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The problem of this study was to determine the criteria

and procedures used by superintendents of selected public

school districts in Texas in the selection of high school

principals. This study had two main purposes: (1) to

as.certain criteria and procedures that the superintendents

of selected public school districts of Texas are using in

the selection of high school principals, and (2) to make

recommendations to improve the selecting of high school

principals. Special emphasis was placed on procedures, per-

sonal criteria, and professional criteria.

The development and findings of this study are presented

in five chapters. Chapter I presents an introduction to the

study; in Chapter II a review of the related literature is

reported. Chapter III outlines in detail the design of the

study. Chapter IV consists of the findings of the study.

The summary, findings, conclusions, and recommendations are

presented in Chapter V.

The development of the principalship and the methods of

selecting high school principals were traced in the survey

of the literature, revealing a variety of criteria and
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procedures used by school districts throughout the nation in

the selection of high school principals.

A questionnaire which contained three separate sections

was developed, validated by a panel of twenty-four profes-

sional educators, and mailed to the superintendents of the

ninety-five Texas school districts with an enrollment of

more than five thousand students. The data accumulated

through the questionnaire were used to analyze the procedures

and criteria used in employing high school principals in

Texas.

The findings revealed several important facts concern-

ing the employing of high school principals in Texas. A

majority of school districts gave preference to local ap-

plicants who were applying for the high school principalship.

Less than half of the districts surveyed follow a formal

procedure in the selection process. A master's degree and

previous administrative or supervisory experience were con-

sidered to be important factors in the selection process.

It was concluded from the findings that the superin-

tendent was the most important person in the selection

process. The superintendents considered the interview to be

the most important step in the selection procedure. Most of

the superintendents considered age and religious affiliation

to be of minimal concern in the selection of high school

principals.
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Although a candidate for the high school principalship

should be in good physical condition, physical disabilities

do not automatically exclude a candidate from consideration.

All of the abilities of a candidate should be considered when

a high school principal is being selected.

Based on the review of the literature, it was recom-

mended that all districts should establish and follow a

standard procedure of their own choosing in employing a high

school principal. To ensure that the best applicant is

being employed, this procedure should be in written form;

and it should be approved by the board of education.

It is expected that the procedures and criteria used to

employ high school principals in future years will be greatly

improved. A majority of superintendents have shown an in-

terest in improving the selection process.
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CHAPTER I

INTRODUCTION

The rapidly changing educational scene in the United

States requires that superintendents be selective when they

are screening applicants for the position of high school

principal. Modern educational problems require that the

candidates have expertise in many areas such as curriculum,

data processing, school law, plant facilities, and staff

development. Some criteria and procedures that were used

for selection purposes a decade ago may not be applicable

today. Furthermore, public high schools will likely contin-

ue to change rapidly during the next decade and will require

administrators with varied and perhaps new capabilities.

In the past many superintendents and school boards se-

lected high school principals in a somewhat haphazard manner

rather than following a systematic procedure. They failed

to list criteria that would be desirable and helpful in choos-

ing the best-qualified person for the position. Often a

person was selected primarily because of his many years of

service in the local school system or because he knew influ-

ential members of the school board.

Traditional practices, however, appear to be changing

on a nationwide basis. Agencies at all levels are now
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demanding more accountability. School business continues to

be big business; administrative competence is important. The

high school principalship has become a complex job which

must be administered by professionals. Many larger school

systems currently are making an effort to create a pool of

well-trained personnel to fill administrative vacancies, as

they occur, through the implementation of administrative in-

tern programs. Applicants for these programs are usually

screened through the use of personal and professional cri-

teria.

Undoubtedly, the principalship will experience some

changes during the next decade. At this point in time it is

difficult to predict what form these changes will take. As

these changes take shape, the criteria and procedures used

in selecting principals become increasingly important.

Statement of the Problem

The problem of this study was to determine the criteria

and procedures used by superintendents of selected public

school districts in Texas in the selection of high school

principals.

Purposes of the Study

The purposes of the study were as follows:

1. To ascertain criteria and procedures that the

superintendents of selected public school districts of Texas

are using in the selection of high school principals; and
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2. To make recommendations concerning criteria and

procedures that superintendents might use to improve the

process of selecting high school principals.

Background and Significance of the Study

Public school education is changing at a bewildering

pace. Many superintendents are being called upon to select

secondary principals with greater frequency than ever before.

"It is a decision which can be based either on clearly de-

fined procedures or an approach based on hoary traditions or

wives' tales" (1, p. 7).

Today it seems that the high school principal has lost

some of his prestige and authority. In addition, he has to

face new challenges each year. For example, he is confronted

with the following situations.

1. Change in education cannot be ignored.

2. Dissatisfaction with traditional school organiza-

tion, curriculum, and teaching methods is widespread.

3. Changes must come through administrative acquisi-

tion of a new set of skills: persuasion, communications,

and human relations.

4. Curriculum improvement is a mandatory task for the

principals (9, p. 65).

The demands upon the principalship are in an ever-

changing state. Criteria and procedures used for selection

purposes should be geared to present demands and redefined
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as needed to reflect changes in education. "Myths continue

to be mistaken for fact, in spite of evidence which refutes

completely or partially the significance of certain factors

considered central to the selection of principals" (1,

p. 45).

