' public speaking
ability.



TABLE XXXIII

DISTRICT SIZE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS' PREFERENCES
OF CANDIDATES' PERSONAL-PROFESSIONAL ATTRIBUTES

District Size

Personal-Professional Attributes <3200 23200 =8000 >8000
of Candidates
Percent Percent Percent
(15) 8
1. Philisophy of education 86.7 87.5 100.0
2. Politioll affiliation 00.0 00.0 00.0
3. Religious affiliation 6.7 37.5 33.3
L, Use of alcohol 53.3 37.5 66.7
5. Use of druga, non-medieinully 93.3 50.0 33.3
6. Use of tobac 6.7 00.0 00.0
7. Public sgelk&ng ability 66.7 62,5 100.0
8. Emotional stability 86.7 100.0 100.0
9. Self-control 86.7 87.5 100,0
10. Patience 86.7 75.0 100.0
11. Poise 80.0 75.0 100.

12, Social club affiliation 46.7 12,5 12,5

P <.05

‘Figure represents the base for cell percentages.

bFaetor, use of drugs, non-medicinally, is significant at the .05 level,

%21
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gz%tho-u 25. District superintendents' prefer-

ences fer l!eo'i‘%nining selected psrsonal-profgsuioml

attributes of e%onnntury principalship candidates are
®

not infl the el incipalship exper-
ience of the district superintn;dg;tu. LA

Table XXXIV (page 128) shows the candidates'
personal-professional attributes and district superinten-
dents' preferences according to years of elementary
principalship experience.

Cross tabulatkons were calculated to compare the
district superintendents' preferences, for ascertaining
principalship candidates' personal-professional attributes,
when classified by years of elementary principalship exper-
ience. The statistical analysis (XZ) revealed that one of
the twelve personal-professional attributes showed a signif-
icant relationship. This was the district superintendents’
preferences for questionthg principalship candidates' use
of tobacco. Consequently, it was concluded that the super-
intendents' preferences for ascertaining principalship

candidates' persosialsprofessional attributes are influenced
by their elementary principalship experience.

Related findings. Table XXXIV shows that more than
sixty-six percent of all of the superintendents asserted

that principalship candidates' philosophy of education, use
of drugs (non-medicinally), public speaking ability, emo-
tional stability, self-control, patience, and poise should

be questioned.



ELEMENTARY PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'

TABLE XXXIY

PREFERENCES OF CANDIDATES' PERSONAL-~PROFESSIONAL ATTRIBUTES

Elementary Principalship Experience

Personal-Professional Attributes o 1-5 >5
of Candidates
Percent a Percent Percent
(6) (17) (3

Philosophy of education
Political affiliation
Religious affiliation

Use or alcohol

Use of drugs, non-madieinnlly
Use of tobaccob

Public speaking ability
Emotional stability
Self-control

Patience

Poise
Social club affiliation

“Figuto represents the base for cell percentages.

Factor, use of tobacco, is significant at the .05 level.

92t
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An examination of the data relating to Hypotheses
twenty-six, twenty-seven, and twenty-eight revealed that

these three hypotheses were accepted. These hypotheses are
stated as follows:

Hypothesis 26. District superintendents' prefer-
ences for ascertaining selected personal-professional
attributes of elementary principalship candidates are
not influenced by the elementary vica-prim:ipulship
experience of the district superintendents.

Hypothesis 27. District superintendents' prefer-
ences for ascertaining selected personal-professional
attributes of tlenmtary prineci; plluhi candidates are
not inf: by tI {pll!hi‘p exper-
ience of the distriet superintnnduntu.

Hypothesis 28. District superintendents' prefer-
ences for lucomining s-lact:g personal-professional
attributes of alenenﬁry pnnclpllship candidates are
not infl vice-principalship
experience of tha dictrict supu'intsndents.

Related findings. The statistical treatment of the
data relating to these three null hypotheses, when tested,
showed that no significant relationships existed} however,
certain findings should be mentioned.

26. Table XXXV (page 128) reveals that more than
seventy-two percent of the superintendents who have had
zero to three years of experience as elementary vice-
principals indicated that principalship candidates"’
philosophy of education, use of drugs (non—mediuimlly),
emotional stability, self-control, patience, and poise

should be determined for selection purposes.

il



TABLE XXXV

ELEMENTARY VICE-PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'®
PREFERENCES OF CANDIDATES' PERSONAL-PROFESSIONAL ATTRIBUTES

Elementary Vice-Principalship Experience®

Personal-Professional Attributes o 1-3
| of Candidates
i Percent g Percent
i (15) (11)
|
J
| 1. Philosophy of education 100.0
| 2, Political affiliation 00.0
3. Religious affiliation 46.7
| L4, Use of alcohol 53.3
| 5. Use of drugs, non-modieimlly 73.3
| 6. Use of tobacc: 00.0
| 7. Public spuking ability 66.7
! 8. Emotional séabi 93.3
9. Self-control 86.7
10. Patience 80.0
11. 80.0
26.7

r, Poise

J‘. 12, Social club affiliation
I

I

Figuru represents the base for cell p'rotnt.gos.
bChi Square Test of I ' pr
indicated that there were no significant dlthroneu at the .05 level,

)

8zt
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27. Table XXXVI (page 139) reveals that more than
seventy-two percent of the superintendents, regardless of
length of secondary principalship experience, preferred
that principalship candidates' philosophy of education,
emotional stability, self-control, and patience should be
questioned. Fifty percent of the respondents who had more
than five years of experience in the position of secondary
principal maintained that an attempt should be made to
detsrmine the social club affiliations of those candidates
aspiring to the position of elementary principal.

28. In viewing Table XXXVII (page 131), one notices
that the majority of ail of the superintendents preferred
that principalship candidates' philosophy of education,
use of drugs (non-medicinally), public speaking ability,
emotional stability, self-control, patience, and poise
should be questioned when seeking capable elementary
principals. Those respondents who had either no experience,
or more than three years of experience as secondary vice-
principals stated a preference for questioning principalship

candidates® use of alcohol.

dd



TABLE XXXVI

SECONDARY PRINCIPALSKIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'
PREFERENCES OF CANDIDATES' PERSONAL~-PROFESSIONAL ATTRIBUTES

SBoendary Principalship Experience®

Personal-Professional Attributes 0 1-5 >5
of Candidates

Percent .| Percent Percent
(6) (17) 3

1. Philosophy of education
2. Political affiliation
E. Religious affiliation
« Use of alcohol
5. Use of drugs, non-medicinally
6. Use of tobacco
7. Public speaking ability
8., Emotional stability
9. Self-control
2 10. Patience

Poise
12, Social club affiliation
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a P <,05

Figure represents the base for cell percentages.

bchi Square Test of Independence comparing superintendents' preferences
indicated that there were no significant differences at the .05 level,

otT



TABLE XXXVII

SECONDARY VICE-PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®
PREFERENCES OF CANDIDATES' PERSONAL-PROFESSIONAL ATTRIBUTES

Secondary Vice-Principalship Experience®
Personal-Professional Attributes 0 1-3 >3
of Candidates
Percent . Percent Percent
(14) (9)
1. Philosophy of education 92,9 77.8
2. Political affiliation 00,0 00.0
a. Religious affiliation 50.0 az.i
+ Use of alcohol 50,0 .
5. Use of drugs, non-medicinally 7.4 66.7
6. Use of tobacco 00.0 11.1
7. Public speaking ability 57.1 88.9
8. Emotional stability 85.7 100.0
9. Self-control 78.6 100.0
10¢ Patlence 71.4 100.
11. oise 64,3 100.0
12, Social club affiliations 21.4 bl

P <.05
8 Figure represents the base for csll percentages.

® chi Square Test of I. paring ¢! te pra!otencu
indicated that there were no ui;niﬁcant difﬂr-ncos at the .05 level

k{521
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Hypothesis 29. District superintendents' prefer-

ences for ascertaining selected personal-professional
attributes of elementary principalship candidates are
not influenced by the supervising principalship exper-
ience of the district superintendents.

Table XXXVIII (page 133) exhibits the candidates'
personal-professional attributes and the district superin-
tendents® preferences according to years of swpervising
principalship experience.

Cross tabulations were calculated to compare the
district superintendents' preferences, for ascertaining
candidates' personal-professional attributes, when class-

ified by years of supervising principalship experience.

The chi-sq: test of i pointed out that ene
of the twelve personal-professional attributes showed a
significant reiationship. This was the district superin-
tendents' preferences for questioning principalship candi-
dates' use of tobacco. Thus, it was concluded that the

superi t8' D 1-p jional attribute criteria

was influenced by their years of experience as supervising

principals.

Related findings. Table XXXVIII points out that
more than sixty-six percent of all of the superintendents
maintained that principalship candidates' philosophy of
education, use of drugs (non-medicinally), emotional
stability, self-control, patience, and poise should be

questioned by the hiring district.



TABLE XXXVIII

SUPERVISING PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®
PREFERENCES OF CANDIDATES' PERSONAL-PROFESSIONAL ATTRIFUTES

Personal-Professional Attributes
of Candidates

Supervising Principalship Experience

0 1-3 4-6 >6

Percent .| Percent Percent Percent
(12 7) (3

(&)

1. Philosophy of education 75.0 100.0 100.0 100.0
2, Political affiliation 00.0 00.0 00.0 00.0
a. Religious affiliation 50,0 57.1 25.0 00.0
. Use of alcohol 50.0 57.1 25.0 66.7
5. Use of drugs, Eon-mldielmlly 66.7 85.7 75.0 66.7
6. Use of tobacco! 00.0 00.0 00.0 99.9
7. Public speaking ability 75.0 71.4 75.0 33.3
8. Emotional stability 91.7 85.7 100.0 100.0
9. Self-control gl o7 85.7 100.0 66.7
10. Patience 3.3 85.7 100.0 66.7
11, Poise 75.0 85.7 100.0 66.7
12, Social club affiliation 16.7 42,9 50.0 33.3
P <L.05

2Figure represents the base for cell percentages.