Often an entire school system will be judged by the

effectiveness of the neighborhood school. The principal is

the key person in the administrative organization of a

neighborhood school. The high school principal is called

upon to assume the role of organizer, communicator, instruc-

tional leader, and line officer. All principals should be

competent in four areas: (1) improving the educational

program; (2) selecting, developing, and evaluating person-

nel; (3) working with the community; and (4) managing the

school (3, pp. 275-278). Many patrons of the community want

to know that all principals selected are capable of serving

the needs of their children.

The superintendent strives to select the person for the

high school principalship who will do the best job. This

selection is very important because the superintendent is

dependent upon the principal to carry out board policies.

The principal may contribute to the modification of old poli-

cies within the school district, but the status of the prin-

cipal is predominantly the reflection of the administrative

theory of the superintendent (4, p. 109). The best applicant

should be selected for the high school principalship. The
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door must be open to advancement from within. It is not

good, however, to disqualify outsiders arbitrarily for posi-

tions that may be available. Specifications should be adopt-

ed for each position. "Then the person who meets them best

should be appointed, whether he be an insider or an outsider"

(8, p. 12).

For many decades, most states have recognized the im-

portance of establishing criteria for the position of high

school principal, usually through the use of state certifi-

cation. This practice was begun as early as 1915. Most of

the certificates issued to secondary principals have become

effective since 1937 (10, p. 7).

The principal of the future may find that he is being

certified in a manner different fran that of the principal

of the past. At the present time the state of Texas is

considering competency-based certification. In the future,

"candidates for the principalship could be invited for an

interview on the basis of certified competencies, and selec-

tion could consist of matching a principal to the diagnosed

needs of a school" (9, p. 67).

A common set of standards should be applied to all ap-

plicants seeking a high school principalship. The person

should be chosen who best fits the concept of what a princi-

pal should be, and this concept should be translated into a

formal set of standards. In turn, each candidate should be

evaluated by these standards (7, p. 100).
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The superintendent of La Canada, California, believes

that the best results can be obtained by putting the candi-

date through the mill. His procedure utilizes a variety of

techniques including one-to-one interviews, committee inter-

views, and competitive debates. Each candidate for the high

school principalship is asked a series of fifty tough ques-

tions. In his opinion, "Too many districts view the hiring

of a principal as a casual, low-priority item" (6, p. 84).

On the national scene, professional organizations, such

as the National Association of Secondary School Principals

and the American Association of School Administrators, are

doing much to upgrade the criteria used in the selection of

high school principals. These two organizations have con-

ducted research projects in such areas as competencies needed,

personality traits, and functions to be performed. However,

these same organizations need to do much more in the future

than they have done in the past. They need to assume an

active role in developing a universally accepted set of

standards that could be used to employ high school principals.

The superintendent is usually the key person in the

selection process. If the superintendent is to choose the

right person for the job, there is a need for an instrument

to measure potential school-administrator effectiveness.

One approach might be the use of written situational tests.

"The situational test seems to have considerable validity
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for measurement of administrator characteristics" (2, pp.

324-325).

Often administrators feel that a person must have many

years of teaching experience in order to become an effective

principal. However, this may not be true at all. It seems

that principals with only a little teaching experience "tend

to follow suggestions made by others and to discuss problems

with others before taking final action" (6, p. 55).

The literature lists many criteria and procedures

superintendents should use when selecting their high school

principals. In some cases these lists are based on opinion

and are not backed up by objective research. The literature

indicates that good selection practices are not being fol-

lowed.

A review of the literature indicates that a study of

the criteria and procedures used in the selection of high

school principals in selected Texas school districts has not

been undertaken. This type of study is valuable because, in

the writer's opinion, Texas is at a crossroads in the field

of educational administration. What is done now will affect

the future status and authority of the principalship. Conse-

quently, it is important to ascertain how high school prin-

cipals in Texas are being selected.

The results of this study may prove to be useful to

several groups. For example, the study can be useful to

superintendents in establishing personnel policies, since it
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will provide information about present selection procedures.

The person who is considering becoming a high school princi-

pal is interested in knowing how superintendents of schools

will evaluate applicants and select successful candidates.

College and university personnel will find this study helpful

in the area of curriculum planning for courses in educational

administration. It is hoped that this study will also promote

interest in further research in the area of selection and

evaluation of the principal.

Definition of Terms

Terms used in this study are defined as follows.

1. Criterion--A standard by which a quality judgment

can be made.

2. High School--A public school which contains grades

nine through twelve or grades ten through twelve.

3. High School Principal--The administrative head of

the high school.

4. Group I--School districts with an enrollment of

more than 10,000 students.

5. Group II--School districts with an enrollment of

5,000 to 10,000 students.

Limitations

This study was limited to the superintendents of se-

lected Texas school districts with an enrollment of 5,000 or

more students in average daily attendance during the
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1976-1977 school year. The procedures and criteria used by

Texas superintendents were not compared to a set of prede-

termined standards; no universally accepted set of standards

is in existence at this time.

Basic Assumptions

It was assumed that each superintendent would respond

honestly to the questionnaire.

Instrument

A questionnaire was developed to gather data concerning

procedures and criteria that superintendents use to employ

high school principals. According to Campbell (3, p. 157)

the questionnaire is an appropriate instrument for this type

of study. The items in the questionnaire were obtained from

a review of the literature in the field. For the purpose of

validity, the questionnaire was submitted to a panel of

twenty-four persons from the states of Texas, New Mexico,

Oklahoma, Louisiana, Colorado, and Arkansas. The members

of the panel from each state included the president or

executive secretary of the state teachers' association, the

president or executive secretary of the state principals'

association, the president or executive secretary of the

state superintendents' association, and a professor of edu-

cational administration recommended by the president or ex-

ecutive secretary of the state superintendents' association.
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The members of this group were asked to respond to each

question by using the following notation: 1--acceptable,

2--not acceptable, and 3--needs to be revised. It was de-

cided that the question would be acceptable if at least 70

per cent of the respondents indicated a 1 and/or a 3. The

question would be deleted if more than 30 per cent indicated

a 2, and if the question is acceptable but 30 per cent or

more indicated a 3, the question would be revised.

After the responses from the panel of 24 people were

tabulated, the questionnaire was rewritten accordingly. The

questionnaire was then presented to a panel of seven super-

intendents from the following cities: Tulsa, Oklahoma;

Shreveport, Louisiana; Fort Smith, Arkansas; Roswell, New

Mexico; Lawton, Oklahoma; Baton Rouge, Louisiana; and Fort

Collins, Colorado. The seven superintendents were selected

at random; this group met the enrollment criteria of Groups I

and II. They were asked to check each question for clarity

and indicate with a 3 any question that needed to be rewrit-

ten. The final revised form of the questionnaire was sub-

mitted to the doctoral committee for further revision and

approval.

The population for this study was the superintendents

of all school districts in the state of Texas with enroll-

ments of 5,000 students or more. For the purpose of this

study, the population was broken into two groups. Group I

included all school districts in Texas with an enrollment
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of more than 10,000 students. Group II included all school

districts with an enrollment of 5,000 to 10,000 students.

Procedures for the Collection of Data

After the approval of the Texas Association of Secondary

School Principals was obtained for this study (Appendix A),

a copy of the questionnaire (Appendix B) was mailed to the

ninety-five superintendents in Groups I and II (Appendix C);

the entire population of school districts with over 5,000

students in average daily attendance was included in the

study. A return of 60 per cent of the questionnaires in each

group was considered to be sufficient for the purposes of

this study.

A carefully planned procedure was followed in order to

get a maximum return of the questionnaires. In the first

mailing, a cover letter (Appendix D) was sent with each ques-

tionnaire, explaining the study. A second questionnaire was

mailed to all of those superintendents who failed to return

the first questionnaire within two weeks. A third question-

naire was sent two weeks after the second mailing was com-

pleted.

Procedures for the Treatment of Data

After the responses were tabulated, the information was

exhibited in appropriate charts. Individual districts were

not identified.
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The results for Group I and Group II superintendents

were displayed, both in separate and combined tables. Per-

centages were used with Part I of the questionnaire. The

mean was used with Part II of the questionnaire, and Part

III used mean ranks and percentages.

The results for Group I superintendents were compared

with the results for Group II superintendents. For this

comparison, Part I of the questionnaire was treated with the

chi-square technique. The point biserial correlation was

used with Parts II and III of the questionnaire.

This study should assist with the task of determining

the status of procedures and criteria used to employ high

school principals in Texas and of making valid recommenda-

tions to Texas superintendents whereby they might refine

the procedures and criteria used in selecting high school

principals.

Organization of the Study

This study is organized into five chapters. Chapter I

describes the study and the approach that will be taken.

Chapter II reviews the history of the principalship; a look

is also taken at the procedures and criteria that are used

in the selection of high school principals. Chapter III

outlines the design of the study; the findings are presented

in Chapter IV. Chapter V presents the summary, findings,

conclusions, and recommendations.
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CHAPTER II

REVIEW OF THE LITERATURE

Introduction

Being the principal of a high school is a time-consum-

ing occupation. Often nights and weekends must be spent

working on school matters. Furthermore, vacations frequent-

ly must be cut short in order to take care of school

business. According to Gummere, "The school dictates your

going in and your comings out, and you are vulnerable all

day every day, and all year long to outrageous fortune" (29,

p. 68).

Although during the last three decades business and

industry have placed top priority on the recruitment of

capable people to fill their vacancies, school systems have

not spent nearly as much money to recruit persons to fill

their administrative vacancies. Often educational institu-

tions wait passively for educational leaders to present

themselves. Business and industry will continue to get a

disproportionate share of the available executive talent

unless educational leaders develop more effective recruit-

ment procedures (1, p. 47).

A positive image is needed in order to recruit more

qualified people for the field of educational administration.

14
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Traditionally, teachers have created the largest pool of

potential administrators; superintendents need to make an

effort to also attract talented people from other areas.

In many states certification requirements would have to be

altered to allow people from other disciplines to enter the

field of school administration.

History of the Principalship

The development of the high school in the United States

took place over a span of many decades. Realizing the need

for the colonists to be able to read, the Puritan fathers

established the Bos.ton Latin Grammar School in 1635. As

the Latin grammar schools declined, the academies came into

prominence. In the academies many of the headmasters were

clergymen, but in many cases the teachers were not (24,

p. 50).

The academies lasted about 150 years before they gave

way to high schools. In 1821 the Boston School Committee

established the first public high school in the United

States (24, p. 50). Since that time, the public high school

has continued to grow and to flourish throughout the United

States.