PFactor, use of tobacco, is significant at the .05 level.

“
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Hypothesis 30. District superintendents' prefer-
ences for l!ce%ﬁinlng silocteg penonu-protgssimal

attributes of elementary principalship candidates are
not influenced by the supervisory inspector experience
of the district superintendents.

Table XXXIX (page 13§) illustrates the principalship
candidates' personal-professional attributes and the

district P according to years of
supervisory inspector experience.

Cross tabulations were calculated to compare the
district superintendents' preferences, for ascertaining
candidates' personal-professional attributes, when class-
ified by years of supervisory inspector experience. The
statistical treatment (Xz) revealed that no significant
relationship existed, Therefore, it was concluded that
the supervisory inspector experience of the superintendents
does not influence their preferences of principalship
candidates' personal-professional attributes to be deter-
mined by the hiring districts.

Related findings. Table XXXIX indicates that more
than sixty-six percent of the respondents, regardless of
length of experience as supervisory inspectors, preferred
to question principalship candidates’ philosophy of educa-
tion, use of drugs (non-medicinally), emotional stability,

self-control, patience, and poise.



TABLE XXXIX

SUPERVISORY INSPECTOR EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'
PREFERENCES OF CANDIDATES' PERSONAL~-PROFESSIONAL ATTRIBUTES

Supervisory Inspector Expex-hnueb

Poreoml-?mteuioml Attiibutes [} 1-5 >5
f Candidates
Percent 5| Percent Percent
(15) (8) (3)
1., Philosophy of education 93.3 87.5 66,7
2., Political affiliation 00,0 00.0 00.0
3. Religious affiliation 46,7 37.5 33.3
L, Use of alcohol 60.0 25,0 66.7
5. Use of dz-u;s, non—madicinally 73.3 75.0 66.7
6. Use of tobac 00.0 12,5 00,0
7. Public spel-kln& ability 80,0 37.5 100.0
8., Emotional stability 93.3 87.5 100.0
9. Self-control 86.7 87.5 100.0
10. Patience 86.7 87.5 66.7
11, Poise 86.7 75.0 66.7
12, Social club affiliation 40.0 5 33.3
= P <.05
Figure represents the base for cell percentages.
BChi Square Test of I ng ' pre

indicated that there were no significant differences at the .05 level.

814
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Summary of Personal-Professional Attributes
Generally speaking, the district superintendents
preferred that school boards should question candidates'

philosophy of education, public speaking ability, emotional
stability, self-control, patience, and poise when seeking
capable elementary principals. In certain instances, the
superintendents also indicated that an attempt should be
made to determine candidates' non-medicinal use of drugs.

Professional Selection Standards

The purpose of this subdivision is to present the
results of the analyses of the district superintendents’
preferences of professional standards to be used in the
selection of elementary principalship candidates. Eight
hypotheses were structured to test the district super-
intendents' preferences when classified on the basis of
their professional background. Note: An examination of the
data involved in the testing of these hypotheses revealed
that they were all accepted. These hypotheses are stated as
follows:

i 5 i v -
e g O e amaE 5o e ussd in’ the selec-
tion of elementary principalship candidates are not in-
fluenced by the type of districts in which the district
superintendents are employed.

VD! intendents' prefer-
H; thesis . District super: * _
ences :f profegiioml standards to be used in the :eg.::
tion of elementary principalship candic_iate;i a;e t::
fluenced by the size of the districts in whicl

district superintendents are employed.
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thesis 33. District superintendents' fer-
ences of professional standards to be used anzl.m selec-
a:: n::dob;mgur{ prinuipal;tiniplcundidntn are not in-
e elemen ne: ship experience of
the district unperint-ndants. peis s

Hypothesis 34, District superintendents' prefer-
ences of professional nmdardgeto be used i.nptha selec-
tion of alu-ntnr{ principalship candidates are not in-
£l by the e. 'y vice-principalship exper-
ience of the district superintendents.

Hypothesis 35. District superintendents' prefer-
ences of professional standards to be used in the selec-
tion of elementary principalship candidates are not in-
fluenced by the secondary principalship experience of
the district superintendents.

othesis 36. District superintendents' prefer-
ences of professional stimdkids te bé used in' the selec-
tion of elementary principalship candidates are not in-
fluenced by the secondary vice-principalship experience
of the district superintendents.

thesis 37. District superintendents' prefer-
ences o ofessional standards to be used in the selec-
tion of elementary principalship eandidates are not in-
fluenced by the supervising principalship experience of
the district superintendents.

Hypothesis District superintendents' prefer-
ences o: prohaiioml standards to be used in the selec-
tion of elementary principalship candidates are not in-
fluenced by the supervisory inspector experience of the
distriet superintendents.

Related findings. The statistical treatment of the
data relating to the eight null hypotheses mentioned above
showed that no significant relationships existed;between the
variables under investigation. Specifically, the chi-square
test of independence (and association) was applied to the
district superintendents' responses to the questionnaire

items categorized under professional selection standards
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and none of these responses were significantly related to
their professional backgrounds. The findings related to the
testing of the eight null hypotheses will be discussed
according to the initial order of the statements.

31. Table XL (page 139) reveals that more than
sixty-eight percent of both Integrated and Roman Catholic
superintendents indicated that principalship candidates
should have formal administrative training, and be members
of the district personnel. However, sixty percent of the
Roman Catholic respondents maintained that these candidates
should also have Memorial University training. Surprisingly,
more than forty-nine percent of the Roman Catholic super-
intendents asserted that they preferred male and married
candidates when selecting capable elementary principals.

32, Table XLI (page 149) illustrates that more than
sixty-six percent of the superintendents, regardless of
district size, preferred that principalship candidates
have formal administrative training, and be members of the
district personnel if they wish to be appointed as elemen-
tary principals. The majority of the superintendents who
are employed in the small school districts (enrollments
less than 3,200), and in the large school districts (enroll-
ments greater than 8,000) preferred that Memorial University
training should be a requirement in selecting elementary

principalship candidates.



TABLE XL
DISTRICT TYPE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS' PREFERENCES OF

PROFESSIONAL SELECTION STANDARDS TO BE USED IN SELECTING CANDIDATES
District Typeb
Professional Selection Standards Integrated Roman Catholic
Percent o Percent
(16)
1. Memorial University training 43.8 60.0
2. Member of district personnel 68,8 90.0
3. Formal administrative training 93.8 90.0
4. Male candidate 37.5 60.0
5. Married candidate 25.0 50.0
6. Residence near school center 6.3 20.0
P
"Figura represents the base for cell percentages <05

Square Test of Inda{andcnc- com u‘ing 8u

Chi ntendents' preferences
1ndlcltcd that there were no significant d fferenc

at the .05 level.

SET



TABLE XLI

DISTRICT SIZE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS' PREFERENCES OF
PROFESSIONAL SELECTION STANDARDS TO BE USED IN SELECTING CANDIDATES

District Sizeb

Professional Selection Standards <3800 #3200 £8000 >8000
Percent . Percent Percent
(15) (8 (3
1. Memorial University training 53.3 37.5 66.7
2, Member of district personnel 66.7 87.5 100.0
3. Formal administrative training 93.3 87.5 100.0
4. Male candidate L6.7 62,5 00.0
5. " Martkddceandidae 40.0 25.0 33.3
6. Residence near school center 13.3 12.5 00.0
P .05

8Figure represents the base for cell percentﬁg@s

bChi Square Test of I

indicated that there were no significant durorcncau at the .05 lcvol.

ot
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33. Table XLII (page 142) shows that more than
eighty-three percent of all of the superintendents who had
elementary principalship experience preferred that formal
administrative training be a standard for selecting com-
petent elementary principals., In addition, the respondents
who had either no experience, or one to five years of
experience in the elementary principalship maintained that
preferences be given to candidates from the districts'
ranks. Interestingly enough, the respondents who had more
than five years of elementary principalship experience
stated that male and married candidates should be preferred
when hiring elememtary principals.

34, Table XLIII (page 143) reveals that the super-
i who had el y vice-principalship experience

consider formal administrative training, and member of the
district personnel as the two standards that should be

followed in the selection p Also, the ts
who had one to three years of experience as elementary vice-
principals stated that male candidates ghould be preferred
as elementary principals.

35, In viewing Table XLIV (page 148), it is evident
that formal administrative training, and member of the
district personnel are the two most prevalent choices of

the superi: ts as 8 ds to be d to in hiring
elementary principals.



TABLE XLII

ELEMENTARY PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®

PREFERENCES OF PROFESSIONAL SELECTION STANDARDS

SELECTING CANDIDATES

TO BE USED IN

Elementary Principalship Experienceb

Professional Selection Standards 0 1-5 >5
e (17) (3)
1, Memorial University training 33.3 64,7 00.0
2, Member of district personnel 66.7 88.2 33.3
3. Formal administrative training 83.3 94,1 100.0
4, Male candidate 33.3 47.1 66.7
5. Married candidate 33.3 29.4 66.7
6. Residence near school center 00.0 17.6 00.0
P <05

indicated that there were no significant differences at the .05 1ovel.