The position of principal evolved over a period of many

years. The early Latin grammar schools had a head teacher

when more than one teacher was employed. With the
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establishment of the academies, the term "headmaster," or

"principal," was applied to the head teacher. The develop-

ment of the position of high school principal closely paral-

lels the development of the movement to provide secondary

education for all the youth of America (4, p. 131). After

the opening of the first high school in 1821, the secondary

principalship grew very rapidly.

The principal in the American high school continued to

teach for many years. However, as the population of these

institutions increased, the teaching load of the principal

decreased. By 1875 it was a common practice for the largest

schools in the country to have a full-time principal. Today,

in smaller districts some principals continue to teach, but

this is not the case in most schools throughout the United

States. "Throughout the growth of this American school

system, then, there has developed an increasing awareness of

the need for professional leadership and administration"

(15, p. 58).

Today, the high school principalship is filled by per-

sons who are familiar with modern techniques of management.

Most hold earned master's degrees, and some hold doctoral

degrees. During the last four decades, there has been a

tremendous increase in the amount of professional training

required for a principal. "This trend indicates a deepening

appreciation of the responsibilities of the principalship on

the part of high school principals, employing officials,
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certifying agencies, and the general public as well" (4,

p. 144). The modern principal must possess expertise in

many diverse areas. The teachers in his building will look

to the principal for instructional leadership, while he, in

turn, must be able to guide and direct a staff of highly

trained professional teachers. In addition, the community

looks to the principal for all phases of educational leader-

ship.

Procedures Used in the Selection

of High School Principals

The time has passed when teachers or coaches are as-

signed to the principalship as a reward for faithful service

in the past. The high school principalship of today is a

complex position, one which demands modern techniques of

management. Mistakes are occasionally made in the procedures

that are used to employ high school principals; it is the

superintendent's responsibility to correct these mistakes

once they become evident (4, p. 28).

Few school districts in Texas use written procedures

for the selection of high school principals. The result has

been that many vacancies have not been filled by the best-

qualified applicants. Some districts, however, have recog-

nized the need for written procedures; as a result, some

progress is being made in this area. "The greatest advantage

of this development will prove to be the elimination of all

hiring factors but merit from consideration, and the final
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removal from school positions of personnel hired on the

basis of nepotism or political favoritism" (74, p. 387).

The use of written procedures possibly could help to

cut the margin of error in the selection of the high school

principal. Vasher, for instance, found that 71 per cent of

his respondents used no such written procedures or policies

in the selection process (78). A survey conducted by George

Wood in Indiana showed that few school districts had written

policies for the selection of principals (80).

Some districts have created their own pool of adminis-

trative candidates, while other districts consider both

internal and external candidates. A few of the larger dis-

tricts have intern programs that utilize the most sophisti-

cated training techniques. Usually applicants who are

admitted to the intern program are screened closely by local

school officials.

All school districts require that administrative candi-

dates fill out an application form. Often a standard

application form is used for a variety of positions. The

application that is used for a teaching position usually

suffices for the administrative position; obviously, an

application form should be developed for the position of

high school principal, and this application form should be

correlated with the job description for that position. As a

rule, most application forms do not secure the type of in-

formation that is needed to exercise sound judgment in the
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selection of a high school principal. Stoops and Rafferty

feel that the application should include all relevant data

pertaining to the applicant's training and experience, age,

present employment, and reasons for seeking the position

(74, p. 368).

Application forms are used throughout the United States

for selection purposes. In a study of unified school dis-

tricts in southern California, Donald Bryan (13) reached

several important conclusions concerning the use of applica-

tion forms. For example, many application forms need to be

more specific concerning the position, and many items on

these applications need to be deleted because they have no

relationship to the principal's job. In other words, most

of the unified districts of southern California need to

design an application form that will do a better job of

screening prospective administrators. In a study of selec-

tion practices in Louisiana, Claud Sanders (6) found that

most applicants for the principalship in Louisiana are

located through the use of voluntary applications.

Most larger school districts will have many applications

on file. The major disadvantage of application files is the

fact that most applications tend to come from a restricted

geographical area (50, pp. 321-327). School districts

should make every effort to keep their application files

current. This would probably mean that no application form

would be kept on file for more than two years.
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Although application forms have many fallacies, it

appears that their use will continue to be widespread for

many years to come. The immediate goal should be to upgrade

these forms and make them as usable as possible, while the

long-range goal should be to replace the application form

with some type of instrument that is more functional.

There is a great deal of discussion as to the value of

test scores in the selection of high school principals. If

test results are used wisely, it seems that they could be ad-

vantageous in the screening process. Many larger districts

now require that applicants take a battery of tests before

the screening process begins, whereas in smaller communities

no tests are given. Other factors besides test results,

however, should be considered during the selection process.

Kenneth McIntyre (46) concluded in a study at the

University of Texas that test results can be significant if

the tests are selected appropriately. There is a strong

need to measure and identify such broad characteristics as

intelligence, communication skills, and general knowledge.

In the area of intelligence, McIntyre suggests the following

tests: the Miller Analogies, the Watson-Glaser Critical

Thinking Appraisal, the Cooperative English Test: C2, and

the Aptitude Test of the Graduate Record Examination. In

the area of general knowledge, the Cooperative Contemporary

Affairs Test and parts of the National Teachers Examinations

are satisfactory (46, pp. 18-19). Rose Marie Schmidt (67)
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found in a study in Detroit that tests are most effectively

used as a screening device, but a large battery of tests is

not needed.

One use of tests is to drop from consideration the

applicants who do not possess certain qualities. There

are certain qualities which are related to school adminis-

tration that can be measured. However, all forms of testing

should be used with great discretion in the selection pro-

cess.

Some of the characteristics of leadership that can be

measured by tests are specialized knowledge, administrative

skills, personality, values, and attitudes. Tests "serve as

a means of sorting and are more valuable in rejecting those

who may not reasonably be expected to succeed than in pre-

dicting the degree of success if the applicant passes the

minimum requirements of the particular test" (17, p. 408).

Many school districts use various types of standardized

tests to qualify candidates for the principalship. These

tests often eliminate ethnic minority members from considera-

tion for job openings. McIntyre feels that tests should be

used "sensibly, cautiously, flexibly, and in combination

with other evidence" (45, p. 37).

Probably the most common selection device is the use

of letters of recommendation. Usually several letters of

recommendation are on file in each personnel folder. Col-

lege professors and other educators are called on to write
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numerous letters of recommendation for their former students

and employees. Many educators are beginning to question the

value of letters of recommendation. This type of instrument

should be used cautiously by the superintendent who is se-

lecting a high school principal (46, p. 15).

McIntyre further states that letters of recommendation

prove to be more valuable if the recipient is well-acquainted

with the writer and his style of writing (46, p. 15). It

would be beneficial to visit personally with the person who

is giving the recommendation. Letters of recommendation

should not be used to any great extent in the hiring process.

The predictive value of letters of recommendation has

been found to be exceedingly low. Superintendents, princi-

pals, college professors, and others who are requested to

write letters of recommendation always tend to emphasize the

positive aspects of the applicant, while negative aspects

about the applicant are seldom, if ever, mentioned (20,

p. 75). It is anticipated, however, that letters of recom-

mendation will continue to be a requirement of the selection

process for many years to come.

Lloyd N. Morisett offers the following suggestions to

help remedy the shortcomings of testimonials.

(1.) Know the writer; (2.) demand testimonials from a

number of persons; (3.) attach more significance to

subjective traits, and less to objective traits; (4.)

know the relation between the one making the recommenda-

tion and the applicant; (5.) know the conditions under

which the candidate is judged; (6.) use well-designed
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forms; and (7.) use rating scale on characteristics or

traits. Suggest a five-point scale (54, p. 28).

Instead of using a letter of recommendation, the super-

intendent might consider sending out a standardized rating

form to those who would ordinarily be called upon to write a

letter of recommendation. This rating form would contain

statements or questions that the superintendent feels are

pertinent. Freeman and Taylor suggest that the best results

are obtained when the recommender uses a rating scale to

indicate the applicant's past performance (23, p. 120).

There are other methods of contact that should prove

more successful. For instance, a telephone call will proba-

bly gain valuable information that will never be put into a

recommendation. This is especially true today with the

coming of the open-records law. A visit to the home school

of the applicant also should prove to be useful.

The personal interview is still a favorite technique in

the selection of high school principals. The actual value

derived from personal interviews, however, has been suspect

for many years. The interview should be used as a mechanism

to expand and verify information obtained from several other

sources.

Kenneth E. McIntyre feels that, although the interview

has a contribution to make, too much weight is given to this

technique. "The research has consistently shown that ratings

based on individual interviews bear little relationship with
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performances on the job, yet the typical employer is quite

sure that the studies do not apply to him" (46, pp. 16-17).

It is likely that superintendents will continue to select

high school principals in the future by the same methods

that they have used in the past.

Most research studies attest to the widespread use of

the interview in the selection of high school principals.

In a survey of the superintendents of sixty-seven counties in

Florida, Richard Artmeier (3) found that a personal interview

is a statewide requirement for all candidates for the

secondary principalship. In a study in Pennsylvania con-

ducted by Robert A. McNamara (47), all reporting superin-

tendents considered the interview to be the most important

aid in assessing the qualifications of candidates for the

position of high school principal. The interview can have

positive results if it is conducted by a trained, capable

interviewer. Most applicants expect to be interviewed; a

good interview gives the applicant a favorable impression of

the school district (46, p. 17).

Although business and industry spends millions of dol-

lars on the employment process each year, the personnel

department is still considered to be a weak link. This was

confirmed by Eugene Raudsepp in a survey of 1,000 managerial

and professional employees. Many applicants turned down job

offers because of poor interviewing techniques (61, pp. 55-

56).
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Interviewing has always been a favorite way of screen-

ing candidates for the position of high school principal.

In Glen Rock, New Jersey, an applicant for a principalship

is asked to express his philosophy of education in his own

words. The candidate is also asked to give examples of how

he has put his philosophy into practice (57, p. 9). In

La Canada, California, the screening-hiring process includes

everything from the "good old one-to-one interview to com-

mittee interviews to competitive debates between job candi-

dates to appraising candidates' wives" (35, p. 84).