2Figure represents the base for cell psrcentsgas.

b chi Square Test of I

T



TABLE XLIII

ELEMENTARY VICE-PRINCIPALSHIP EXPERIENCE AS AN INPLUENCE ON DISTRICT SUPERINTENDENTS®
PREFERENCES OF PROFESSIONAL SELECTION STANDARDS
SELECTING CANDIDATES

TO BE USED IN

Elementary Vice-Principalship Experience®
0 1-3
Professional Selection S
Percent Percent
(15) (11)
1. Memorial University tra$ning 53.3 hs.s
2. Member of district personnel 73.3 81.8
3. Formal administrative training 93.3 90.9
4. Male candidate 33.3 63.6
5. Married candidate 33.3 36.4
6. Residence near school center 20.0 00,0
BPig\n‘e represents the base for cell percentages. P <05

Pghi Square Test of I

ng superi

indicated that there were no significant differences at the .05 lavol.

729



TABLE XLIV

SECONDARY PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'
PREFERENCES OF PROFESSIONAL SELECTION STANDARDS TO BE USED IN
SELECTING CANDIDATES

Secondary Principalship Exy-r.lonceb

Professional Selection Standards 0 1-5 >5

Percent | Percent Percent
(6) (17) (3)

1. Memorial University training 60.0 54,5 40.0

2., Member of district personnel 100.0 81.8 60.0

3. Feormal administrative training 80.0 100.0 90.0

4, Male candidate 60.0 54.5 30.0

5. Married candidate 40,0 36.4 30.0

6. Residence near school center 00.0 9.1 30.0
aFigure represents the base for cell percentages. Figa05

bent Square Test of Independence comparing superintendents' prsforances
indicated that there were no significant differences at the .05 level.

T
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36. Table XLV (page 146) indicates that more than
two thirds of the superintendents who had secondary prin-
cipalship experience identified formal administrative
training, and member of the district personnel as the two
most favourable standards to be used as selection criteria.
It should.also be noted that the respondents who had either
no experience, or more than three years of experience as
secondary vice-principals preferred that pkincipalship
candidates have Memorial University training.

37. In viewing Table XLVI (page 14%), it is evident
that when the district superintendents®' preferences are
classified according to years of supervising principalship
experience, they still preferred formal administrative
training and member of the district personnel as the two
best professional standards to be implemented as selection
criteria. Only a majority of the respondents who had no
experience as supervising principals indicated a preference
for married principalship candidates.

38, Table XLVII (page 148) shows that formal admin-
istrative training and member of the district personnel
still receive the highest percentage of responses of the
respondents who had experience as supervisory inspectors.
More than sixty-two percent of the superintendents who had
supervisory inspector experience preferred male principal-

ship candidates.



TABLE XLV

SECONDARY VICE-PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'

PREFERENCES OF PROFESSIONAL SELECTION STANDARDS TO BE USED I

SELECTING CANDIDATES

Secondary Vice-Principalship Experience®

Professional Selection Standards 0 1-3 >3
Percent Percent Percent
(1m* (9) (3)
1. Memorial University training 57.1 33.3 66.7
2. Member of distriot personnel 78.6 66.7 100.0
3. Formak administrative training 92.9 166.9 66.7
4, Male candddate 35.7 66,7 33.3
5. Married candidate 28.6 55.6 00,0
6. Residence near school center 14,3 00.0 33.3
P <.05

indicated that there were no s.

"Figurs represents the base for cell percentages.

Chi Square Test of Imlafnnd-noe comparing superintendents' preferences

gnificant differences at the .05 level,

oHT



TABLE XIVI

SUPERVISING PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'
PREFERENCES OF PROFESSIONAL SELECTION STANDARDS TO BE USED IN
SELECTING CANDIDATES

Supervising Brincipalship Experience®

Professional Selection Standards 0 1-3 b6 >6
Percent , | Percent Raoroamit Percent
(12) (7) (&)

1. Memorial University training 50.0 71.4 50.0 00.0
2, Member of district personnel 83.3 7.4 75.0 66.7
3., Fermal administrative training 91.7 100.0 75.0 100.0
4, Male candidate 58.3 28.6 25.0 66.7
5. Married candidate 58.3 00.0 25.0 33.3
6. Residence near school center 16.7 00.0 25.0 00.0

P £.05

aFigure represents the base for cell parcentlges.
bChi Square Test of I ing superin ' preferences
indicated that there were no significant diffcrsncu at the .05 level.

&t



TABLE XLVII

SUPERVISORY INSPECTOR EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS'
PREFERENCES OF PROFESSIONAL SELECTION STANDARDS TO BE USED IN
SELECTING CANDIDATES

Supervisory Inspector Exporionoo‘

Professional Selection Standards 0 1-5 >5

Percent , | Percent Percent
(15) (8) (3

1 Memorial University training 60.0 25.0 66.7
2. Member of district personnel 86.7 62.5 66.7
3. Formal administrative training 100.0 75.0 100.0
4. Male candidete 33.3 62.5 66.7
5. Married candidate 4647 25.0 00.0
6. Residence near school center 13.3 00.0 33.3

P <.05

Figura represents the base for cell pereentnges.
YChi Square Test of I ing superin ! preferences
indicated that there were no significant differences at the .05 loval.

BHT
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Summary of Professional Selection Standards

From a total point of view, the district superinten-
dents replied that an elementary principalship candidate
should preferably have formal administrative training, be a

member of the district personnel, and have Memorial Univer-
sity training. A considerable number of district super-
intendents indicated a preference for male and married

elementary principalship candidates.

Professional Selection Techniques
The purpose of this subdivision is to present the

results of the analyses of the district superintendents®
preferences of professional techniques to be used in the
selection of elementary principalship candidates. Eight
hypotheses were structured to test the district super-

intendents' preferences when classified on the basis of

their professional background.

™

Hypothesis 39. District superintendents' prefer- &

ences of selected professional techniques to be used

the selection of elementary principalshin candidates

are not influenced by the type of districts in which
the district superintendents are employed.

Table XLVII (page 151) illustrates the Integrated

and Roman Catholic superintendents' preferences for using

professional techniques.
Cross tabulations were calculated to compare the
Integrated and Roman Catholic superintendents’ preferences

for using professional techniques. The chi-square test of
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independence pointed out that no significant relationship
existed. Consequently, it was concluded that the superin-
tendents' preferences for using professional techniques are
not influenced by the type of districts in which they are
employed.

Related findings. In viewing Table XLVIII, it is
interesting to note that one hundred percent of the

superintendents (Integrated and Roman Catholic) preferred
that personal interviews should be used as appropriate
techniques. More than sixty-nine percent of all of the
respondents preferred that written guidelines, printed
information, interview panels, letters of recommendation,
and supervisors' recommendations should be considered as
valuable techniques.
one):s :thf ;gs!e%ioﬁsgt&::g;rigtg:d:::g' n’fﬁ:‘"
selection of elementary principalship candidates are
not influenced by the size of the districts in which
the district superintendents are employed.

Table XLIX (page 153) exhibits the superintendents’
preferences of professional techniques according to district
size.

Cross tabulations were calculated to compare the
district superintendents' preferences, of professional
techniques, when classified by district size. Statistical
analysis (xz) indicated that one of the sixteen professional
techniques showed 2 significant relationship. This was the



o

TABLE XLVII

DISTRICT TYPE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS' PREFERENCES OF
PROFESSIONAL SELECTION TECHNIQUES TO BE USED IN SELECTING CANDIDATES

District Type

Professional Selection Techniques Integrated Roman _Catholic
[Percent,q,a | Percent, )

1. Competitive examinations 18.8 20.0
2. - written examinations 00.0 00.0

- oral examinations 00.0 10.0

- both written and oral 18.8 10.0
3. Written guldelines 75.0 70.0
4. Printed information 93.8 100.0
5. Set salary scale 56.3 80.0
6. Wide publication of vacancies 50.0 20.0
7. Formalized job description 50.0 70.0
8. Payment of applicants' interview expenses 62.5 4o.0
9. Personal interview 100.0 100.0
10. Interview panel 75.0 70.0
11. Statements of philosophy of education 18.8 20.0
12. Standardized application forms 62.5 90.0
13. tt of on 93.8 100.0
14. Professors' recommendations 62.5 90.0
15. Supervisors' recommendations 93.8 90.0
16. Pre-appointment physical exam 62.5 50.0

aFigure represents the base for cell percentages PF< .55

bchi Square Test of Independence comparing superintendents' preferences
indicated that there were no significant differences at the .05 level.

“TIST
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superi pr of using pro ' recom-
mendations being influenced by their district size. Thus, it
was concluded that the superintendents' preferences for
using professional techniques are influenced by their
district size,

Related findings. Table XLIX reveals that more than
ninety-three percent of the superintendents, regardless of
district size, replied that pri tion, p nal

interviews, letters of recommendation, and supervisors®
recommendations should be an integral part of the selection
process. Interestingly enough, a small minority of all of
the respondents preferred %o use competitive examinations
as a means of selecting competent elementary principals.
An examination of the data involved in the testing
of Hypotheses forty-one and forty-two revealed that these
two hypotheses were accepted. These hypotheses are stated
as follows:
gmtheuis 41, District superintendents' prefer-
ences of se cﬁ:! professional techniques to be used in
the selection of elementary principalship candidates
are not inf by the el principalship
experience of the district superintendents.
Hypothesis 42, District superintendents' prefer-
ences of se. ec'ﬁ& professional techniques to be used in
the selection of elementary principalship

candidates
are not influenced by the elementary vice-principalship
experience of the district superintendents.