No school district is obligated to interview every

person who files an application for a vacancy. Time is

valuable in the screening process; therefore, certain candi-

dates can be eliminated from consideration without going

through the interview process. Candidates for the principal-

ship could then be invited for interviews on the basis of

certified competencies, and selection could consist of

matching a principal to the diagnosed needs of the school

(58, p. 67).

Although many types of interview techniques are avail-

able, the interviewer must choose the one which best fits

his particular situation. Usually the candidate is being

compared to some kind of standard that the interviewer has

chosen. Elsbree and Reutter suggest that the interviewer

would want to use a technique that falls between the non-

directive interview and the standardized interview. The
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interviewer needs to rely on common sense and good judgment

in order to pick the techniques that best meet the situation

at hand (20, p. 91).

The well-trained interviewer will skip routine informa-

tion that can be obtained from other sources, and he will

avoid the urge to include his own biases and interpretations.

The interviewer "will evaluate against specific standards,

not vague generalities that are unrelated to job effective-

ness" (46, p. 17).

Interviewers should look for qualities other than just

being a "nice person." Too many times a principal is chosen

for a position because he makes a good impression. Often

interviewing teams have no idea of what kind of candidate

they are looking for. Interviewers from Redwood City,

California, rate candidates on the following items: personal

appearance, verbal expression, judgment, attitude toward

position, intelligence, attitude of self, and professional

efficiency (37, p. 101).

In some school districts, the superintendent is the

only person who interviews candidates for the high school

principalship. In the smaller districts of the nation, the

board of education will often play a major role in the

selection process. Input from only one person is an out-

moded method that should not be used.

In larger districts sophisticated methods and tech-

niques of selection are usually used. The applicants might
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be interviewed by a screening committee of educators. The

superintendent, assistant superintendents, principals,

assistant principals, teachers, students, and possibly

parents might serve on the screening committees. Often the

superintendent will want these committees to be as broad-

based as possible. It is hoped that this procedure will

help to make the selection procedure more objective than it

has been in the past. "To minimize insofar as possible the

dangers of one-man selection, the superintendent should

utilize selection committees chosen from appropriate areas

of the school program" (74, p. 364).

Although screening committees are used to interview and

screen applicants, the superintendent must make the final

selection and present the findings to the school board, and

this prerogative should not be taken away from superintend-

ents. The school board should not interview applicants for

the position of high school principal. Austin, French, and

Hull point out that school superintendents and administrators

have attempted for many years to make school boards realize

that selection of a high school principal is a task that

must be performed by the chief administrative officer of the

school district (4, p. 171). Stoops and Rafferty agree that

the selection of the high school principal must be made by

the superintendent. "Thus, a board which hires a superin-

tendent and refuses to let him name his own personnel as

vacancies arise will be responsible for his professional
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demise" (74, p. 364). McIntyre feels that the superintendent

must be ready to provide the school board with solid evidence

that the best person available has been chosen (46, p. 25).

The superintendent is still the most important person

in the selection process. One recent poll asked what persons

or group should decide on the appointment of a principal.

More than 75 per cent of the teachers stated that principals

should be appointed by either the school board or the super-

intendent (75, p. 18). Richard Artmeier found in his study

of superintendents in Florida that superintendents are the

most influential people in the selection of high school

principals. The superintendents are always involved, and

other educators, such as assistant superintendents and

personnel directors, are also involved. Often the assistant

superintendents and personnel directors have little influence

on the selection process. Committees of parents, teachers,

students, and principals are seldom used in Florida when

high school principals are being employed. Even when these

committees are used, they have little influence (3). In

Pennsylvania McNamara found that the superintendent nominated

the high school principal in 68 per cent of the districts;

the board of education was the confirming body (47).

Traditionally, the school board and the superintendent

have shared complete responsibility for the selection of

principals, but in the future, more of this responsibility

will be shared with other groups. For instance, teachers
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have begun to demand a voice in the selection of their

principals. The Instructor Teacher Opinion Poll conducted

in the spring of 1969 revealed that allowing a committee of

teachers to assist in screening candidates for the principal-

ship is a popular proposal. However, no one felt that

teachers should have the full authority to elect their

principal (76, p. 43).

Some minority groups have begun asking for a greater

voice in selecting personnel and determining policies of the

schools which serve their children and their communities.

Black parents at public school 201 in Harlem called for the

formation of a school-community committee which would screen

and interview candidates for the principalship. This com-

mittee "would have access to all reports sent by school

administrators to the district supervisor and the Board of

Education, and it would be empowered to hold open meetings

to which parents and teachers would be invited to present

their suggestions or complaints" (33, p. 333).

The process of selecting the high school principal

should involve as many people as possible. The benefits of

this type of approach will be tremendous. Also the pro-

cedure of using teachers to help select administrators will

result in higher staff morale (46, p. 22).

McIntyre outlines the following procedures for identi-

fying, training, and selecting talent within a school dis-

trict.
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Initial identification of potential candidates for
administrative and supervisory positions through exten-
sive publicity and an appeal to many sources of recom-
mendations.

Selection of a relatively large group of candidates
for training and further screening, the training to
consist largely of simulations and laboratory exercises
designed for the dual purpose of providing instructional
leadership training and placing candidates in situations
simulating the "real thing" in order to study their
behavior.

Further screening, based on the preceding phase,
followed by on-the-job experience as acting principal
of a six-week summer school.

Comprehensive summer seminar on school administra-
tion.

One year's internship for each intern, consisting
of direct experience in elementary schools, secondary
schools, the central office, and community agencies
(45, p. 34).

This approach has been used successfully in Dallas and

Austin, Texas.

Many methods of selecting principals have been tried, but

the time has come to use new and different methods. In 1966,

Griffiths, heading a team from the New York University

School of Education, recommended the following steps: (1) a

comprehensive assessment of the potential candidate, (2)

placement of the trainee under the direct supervision of a

principal, (3) evaluation of the intern's performance by a

team of people, and (4) allowing the superintendent to select

a few employees outside the normal process in order to get

outstanding candidates who are available (77, p. 12).
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Personal Criteria Used in the Selection of

High School Principals

Many factors enter into the choice of a high school

principal. Some of the factors are of a professional nature;

others are of a personal nature. A research study undertaken

at Harvard University found that the considerations that are

largely irrelevant to educational leadership include marital

status, sex, teaching and administrative experience, and the

number of courses taken in education and educational adminis-

tration. The researchers also found that important measures

of professional leadership are a strong desire to serve,

good grades in college, a willingness to devote off-duty

time to school problems, and skill and warmth in working with

other staff members (61, p. 62).

Many personal factors are considered when a person

applies for the position of high school principal. Many of

the personal criteria are of great importance to the selec-

tion process; however, other personal factors are completely

irrelevant and should not be considered at all. It seems

that most superintendents look closely at such personal

criteria as age, sex, race, marital status, and religious

affiliation. Since these factors are of some importance to

superintendents, they should be discussed and looked at

carefully.

In the selection of a high school principal, the ques-

tion arises as to whether to hire a local applicant or to
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look outside the district. Inbreeding can be the result of

filling the position by insiders. Once specifications for a

position have been drawn up, "the person who meets them best

should be appointed, whether he be an outsider or an insid-

er" (27, p. 12).

Many larger districts have instituted intern training

programs, which provide a continuous supply of promising

candidates for the principalship. McIntyre feels that larger

districts should have a pool of candidates for the principal-

ship; this is accomplished through preselection and a formal

training program for administrators. If all factors are

equal, the candidate from within the system should be em-

ployed for the high school principalship. This promotes

good employee morale and helps to attract quality teachers

to a school district. When no suitable candidates can be

found locally, however, obviously it would be wise to employ

from the outside (46, p. 8).

Artmeier found that over 98 per cent of the Florida

superintendents felt that local candidates should be given

preference if their qualifications were equal to those of

other applicants (3). Of course, this is easier to accom-

plish in large school districts, but many smaller districts

find that they have no choice but to go outside to find

suitable candidates for the position. This necessity is a

good argument for the implementation of a strong and
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effective selection process, particularly for the smaller

school districts.

Ovard states that, in many city districts, it is common

to promote from within. Many times a candidate for the

principalship may have to change school districts to get the

type of position that he seeks. Often the competition is

greater for administrative positions in the urban and subur-

ban areas, whereas rural areas provide an opportunity for

the aspiring applicant to get his first administrative posi-

tion (56, p. 64).

The age of the applicant often comes under close scru-

tiny before a final decision is made. A superintendent is

usually hesitant to choose a young person with little experi-

ence for the position. There is, however, no particular age

that is especially right to become a principal. The super-

intendent should look at the qualifications and maturity of

the applicants being considered. McIntyre succinctly points

out that "maturity is not necessarily a function of age" (46,

p. 13).

Most superintendents tend to use general guidelines con-

cerning age when selecting a candidate. Drake feels that an

age range of thirty-five to fifty should be used (19, p. 86).

Artmeier found that Florida superintendents favor applicants

in the thirty-to-forty age range.

While the age of the principal is a factor that is

often ignored or overlooked, the Harvard study found that
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age was important. According to the study, 'Those appointed

to their first principalship at the relatively late age of

forty-five years or older exerted the weakest professional

leadership, while those appointed between the ages of thirty-

six and forty exhibited the strongest" (62, p. 62).

Age, it seems, will continue to capture the attention

of superintendents for some time to come. According to

Campbell, Bridges, Corbally, Nystrand, and Ramseyer, a

person is not likely to become a principal before he is

twenty-five years old; and after he reaches the age of

forty-five, the chances of becoming a high school principal

decline rapidly. At the time of appointment to their first

principalship, less than 8 per cent of the high school

principals are over forty-five years of age. After the age

of thirty-five, a female has a greater chance of being

appointed to a principalship than a male does (14, p. 376).

Some superintendents are willing to take a more flexible

view on age and consider each individual applicant on merit.

Arthur Justice recommends that Georgia superintendents set

no age limits when employing principals (41). In the future

it is reasonable to assume that the federal government will

not allow discrimination on the basis of age.

It is often difficult to pinpoint exact reasons that

keep a person from getting a particular job. The task be-

comes even more difficult when various groups of people are

involved. Discrimination is often given as the reason why
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persons such as Blacks and women are frequently denied

placement as high school principals.

Although the sex of the applicant should not be a

factor in the selection process and although the Civil

Rights Act of 1964 prohibits discrimination in employment

on the basis of sex, studies show that sex is, indeed, a real

factor in employment. Hazel Schreiber, for instance, found

in a study in New York that, if candidates for the position

of elementary principal are equally qualified, the male

applicant will be selected more often than the female appli-

cant (68). Wayne Vasher found, in a survey of twenty-one

school district superintendents, that 76 per cent had not

hired a Black or a female as a principal in five years (78).