Related findings. The statistical treatment of the



TABLE XLIX

DISTRICT SIZE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS' PREFERENCES OF
PROFESSIONAL SELECTION TECHNIQUES TO BE USED IN SELECTING CANDIDATES

District Size

Professional Selection Techniques <3200 | 23200 £8000| >8000
Percent | Percent Percent
(15) 8) 3

1. cumpatitlv. examinations 26.7 12,5
2 written examinations 00,0 00.0
- oral examinations 00,0 12.5

- both written and oral 26.7 00.0

3. Written guidelines 73.3 62,5
. Printed information 93.3 100.0
5. Set salary scale 60.0 75.0
&, Wide publication of vacancies 46,7 25.0
7. Formalized job description 667 33
8, Payment of applicants' interview expenses| 53.3 - 62.5
9, Personal interview 100.0 100.0
10. Interview panel 3.3 62.5
11, Statement of phuosophy or eduuuun 26.7 00,0
12, Standardized application 80.0 62.5
13, Letters of recomendatlon 93.3 100.0
1k, Prafassor'u recommendations® 53.3 100,0
15, Supervisors' recommendations 93.3 87.5
16, Pn--ppaintmam physical exam 66.7 37.5

2Fjgure represents the base for cell percentages.
bFactor, professors' recommendations, is Bignificant at the .05 level,

P <05

(531
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data relating to these two null hypotheses, when tested,
showed that no significant relationship s existed; however,
certain findings will be mentioned.

41, Table L (page 155) indicates that more than
sixty-six percent of all of the superintendents preferred
that written guidelines, printed information, personal
interviews, interview panels, standardized application forms,
letters of recommendation, and supervisors' recommendations
should be used to identify competent elementary principals.
Surprisingly, more than forty-nine percent of the super-
intendents, regardless of elementary principalship exper-
ience, stated that principalship candidates should be
required to have pre-appointment physical examinations.

42, Table LI (page 156) reveals that the majority
of all of the superintendents answered that written guide=
lines, printed information, set salary scales, formalized
job descriptions, personal interviews, interview panels,
standardized application forms, letters of recommendation,
professors' and supervisors' recommendations would have
value as selection techniques. It should also be noted
that the respondents who had the most experience as
elementary vice-principals preférred that school boards
should pay the expenses of principalship candidates who

are invited for personal interviews.



TABLE L

ELEMENTARY PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DIS’K‘RICT SUPEHINTENDENTS'
PREFERENCES OF PROFESSIONAL SELECTION TECHNIQUES
SELECTING CANDIDATES

Elementary Principalship Experience®

Professional Selection Techniques 0 1-5 >5
Percent go| Percent Percent
(6) (17) (3)

Competitive examinations 00.0 29.4
- written examinations 00,0 00.0
« oral examinations 00.0 5.9

- both written and oral 00.0 23.5 4
3. Vritten guidelines 66.7 76.5
L, Printed information 100.0 9.1
5. Set salary scale 83.3 58.8
6. Wide publication of vacancies 33.3 b1.2
7. Formalized job desciption 50.0 58.8
8. Payment of applicants’' interview 83.3 k7.1

expenses

9. Personal interview 100.0 100.0
10. Interview panel 83.3 70.6
11, Statements of pnuo-ugny of odunnlnn 00.0 23.5
12. Standardized application form 66.7 70.6
13. Letters of recommendation 100.0 9.1
1k, Professors' recommendations 83.3 647
15. Supervisor's recommendations 83.3 ola1
16, Pre-appointment physical exam 50.0 52.9

&Figure repr
boni Square Test of

P <.05

its the base for ccu pomom:ngn.

el

at the .05 level.

sst



TABLE LT

ELEMENTARY VICE-PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPBRINT!NDENTS'
PREFERENCES OF PROFESSIONAL SELECTION TECHNIQUES T0 BE USED I
SELECTING CANDIDATES

Elementary Vice-Principalship Experience®
Professional Selection Techniques o 1-3
Percent g Percent
(15) (11)
1. etitive examinations 13.3 27.
2. written nxaminnlom 00.0 004
- oral examina 00.0 g.
- both wrnun nnd onl 13.3 18.
g. Written guidelines 80.0 63,
. Printeﬂ information 100.0 90,
2. Set salary scale sz Sk
. Wide pub cation of vacancies .7 27.
7. Formalized job description 60.0 g #
8, Payment of applicants® Lnurvin 46.7 3.
. expenses
9. Personal interview 100.0 100.0
10. Interview pane. 86.7 54,
11, Statements of philosophy of education| 20.0 18,
12, Standardized application form 80.0 63,
13, Letters of recommendation 100.0 90.
1k, Professors' recommendations 73.3 72,
15, Supervisors' recommendations 86.7 100.
16, Pre-appointment physical exam 66.7 b5,
P <.05

ure represents the base for cell ita,
= T e e o £ &y BEFSST 28, nt 10ance at .05 lovel.

95T
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Hnoﬂu!il 43, District superintendents' £
ences of se. cc'ied profnnomp:-chniqua: :o g:‘u::; in
the selection of elementary principalship candidates
are not influenced by the secondary principalship
experience of the district superintendents.
Table LII (page 158) illustrates the district

. +
pr of pr onal hni

according to years of secondary principalship experience.
Cross tabulations were calculated to compare the

* pre of p onal techni

when classified by years of secondary principalship exper-
ience. The chi-square test of independence revealed that

one of the sixteen professional techniques showed a
significant relationship. This was the superintendents®
preferences for using supervisors' recommendations being
influenced by their experience as secondary principals.
Therefore, it was concluded that the superintendents’
preferences for using professional techniques are influenced
by their secondary principalship experience.

Related findings. Table L shows that when the
superintendents’ preferences of professional techniques
are classified by length of experience as secondary
principals, printed information, personal interviews, and
letters of recommendation still receive the highest
percentage of responses. The majority of the respondents

preferred not to widely publicize position vacancies.



TABLE LII

SECONDARY PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERINTENDENTS®
PREFERENCES OF PROPBSSIONAL SELECTION TECHNIQUES TO BE USED IN

TING CANDIDATES
1ehip
Professional Selection 0 1-5 >5
Percent . | Percent. Percent
8) (1) (10)
1. Competitiva examinations 20.0 18.2
2, en examinations 00,0 00,0
- arnl examinations 00,0 9.1
- both written and oral 20.0 9.1
Z. Written guidelines . 80.0 81.8
. Prlntod infomat!.on . 80.0 100.0
Seot s r{ 80.0 72.Z
Wide Euh cntinn of vac-.nelu 40,0 36..

Formalized job desoription 60.0 72,7
Payment of applicants' interview expenses 80.0 5.5
Personal interview 100.0 100.0
Interview panel 80.0 63.6
Statements of philosophy of admntlon 00.0 18.2
Standardized application form 80.0 63.6
Letters of recommendation 80.0 100.0
Professors' recommendations’ 60.0 81.8
Supervisors' recommendationsd 60.0 100.0

Pre-appointment physical exam 20.0 63.6 70.0

P &05

AFjgure represents the base for cell percentages.
hhator, supervisors® recommendations, is significant at the ,05 level.

est
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Hypothesis 4k, District superintendents® for-

ences of se ccﬁt‘l protoslionalp.t.ehniquos to %:\suazd in
the selection of elementary principalship candidates
are not influenced by the secondary vice-principalship
experience of the district superintendents.

Table LIII (page 160) axhibits the district super-
intendents' preferences, -for using professional techniques,
according to secondary vice-principalship experience.

Cross tabulations were calculated to compare the

district superi ts* of ional

P b2

techniques, when classified by years of secondary vice-
principalship experience. Statistical analysis (X2)
indicated that no significant relationship existed. Thus,
it was concluded that the superintendents' experience as
secondary vicesprincipals does not influence their prefer-
ences of professional selection techniques.

Related findings. In viewing Table LIII, it is

evident that printed information, personal interviews,
letters of recommendation, and supervisors® recommendations
were the four most favoured techniques as perceived by the
respondents. More than eighty-five percent of all of the
superintendents responded that these techniques would be

invaluable as selection criteria.



TABLE LIII
SECONDARY VICE-PRINCIPALSHIP EXPERIENCE AS AN I ON DISTRICT

PREFERENCES OF PROFESSIONAL SELECTION TECHNIQUES TO BE USED IN
SELECTING CANDIDATES

y Vi lship Experi
Professional Selection Techniques o 1-3 >3
Percent 5 Percent Percent
(14) (9) (3)
1. Comp-tltivn examinations 14,3
2, en examinations 00,0
- ornl examinations 00.0
- both written and oral 14,3
Written guidelines 85.7
Printed Infornation 92.9
Set salar{ scal ZB.G
Wide publ! cation of vacancies 42,9
Poma{ized Job. dlacl‘i‘ﬂ:l 6k.3
Payment of applicants' interview 57.1
expences
9. Personal interview 100.0
10. Interview panel 78.6
11. Statements of phllolo{hy of education| 7.1
12. Standardized application forms 714
13. Letters of recommendation 92.9
1k. Professors' recomamniona 64.3
15. Supervisors' recommendations 85.7
16. Pre-appointment phyllul exam 50.0
2Figure represents the base for cell percentages. P<.05

bChi Square Test of Independence indicated no significance at the .05 level.




161

othesis 45. District superintendents' prefer-
ences of selected professional techniques to be used in
the selection of elementary principalship candidates
are not influenced by the supervising principalship
experience of the district superintendents.

Table LIV (page 162) exhibits the district super-

in .

P for using p: onal techniques,
according to supervising principalship experience.
Cross tabulations were calculated to compare the

district superi * pre of professional

techniques, when classified by years of supervising prin-
cipalship experience. Statistical treatment (x"’) indicated
that one of the sixteen professional techniques showed a
significant relationship. This was the district super-
intendents' preferences of using formalized job descriptions
being influenced by their supervising principalship exper-
ience. Consequently, it was concluded that the superin-
tendents' preferences for using professional techniques

are influenced by their experience as supervising principals.

Related findings. Table LIV shows that more than
seventy-five percent of the superintendents replied that
printed information, personal interviews, and letters of
recommendation should be used by the hiring districts to
identify capable elementary principals.



SUPERVISING PRINCIPALSHIP EXPERIENCE AS AN INFLUENCE ON DISTRICT SUFBRIzT!NDRNTS'
PREF]

TABLE LIV

ERENCES OF PROFESSIONAL SELECTION TECHNIQUES TO BE USED I
SELEC!

‘TING CANDIDATES

Supervising Principalship Experience

2Pigure represents tho base for cell percentages

b?-nor. formalized job d

Professional Selection Techniques 0 1-3 46 >6
Percent . Percent |Percent
(12) (&) 3)

1, Competitive examinations 8. k2.9 25.0 00.0

2, - written examinations 00, 00.0 00.0 00.0
oral examinations 8. 00.0 00.0 00.0

= doth wrlttnn and oral 00. 42.0 25.0 00.0

E. Written guideline: 75. 85.7 50.0 66,7
« Printed Iormtlnn 9. 100.0 100.0 100.0

5. Set salary scale 66. 57.1 75.0 66,
6. Wide publication of vacancies b1, 57.1 25.0 00.0

7. Formalized job dnscrigt on 504 100.0 50.0 00.0

8. Payment of applicants' interview 6. 28.6 75.0 33.3

oxpense:

9. Personal Sntuwiw 100.0 100.0 100.0 100.0
10. Interview panel 5843 zi.‘b 100.0 100.0
11, Statements of philosophy of 8.3 2.9 25.0 00.0

educatiol

12, Standardized application forms 75, 85.7 75.0 33.3
13. Letters of recommendation 91, 100.0 100.0 100.0
1k, Professors' recommendations 75, 57.1 754 100.0
15. Supervisors' recommendations 83. 100.0 75.0 100.0
16, Pre-appointment physical exam 33. 1.4 75.0 100.0

P<.05

scription, is significant at the .05 level.

9
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Hypothesis 46. District superintendents' fer-
ences of selected professional techniques to Ip:?used in
the selection of elementary principalship candidates
are not influenced by the supervisory inspector exper-
ience of the district superintendents.

Table LV (page 164) illustrates the district super-

intendents' preferences, for using professional techniques,
according to supervisory inspector experience.

Cross tabulations were calculated to compare the

district superi * pref , of p ional

techniques, when classified by years of supervisory inspec-

tor experience. The chi-sq test of i pointed

out that no significant relationship existed. Therefore,

it was concluded that the superi vy for

using professional techniques are not influenced by their

experience as supervisory inspectors.

Related findings. In viewing Table LV, it is inter-
esting to note that the respondents who had supervisory
inspector experience, ranging from zero to five years,
indicated that the hiring districts should pay the expenses
of principalship candidates who are invited for personal
interviews., More than eighty-seven percent of the super-
intendents preferred that printed information, personal
interviews, letters of recommendation, and supervisors'
recommendations should be used to recruit competent

elementary principals.



TABLE LV

SUPERVISGRY INSPECTOR EXPERIENCE AS AN INFLUENCE ON DISTRICT SUPERIM‘ENDBNTS'
'ERENCES OF PROFESSIONAL SELECTION TECHNIQUES TO BE USED I
SELECTING CANDIDATES

Supervisory Inspector Experience®

Professional Selection Techniques 0 1-5 >5
Percéont o| Percent Percent
(15) (8) 3)
1. Competitive examinations 333 00,0 00.0
2. = written examinations 00,0 00.0 00.0
- nations 6. 00,0 00.0
- both written and oral 26,6 00,0 00.0
3. Written guidelines 80.0 62.5 66.7
k4. Printed information 100.0 87.5 100.0
5. Set salary scale 60,0 75.0 66.7
6, Wide publication of vncnnohl 40,0 25.0 66.7
7. Formalized job description 60,0 50,0 66.7
8., Payment of applicants’ interview expenses 60.0 50.0 33.3
9. Personal interview 100.0 100.0 100.0
10 Interview pane! 86.7 62.5 33.3
11, Statements of philosarhy of education 33.3 00,0 00.
12, Standardized application forms 66,7 75.0 100.0
13. Letters of recommendation 100.0 87.5 100.0
1k, Professors' recommendations 66,7 75.0 100.0
15, Supervisors' recommendations 9343 87.5 100.0
16. Pre-appointment physical exam 66.7 37.5 66.7
P <.05

8Figure represents the ba

for cell percentages.

behi Square Test of Independence indicated no -Lyuﬂ.umu at the .05 level.

H9T
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Summary of Professional Selection Techniques

The analyses of the results of the district super-
intendents' preferences of selected professional techiques
revealed that personal.interviews, interview panels,
printed information, written guidelines, standardized
application forms, letters of recommendation, and super-
visors' recommendations should be used to select elementary
principalship candidates. As a rule, a higher percentage
of district superintendents replied that supervisors'

tions P! with pro rs' recommendations
should be used as selection techniques. The minority of
respondents indicated that principalship candidates’
statements of philosophy of education should be used.

SUMMARY

In this chapter, the hypotheses relating to the
preferences of district superintendents concerning the
criteria to be used in the selection of elementary princi-
palship candidates were statistically tested.

The district superintendents, as an aggregate,

differed significantly on one d p! t of the prof
sional qualifications preferred in elementary principalship
candidates. The superintendents also differed significantly
on one hundred percent of the different types of profes-
sional experience desired in principalship candidates. As
a whole, the superintendents differed significantly on
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ninety-eight percent of the personal-professional attri-
butes of principalship candidates that should be questioned;

fifty percent of the p onal s and on

Y
five percent of the professional techniques to be used in
the selection of principeliship candidates, When the super-
intendents were required to estimate the importance of
seventy-five personal attributes in elementary principal-
ship candidates, it was discovered that there was little
consensus of agreement among the superintendents, as a
whole.

Information gathered concerning the influence of
the district superintendents' professional characteristics
upon their preferences of the various classifications of

criteria identified in the study, revealed that when the

district superi . D were ized by
district type, district size, length and type of administra-
tive experience, and length and type of supervisory exper-
ience, there were few significant relationships between the
variables under investigation.

The most frequent superintendent professional
characteristic that influenced their preferences of selec-
tion criteria was found to be the supervising principalship
experience.

From a total point of view, there is really no high
consensus of agreement among the district superintendents

concerning what constitutes appropriate selection criteria.



CHAPTER IV
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

The purpose of this chapter is to present a summary
of the problem which was investigated, the methodology
employed, and the findings arising from the testing of the
forty-six hypotheses that were advanced for this study. The
findings are discussed under the major headings of the
selection criteria identified in the study. Finally, con-

clusions are pr » and ons for further

research and studtes are advanced.

I. SUMMARY OF THE STUDY
The Problem

The present study was undertaken in an attempt to
determine the criteria that should be used in the selection
of elementary principalship candidates as perceived by the
Newfoundland and Labrador Integrated and Roman Catholic
Educational District superintendnets. Specifically, the
objectives of the study were: -- (1) to evaluate tentative
criteria as to their appropriateness in the selection pro-
cess, (2) to determine the criteria that should be applied
by the Newfoundland and Labrador district superintendents,
assuming the latter to be the crucial instrument in the

selection process, and (3) to determine criteria that are
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worthy of ion to those ged with the selection

of elementary school principalship candidates.

In 1line with these objectives, forty-six hypotheses
were set forward for the present study.

Hypotheses 1 through 6 were concerned essentially
with identifying those criteria preferred by the district
superintendents as a whole.

Hypotheses 7 through 46 were designed to determine
if the district superintendents' preferences of the
selection criteria were influenced by: -- (1) distriet type,
(2) district size, (3) elementary principalship expertence,
(4) elementary vice-principalship experience, (5) secondary
principalship experience, (6) secondary vice-principalship
experience, (7) supervising principalship experience, and
(8) supervisory inspector experience of the district super-

intendents.

Instrumentation and Methodology
Based on the literature in the field of educational

administration, and related research, a questionnaire was
constructed which included a number of items found in the
related research.

As a result of the suggestions received through the
validation process, one hundred and twenty-five items were

identified and adopted for use in the present study. These
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factors were grouped, after the collection of data, under ?
8ix major headinge as follows:

1. Professional Qualifications

2. Professional Experience

3. Personal-Professional Attributes

4. Professional Selection Standards

5. Professional Selection Techniques

6. Personal Attributes

Responses from the district superintendents for
sections one through five were elicited by requiring the
district superintendents to reply YES or NO as an indication
of whether or not selected criteria should be used.

Section six involved a five point Likert-type scale.
Specifically, section six asked the district superintendents
to estimate the importance of each of eeventy-five personal
attributes in elementary principalship candidates. Responses
were made by circling one of five letters -- A, B, C, D, or
E -- corresponding to -- Most Important, Fairly Important,
Uncertain, Of Little Importance, and Of No Importance.

The Sample
A sample of thirty-onre from a population of thirty-

three district superintendents were selected for participa-
tion in this study. The thirty-one district superintendents
represented the entire population of Integrated and Roman
Catholic district superintendents. Of the twenty-six
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questionnaires that arrived before April 26, the cut-off
date, all were usable.

Summary of Findings Related to Professional Qualifications

The district superintendents, as a whole, indicated

that the most important professional qualification of
elementary principalship candidates was the Bachelor's
degree and additional graduate work in educational admini-
stration. Next in importance was the Master's degree
(Education), followed by Bachelor's degree (Education),
Graduate Diploma in educational administration, and then

Master's degree and additional graduate work in educational

administration.
Summary of Findings Related to Professional Experience

The analysis of the total district superintendents®
responses to the questionnaire items categorized under
professional experience reveasled that elementary teaching
experience was the most important type of professional
experience that elementary principalship candidates should
have, The remaining four types of professional experience,
in order of highest percentage of response, were: -- four
to six years of full-time teaching experience, prior
educational administration experience, supervisory exper-
ience as either a supervising principal or supervisor or
consultant, and elementary teaching experience in the

district in which the vacancy exists.
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g% Findings Related to Personal-Professional

e

An examination of the total district superintendents’

preferences for ascertaining certain personal-professional
attributes of elementary principalship candidates showed
that eight personal-professional attributes should be
ascertained. These were: -- emotional stability, philosophy
of education, self-control, patience, poise, use of drugs
(non-medicinally), public speaking ability, and use of
alcohol. Less than fifty percent of the district superinten-
dents indicated that elementary principalship candidates'
religious affiliations, séeial elub-affiliations, and use

of tobacco should also be ascertained. None of the district

AN

superintendents indicated a preference for ascertaining
the political affiliations of elementary principalship

candidates.

Summary of Findings Related to Professional Selection
Standards &=

The highest percentage of the total number of
district superintendents indicated that formal administra-
tive training should be used as a professional standard
to select elementary principalship candidates. More than
fifty percent of the district superintendents replied that
elementary principalship candidates should also be members
of the district personnel, and have Memorial University

training. Less than fifty percent of the district

N
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superintendents replied that elementary principalship

candidates should be either male candidates, or married

candidates, or be obligated to reside near the school

center.,
S\_nmmazx of Findings Related to Professional Selection
Techniques

An analysis of the responses of the total number of

district superintendents showed that one hundred percent of

the district superi ed that per 1 inter-
views be used to select elementary principalship candidates.
Ninety-six percent of the district superintendents replied
that printed information and letters of recommendation
should also be used to select elementary principalship
candidates. More than fifty percent of the district super-
intendents indicated that supervisors®' recommendations,
written guidelines, interview panels, standardized applica-
tion forms, set salary scales, formalized job descriptions,
pre-appointment physical examinations, and payment of
applicants' interview expenses should be used as profes-
sional techniques to select elementary principalship
candidates. It was also discovered that less than fifty
percent of the district superintendents preferred to use
wide publication of vacancies, statements of philosophies
of education, and any form of competitive examination to

select elementary principalship candidates.
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Summary of Findings Related to Personal Attributes

An analysis of the total number of district super-
intendents' estimations of the importance of certain
personal atiributes of elementary principalship candidates
revealed that the principalship candidates' belief in the
importance of children, willingness to seek solutions with
an open mind, ability to evaluate teacher effectiveness,
and general sense of responsibility were the four most
important personal attributes. At the other end of the
continuum, elementary principalship candidates' political
affiliation, and attitude on dancing were the two personal
attributes identified as of little or no importance.

In summary then, it was discovered that the district
superintendents, as a group, did differ significantly in
their preferences of the criteria to be used in the selec-
tion of elementary principalship candidates. However, the
district superintendents, on a number of occasionms, did
indicate an extremely high preference collectively for
certain criteria that should be used to select competent
elementary principals. It was also discovered that the
professional characteristics of the district superintendents
had little influence on their preferences of the selection

criteria.
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II. CONCLUSIONS

Several points follow which should be remembered
when interpreting the conclusions of this study:

1. The sample selected for use in this study may
approximate the parameters of the total district super-
intendent population, but essentially, it includes only
Integrated and Roman Catholic district superintendents.

2. An attempt is made to present an assessment of
only the major findings.

3. The conclusions may apply only for the specific
period under question in the present study.

Conclusion 1

In terms of having a uniform selection procedure,
the Newfoundland and Labrador educational system is similar
to that of many geographical areas in which similar research
has been conducted. The district superintendents, as a
whole, differ in their preferences of the criteria to be
used in the selection of elementary principalship candidates.
One could possibly assume that regional differences within
the Province of Newfoundland and Labrador account for the
different preferences of selection criteria, or, the posi-
tion of the Newfoundland and Labrador educational district
superintendents is so new that they have not yet had
sufficient time to devote to the implementation of a

uniform selection process.
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Conclusion 2

Though the district superintendents may not agree
entirely on the professional qualifications desired in
elementary principalship candidates, they do not, as a rule,
put too much emphasis upon the higher professional qualifi-
cations of elementary principalship candidates. This is in
line with the findings of research that nothing above the
Bachrlor's degree is really significantly related to success
as an administrator. The exception to the rule occurs when
one compares the preferences of the district superintendents
who are employed in the small school districts (enrollments
less than 3,200) with the preferences of the district super-
intendents who are employed in the large school districts
(enrollments greater than 8,000). The small school districts’
superintendents prefer the low professional qualifications
and the large school districts® superintendents prefer the
higher professional qualifications of elementary principal-
ship candidates.

Conclusion 3

The district superintendents, taken as a whole, do
not discriminate against either single or female elementary
principalship candidates. The exception to this statement
occurs when the district superintendents' preferences are
classified according to the professional characteristics of

the district superintendents, Specifically, the district



176
superintendents who are employed in the moderately sized
school districts (enrollments greater than or equal to
3,200 but less than or equal to 8,000) indicated a prefer-
ence for male elementary principalship candidates.

III. RECOMMENDATIONS

Plan for Selection

It is felt that the selection of elementary principal-
ship candidates is vital to the successful operation of
elementary schools and the one factor that each super-

intendent must give to the process is time. Time to look,
gather data, screen and evaluate. It is also necessary that
this time be used wisely by dsvalop@ng a procedure designed
to get at key factors which should be appraised from two or
three viewpoints.

Professional educators advocate that certain guide-
lines be set up so that the hiring districts might have
some basis from which to begin and which to follow flexibly
in selecting elementary principalship candidates.

The following recommended plan for the selection of
elementary school principalship candidates is presented:

1. Written guidelines should be drawn up describing
the particular educational centers within the districts and
the needs of these particular centers. Also, an up-to-date
job description for the specific position to be filled
should be developed. This should reflect the super-ordinate
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lateral, and subordinate relationships with an under-
standing of the community and its expectations.

2. Through the use of the job description, a
candidate profile should be formulated including minimum
requirements as to education and experience, and the
qualities necessary for the position.

3. Announce the opening publicly to appropriate
agencies and other sources from which candidates can be
drawn, regardless of sex or marital status.

4. A biographical form should be required by the
hiring district to provide background information on all
candidates.

5. Letters of recommendations should be supplemented
or replaced by personal telephone conversations with the
candidates' referees. Contacts with the candidates' super-
visors or recent university professors could be made to
ascertain the candidates' scholarship and industriousness.

6. A screening committee should be chosen. Possibly,
the committee could be made up of teachers, and administra-
tors. The screening committee should clearly understand the
nature and functions of the candidates' profiles as well as
the job descriptions.

7. The screening committee should not exercise the
practice of preferring district applicants to outside

applicants, unless the applicants are equal in all other



respects.,

8. The screening committees should attempt to
match the needs of the school and community with the
leadership strengths of all candidates.

9. The applicants should be required to attend a
personal interview with the screening committee or another
interview panel.

10. Upon the selection of a candidate, pre-
appointment physical examinations should be required by
the hiring district at the district's expense.

11. Upon the selection of an individual, a program
should be planned to evaluate the selection process and
the candidates, ascertaining if all the methods and
techniques are reliable in the evidence they provide as

well as being fair to the applicants.

Recommendations for Further Siudy

1. An attempt should be made to ascertain the
criteria used on the secondary level.

2. A study should be made of the interview
technique pertaining to the selection of elementary princi-
palship candidates as it is presently practiced by the
Newfoundland and Labrador district superintendents to
determine its reliability in assessing 2 candidate®s
administrative abilities.
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—— mm——— ————— » District Supﬁrintondent

P.0. Box =-- trict
===e=eee--, Newfoundland

Sirs

Under the supervision of Dr. James L. Jesse and with the

approval of the Department of Educational Administration,

Pnculty of Education, Memorial University, I am under
ter's dissertation which solicits your cooperation.

'l‘h. urxgu of this study is to ascertain the pre: nces

le district superintendents regarding the !o sional
qu:lui.e-tlm and the relative importance of gh- personal
attributes of candidates to the public elementary school
principalship.

The assistance I need from you in this study is the
completion of your enclosed questionnaire and tho return of
the same in the self-addressed stamped envelop.

Your name and the name of your district are not require
may be assured that the information which is provid-d
b{ you '111 ‘be kept in confidence and that your district
11 not be specifically identified with any information
presented in the study.

I most certainly realize the importance of twenty minutes
in a uuperintendunt'a day, but I will reciprocate by making
the results of the study available to you in abstract form,
hoping that the implications may have importance to your
system.

Your return of the questionnaire as promptly as posslbla
would be greatly appreciated, This w. 11 allow the data to
be collected before the termination of the school year,
avoiding the annual rush on administrative duties connected
with the teacher recruitments, etc. It too, will allow the
results to be forwarded to you at an earlier time. Thank-
you, in anticipation of your cooperation.

Very truly yours,

Maxwell Trask, Graduate Student

Dr. James L. Jesse, Supervisor
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CRITERIA FOR THE SELECTION OF PUBLIC ELEMENTARY

SCHOOL PRINCIPALS IN THE PROVINCE OF NEWFOUNDLAND
AND LABRADOR AS PERCEIVED BY DISTRICT SUPERINTENDENTS

QUESTIONNAIRE - PART I

IDENTIFICATION

Directions: Fill in the blank or check the appropriate blank.

1.

3.

What is the type of educational district in which you are
employed?

Integrated Roman Catholic
How many years of expcrhmso have you had as a principal
of an el hool (el y school bdeing k-6)?
s O —_6to10
e 1to5 11 %015
more than 15

How many years of experience hnvo you had as a vice-

principal of an elementary schos 001"
e O o ktos
—1%3 —_— 7% 9
more than 9
l:t‘n‘nlny years of expcrienca havesgg:oga%. ::‘ a7Enr)\cipal
0 ______6t010
- 1t05 ___11to15

more than 15



6.

8.

9.
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How many years of experience hn -
principal of a lecenxg:ry scho o Towihediasa vice

o 4 to 6

—_—1%3 7t9

more than 9
How many of experience ha: had -
vising pr{:ﬁ;al? = O AR Rpes

0 4 to 6
1% 3 7 to9
more than 9
vhory inz;:.::e:g experience have you had as a super-
0 6 to 10
1% 5 10 to 15
more than 15

How many elementary schools are in your district?
NOTE: Element: schools, for purposes of this study,
ne. v(nus’ny combination of kindergarten through grade
six (K-6).

What is the total pupil enrollment of your district?
{3200 33200 £8000 >8000




(

1.

2,

3.
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QUESTIONNAIRE - PART II

The following questions are designed to establish the

criteria in selecting -huntu-y principals, Please check

that you feel d be used in melecting public

) items
elementary school principa

When ssloctlng ﬂ:i::lpnn 1? ldut:tihzl'ﬁ do ygu feel that

candida ve receive eir versity trai

in this PrMnco? Y ing
O yes Orno

Do you feel that candidates should be selected on the
basis of competitive examinations?

O yes One

If your answer to number 2 was "yes", please check the
following that applies.

[OJves [Ono  written examinations
[Jyes [Ono oral examinations
[Jyes [Jno  both written and oral

lhich one of the following qualifications do you feel
t the principalship candidate should have?

D yes D no Bachelor's degree (Education)

s no Bachelor's degree and additional
O = graduate work in educational

administration

s no Graduate Diploma in educational
Dy = administration
O yes O no Master's degree (Education)

no Master's degree and additional

D e D graduate work in ed, admin.

O Other: please specify




11.

12,

L3 %2

Do you feel that a school district should have a set of
written guidelines for selecting principals?

[ yes O no
Do you feel that a school district should have printed

information describing its system for the prospecti
csndgilgtes' benefits? ¥ prospective

L yes Ono

How many years of full-time teaching experience do you
feel that the candidate should have for the principalship?

[Jyes [Ono 1 to 3 years
[ ves [ no 4 to 6 years
[Oyes [dno 7 to 10 years
[Jyes [Ono  more than 10 years
Do you feel that it is necessary for the candidate to have

educational administrative experience prior to employment
as a principal in school districts?

[ yes O no

Should personnel within the district be given preferential
consideration for the principalship vacancy -- providing
their qualifications are equal?

[ yes [ no

Do you feel that a set schedule should be used to deter-

mine the salary of the new principal in the school dis-
trict?

[ ves O no

Do you feel that information concerning the vacancy of a
principalship should be circulated in other provinces?

[ yes [ no
Do you feel that school districts should have a formal-
ized job description (regarding standards and require-
ments of the principalship)?

D yes O ne
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1k,

17.

18.

19.
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Do you feel that expenses incurred by candidates invited

for a personal interview should be paid by the school
board?

[ yes O no
Do you feel that the applicant should be required to have
teaching experience in the district in which he is a can-
didate for a principalship?

[ yes O no

Do you feel that an applicant should be required to have
experienced teaching in an elementary school?

] yes O no
Do you feel that the applicant should be required to have
some supervisory experience other than classroom teaching
(Check all items that apply)?

[Qyes [Ono supervising principal

[dyes [no supervisor

[dyes [Ono  consultant

O other: please specify

Do you feel that the candidate should be requiregl to have
formal training (course work) in educational administra-
tion?

[ yes [ no

Do you feel that a personal interview ghould'he required
for screening applicants for the principalship?

[ yes [dno

" bl 1 that
If your answer to number 18 was "yes", do you fee:
theypersonal interview technique should be done through
an interview panel?

[ ves O no



20.

21,

22.

23.

2k,

25,

26,

274
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If your answer to number 18 was "yes", do you feel that
the applicant, during the course of tl‘xe interview, should
be re?xited to give the following (Check all items that
apply)?

Oyes [Ono Philosophy of education

[dyes [Ono  Political affiliation

COyes [Ono Religious affiliation

O Other: please specify

Do you feel that the applicant should be required to give
a written statement of his philosophy of education?

[ yes O no

Should applicants for the principalship be required to
complete a standardized application form?

[ yes O no

Should letters of recommendation be required for personnel
applying for the principalship?

[ yes [0 no

Are letters of recommendation from university professors
considered worthwhile for scrutinizing the candidate's
qualifications?

[ yes [ no

Should letters of recommendation from the applicant's
board supervisors be used as screening criteria?

[ yes Ono
Do you feel that married applicants ({nale or female) make
better candidates for the principalship?

[ vyes [ no

iding the qualifications are equal, do you feel that
iggv;aiegbetteg candidates for the principalship than do

women?

1 ves [ no
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29.

30.

31.

32.

33.

34,

35.
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Do you feel that principals should be required to live
within walking distance of their schools?

O ves O no

Do you feel that a physical examination should be required
of candidates after they have been selected for the position?

[ yes [ no

Is it important to ascertain the use of alcohol by the
applicant?

[ ves O no

Is it important to ascertain the applicant's use of drugs
for non-medicinal purposes?

[ ves O ne
Is it important to ascertain the applicant's use of tobacco?
[ ves [ no

Is it important that the applicant be proficient in public
speaking?

[ yes Cno

Do you feel that an attempt should be made to ascertain
the applicant's (Check 21l items that apply)?

[dyes [Odno Emotuonal stability
[dyes [Ono Self-control
[dyes [dno  Patience

[dyes [One Poise

O Other: please specify

Should the school board be aware of the applicant's social
club affiliations?

[ yes Cno
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QUESTIONNAIRE - PART IIT

to
levels of importance, i.e., (A)-Most Important (B')lgl?url
Important, (C)-Uncertain, (D)-0f a i
Tmport I-;’:o o » (D) Little Importance, and (E)

Please circle the letter that best represents your
opinion of the m regarding the selecti
school principals in ag;“ dl:gtﬁe:. election of elementary

Most Fairly Of Little 0f No
Important Important Uncertain Importance Importance
A B c D B

Circle your response
1. Academic educational preparation .eesseeee 4 B C D E

2. Previous professional experience
as an elementary teacher s.ssseeesssssesss 4 B C D E

3. Previous professional experience
as an elementary principal s.ecesesesssess A B C D E

4, Resourcefulness as a teacher ssssesscesess A B C D E
5. Resourcefulness as a principal seesssesees & B C D E
6. Capability to understand and hold

the respect of elementary

StUAENtE sesescsssssssssssssssssscsssscsse A B C D E
7. Knowledge of classroom management sesesees A B C D E
8, Capacity to maintain discipline «esesessss A B C D E

9. Selection from within the local
system...

10, Selection from without the local
system .. casssssscssvees

i1, Leadership in educational matters s.cceese A B CDE
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13.
14,
15.
16.

17.
18.
19.
20.
21.
22,
23.

24,

25.
26,
27.
28.
29.
30.
A

32.
33.
34.
35.

9
Capability to work with parents ..e..eve..
Ability to make decisions QUickly e..e.s..

Democratic philosophy of education .. .

Competency of judgement seueevessseessseas

Capacity to handle controversial
matters in the commUNity ceeeeceeesceccees

Capacity to plan effectively sueeevescasss

Ability to communicate ....eeeeerenens

Dependability ..

Aptitude to organize ..
Persistence susessesssiescesiescneneennnns
Physical appearance seescscessscscessscccs

Capacity to anticipate future needs
of the school and the community eeeeeseses

Capacity to inspire faith and enthu-
siasm in others ..

Adaptability ..

Age of the applicant seseeesvecnees
IntelligenCe svesesssvessssssssssnsnnnnans
Ability to supervise teachers ....eseeeeoss
Freedom from hearing defects ...cesvvsnees
Freedom from speech defects sieeesverennee

Ability to defend educational needs
and methodology «eesss

Good personality ..
Interest in community affairs ..
POS1€ coeessssecssssscssccscsnscccssessnccnne

Self-confidence sssessssssssascscsssnnssens

> > > >

o> > > > > > >
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> > > B> >
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36.
37.

38.

39.
ko.
b1,
k2,
43,
b,
k5.
46.
47.
48,
k9.
50,
51,
52,

53.
5k,
55.
56.
57.

58.
59.

10
AMDITION tuiiiiiiiiiiiiiiiiiiie e,

Ability to evaluate teacher effective

NESS sevnersennsnsnnnrannas

Ability to work with all community
elements ..

Sense Of NUMOUL tevvterenenvencnnscscannnas
Tactfulness seeessecssecsseoecscsssnansanes
HONBBRY: svssassinnssiohosvsonsonsidissessmes
Self-control seseveessescassasnsiasssnarans

Patience ...veue

Personal enthusiasm .. .
FriendlinesSs seececeeccecsssssceccecscsnens
Cooperativeness ceosecvcessesccoscocosessss
Initiative sevevievenssssssrsssscsasnnannes
Good financial standing ssececessessscscasne
LOyalty sevescessscsccscacsassasnssasnnassns

Political affiliation .

Religious affiliation ..

Understanding of the differences in
TOLigions sesessessssssssorssssssancanscnns

Attitude on social drinking sseessesccscscs
Attitude on SMOKING sesvsesssssssssssasnons
Attitude on dancing seeseessecscsssssannces
Club membership and social contacts s..se..

Extracurricular activities while in
university cseeceseense

Ability to speak in publiC sesceseccesceses

Ability to delegate duties and re-
Sponsibilities secessesscsssccosnnconesnnns
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60.
61.
62,
63.

64,
65.

66.

67.

68.

69.

70.

1.

72.

73.
4.
75.

11
Sex of the applicant sveeesescescesnsnnces
Responsiveness to suggesStions sevesecessss

General sense of responsibility .

Awareness and knowledge of the
patterns of child development seeessesvoess

Frankness in discussions siesiecessssnsess

Willingness to make use of out-
8ide Persomnel seceecevsvsevsvevrvesseise

Willingness to allow the staff
to question administrative
decisions ..

Belief in the fact that the child-
ren he works with are of tanta-
mount importance. sssecsecscsssscccecrnsne

Ability to take criticism of the
school impersonally without be-
coming emotionally involved sssesecccssnss

Willingness to seek solutions to
problems with an open mind and a
positive attitude siseesssscensssncennenes

Ability to see the implications
of current educational trends
for the particular educational

CENEEr sesssssrssscsreassensnsnssssnosanss

Rigid but fair in the enforcement
Of TULES sesrsssnsvervesrennsnnnrsnsnnnsss

Flexible but fair in the enforcement
Of YULES sessanvsssssvressansasnnssaesanes

Tends to avoid corporal punishment .......

Tolerant and decisive ..

Knowledge of child development and
its meaning to behavioural patterns
in children sessscsssensosacens
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==y ==== ==--w-, District Superintendent
onal District
P.0. BoX ===

======, Newfoundland

Sirs

During the past two weeks, I have received many of the
questionnaires of my study of the criteria for the selection
of public elementary school principals. I am, indeed,
pleased with the percentage of returns to date. However, a
number of the questionnaires have not been returned. The
sample for the study included thirty-one district super-
intendents, and it is of tantamount importance that a much
higher percentage of returns be obtained.

If you have been too busy or if you did not receive the first
questionnaire to allow iou to cooperate in this study, would
you please take a few minutes to complete and return it now
as soon as you can?

In the event that you have considerately completed and
returned your questionnaire, please accept ny appreciation
for your kind cooperation in making this study possible.

Very truly yours,
Maxwell Trask, Graduate Student

Dr. James L. Jesse, Supervisor
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No. 2
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P,0. Box 13

Education Building
Memorial University

St. John's, Newfoundland

District superintendent

Sirs

During the past month, I have been soliciting the coopera-
tion of the district superintendents in conncetion with my
Master's thesis on''Criteria For the Selection of Public
Elementary School Principals in the Province of Newfound-
land and Labrador.

My initial questionnaire send-out resulted in a fifty-five
percent return. In response to my follow-up questionnaire,
dated April 28, I received an additional sixteen percent
return. The total of sevent-one percent returns for my
study is quite favourable but, in so far as the sample for
the study includes only thirty-one district superintendents,
it is imperative that approximately twenty-nine or thirty
of the sample of thirty-one be obtained.

It is hoped that you have cooperatively returned the initial
or the first follow-up questionnaire. If for any reason you
have been unable to assist me by comp1§tlng gmd returning
your questionnaire, it would be appreciated if you were to
take a few minutes of your valuable time and do so now.

I must express my appreciation for the assistance and con-
sideration that you have offered me to date.

Very truly yours,

Maxwell Trask, Graduate Student

Dr. James L. Jesse, Supervisor
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CRITERIA FOR THE SELECTION OF PUBLIC

ELEMENTARY SCHOOL PRINCIPALS IN THE
STATE OF TEXAS

PART I.

The following questions are designed to establish the

criteria used in selecting elementary principals. Pleau
check () items that you personally u‘o) or vg:l e in
selecting an elementary school principal.

1.

3.

b

5.

Hhun seloeting principals in your system, do you prefer
dates who have received their college educa-
tlen in Texas?

[ yes Ono

Do you select ywr incipals on the basis of competi-
tive examinations? B

[ yes Ono
If your answer to question number 2 was "yes", please
choek the followings

[ written examinations [] oral examination

[ voth written and oral examinations

Which degree do you require the principals to have?
[ Bachelor's degree
[] Bachelor's degree and additional graduate work
[J Master's degree
[] master's degree and additional graduate work

D The degree of Doctor of Philosophy or Doctor of
Education

Is the applicant required to hold a professional
elementary teashing certificate

[ yes O no



7.

8.

9.

2 207

Are applicants who do not hold a; i i
ToarerpLicante wiy n administrative certif-

[ yes [ no
Do you have a list of qualifications for principals com-
piled by your school system for use in selection of a
principal?

[ yes O no
Do you have a s t of i i i

eme on ng the
s:}tloo%s and communities prepared for prospective candi-
es’

[ yes Ono

How many years of classroom teaching experience do you
prefer the candidate to have?

[J one to five years
[ six to ten years
[[] over ten years
Do you prefer the candidate to have had administrative

experience prior to employment as a principal in your
district?

O vyes O no
If someone in your present school system has qualifica-

tions equal to those of other applicants, is this person
given preference when selecting a new principal?

[ yes Ono
Is a set formula used to determine the salary of a new
principal?

[ yes [One

Do you circulate information concerning the vacancy in
other states throughout the country when you are seeking
prospective principals?

[ yes O no
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15.

16.

17.

19.

20.

21,

22,

23.

3 208

Does your school system have a printed set of standards
and requirements relating to the principal's position?

D yes E] no

Are expenses of candidates who are invited for an inter-
view paid by the school board?

[ yes [ no

Do you require that the applicant have some teaching ex-
perience in an elementary school?

[ ves O no

Do you require that the applicant have some teaching ex-
perience in your school system?

[ ves O no

Do you require that the applicant have some previous su-
pervisory experience?

[ ves [ no

Do you require that the applicant have a major in educa-
tional administration?

[ yes O no

Do you require that the applicant have a minor in educa-
tional administration?

[ yes O no
Do you require a personal interview with the applicant?
[ yes [ no

Do you require that the applicant go before an interview-
ing panel?

[ yes O no

During the interview, do you suggest that the applicant
giveng.n indication oi’ his philosophy of education?

O yes O ne
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25.

26.

27.

28.

29.

30.

31.

32.

33.

34,

n
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Do you require a written statement of thi i *
philosophy of education? © Sppiieantia

[ ves O no

Do you require the completion of an application form?
3 yes O no

Do you require letters of recommendation?
[ yes Ono

Do you require letters of recommendation from the appli-
cant's supervisors?

[ yes Ono

Do you require letters of recommendation from the appli-
cant's college or university professors?

[ yes O no

In selection of a principal, do you prefer the candidate
be married?

1 yes [ no

All qualifications being equal, would you prefer a male
or female principal?

[ male [ female

Do you require principals to reside in your school dis-
trict?

[ yes [ no

Do you require a pre-appintment physical examination?

[ yes [ no
Do you investigate the applicant's emotional stability?
[ yes [ no

Do you investigate the applicant's use of alcohol?

[ yes [ no



35.

36.

37.

210
Do you investigate the applicant's use of tobacco?

O yes Cno

Do you attn{: to ascertain ghe applicant's public
speaking ability?

[ yes One

Do you investigate the applicant's sccial club
affiliation?

[ yes Cno
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PART II.

A number of personal attributes are listed
five point scale us{ng the letters "A" through -x-‘?i“?é the
right of these subjects. Will you please draw a circle
around the point on the scale which best represents your
evaluation of each subject as it is related to the selection
of an elementary principal i your district.

Most Fairly Of Little 0f No
Important Important Uncertain Importance Importance

A B c

1, Educational grepmﬂon sessenens
'essional experienc

5. Resourcefulness as a per:cn.!.
6. cnplbility to understand and hold rlapoet
ntary age students .
e Knmvlodgo of classroom manage:

8. Capacity to maintain discipline .
9. Selection from within the local sys
i0. Sehetion from without the local system

13, ership in educational matters
12. glbility to work with parsnts .
13.

bility to work with all t{
1k, capnclty to handle controvu'slal ssues
in the community .
15. Ability to make goo
16. Competency of judgunent .e
17. Democratic philosophy of educa
18, Cnpacity to inspire faith and enthusi:
in Others seesrsessscesse

20. Ability to communica
21, Capacity to plan artactively
22, Aptitude to Organize .csessces
23. Physical appearance of a.ppucant. gro
24, Age of the applica.nt .

27. Freedom from speech defects .
28, Good personality .
29, POiSe sesessvnee

PrprEEEEERE B PEEE BREERRRE BRE B B
UHwEwYOHOww W Dwww wUoWwoobw Wow W W
OO0OO0OO0000 O 0000 0aoooond oa0 a o
UUDUDUDULUY U UUUU DULUUULDY Ubb U o
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30. Sonao of humor ..
888 ..
xSie].f-mmtmzl .

43. Understanding of di!temou 1n religion ::
'03 Attitude on social drinking .. . .

seene

Club membership and social contacts
48, Extra-curricular activities in college .
49, Ability to speak in publiC sesssesccesssess
50. Abnity to delegate responsibilities and

duties .
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O CO0EaaA000000000A000a
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