In a study of Detroit Public Schools, Bonnington found that

women constituted less than thirteen per cent of the candi-

dates for the assistant principalship and only twenty-five

per cent of those for the principalship (9).

School boards definitely display a preference for male

applicants. "This is clearly demonstrated by the fact that

while men constitute 7 per cent of the elementary teaching

force, they account for 59 per cent of the principalships"

(36, p. 55). The percentage of female principals at the

secondary level is even smaller. In many sectors of the job

market, women are showing dramatic increases in terms of

numbers employed. Women now work in such diverse areas as

medicine, construction, and maintenance. Competency should
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be the most important criterion for placing an individual in

any position. Gross and Trask found that female principals

generally were more concerned about individual student dif-

ferences and student problems than their male counterparts

(68, p. 46).

Other studies have been conducted to determine which

sex makes the best elementary principal. Newell found that

female elementary school principals showed more positive

evidence of the cognitive factor of the learning process

than did male principals (38, p. 23). Research in this same

vein led McIntyre to assert that "research does not show men

to be superior to women in the principalship--in fact, the

little evidence that we have suggests just the opposite

conclusions" (38, p. 23).

The behavior of principals is judged and categorized in

many ways. One method of measurement is the leadership

style exhibited by the principal, which can be determined on

the basis of democratic behavior versus authoritarian behav-

ior. Both male and female principals exhibit both types of

leadership behavior. Most studies seem to suggest that

boards and superintendents should carefully examine the

specific qualifications of applicants for principalships

before giving a man the nod over a promising, experienced

woman teacher, particularly in the elementary schools (34,

p. 102).
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Women are notably underrepresented in administrative

positions in elementary and secondary schools throughout the

country. At one time a majority of elementary school ad-

ministrators were women. According to 1970-1971 NEA statis-

tics, 67.2 per cent of the teaching positions in the country

were held by women, but only 15.3 per cent of the principal-

ships. According to this study also, females held 21 per

cent of the elementary principalships, 3.5 per cent of the

junior high principalships, and 3 per cent of the high school

principalships (49, p. 1).

With the current emphasis on equal opportunity, female

principals should gain much ground in the future. All avail-

able evidence indicates that the superior performance of

many female applicants should not be overlooked. No studies

were found to refute the simple fact that women make good

principals. In 1964 Gross and Trask found that "when educa-

tional values are considered, women principals showed a

greater concern with individual differences and with the

social and emotional development of the child than men

principals did" (49, p. 3).

The number of Black administrators has been steadily

decreasing since the Supreme Court decision of 1954. Testi-

mony before the Senate Select Committee of Equality of

Educational Opportunity in 1971 revealed that, in the past

ten years, more than twelve hundred Black principals had

been displaced from their jobs. The committee concluded that
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there were 90 per cent fewer Black principals in the border

and southern states in 1970 than there were in 1960 (73,

p. 48). Of course, statistics vary rather widely from area

to area. A study conducted in the St. Louis area revealed

that "the urban area employs more Negro principals, 37 per

cent, than the suburban area, with 2 per cent identified as

Negro" (53, p. 22).

Many reasons are given for the plight of the Black ad-

ministrator. Some persons, in positions of authority, state

that the Black administrator is less-qualified than his white

counterpart. Others claim that it is a matter of discrimina-

tion based strictly on race. The literature reveals numerous

studies that show the Black principal to be as well-qualified

as the white principal. If the Black principals continue to

vanish from the educational scene, "the equalitarian concept

of quality integrated education and equal educational oppor-

tunity will continue to be the hoax it is today" (73,

p. 48).

McIntyre feels that Blacks and Chicanos are being ap-

pointed to positions today that would have been beyond their

reach ten years ago (45, p. 30). McIntyre's views are in

conflict with other educators in the field who feel that the

Black administrator is losing ground each year. The NASSP

found that school consolidation in the South led to "whole-

sale dismissals and demotions" of Black principals. Their
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white counterparts were not dismissed on anywhere near the

same ratio (21, p. 10).

There are many personal characteristics which are needed

by all good and competent principals. Often it is difficult

to separate the personal characteristics from the profession-

al characteristics. Of course, there is a great deal of

overlapping between the two areas; after all, the ideal

principal is one who possesses good personal and professional

characteristics.

Today, the principal functions as a member of the ad-

ministrative team; the goal of every administrator is to be

a success. There are many qualities that help an adminis-

trator to obtain success. Some of these qualities are

empathy, sincerity, open-mindedness, objectivity, intellec-

tuality, inspiration, creativity, and a basic respect for

other people (11, p. 37).

No matter what a person's professional qualifications

may be, personal qualities may be the deciding factor in the

selection of a high school principal. In most cases a person

will not be considered for a principal's position if he is

controversial or unorthodox. John H. Sandberg does a beauti-

ful job of illustrating this fact. He makes the point that

a young man with superb qualifications was not considered

for the high school principalship because he wore no shoes

(63, pp. 226-228).
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Many characteristics have been attributed to the ideal

high school principal. Baugham describes the effective

principal in profile: takes immediate, aggressive action;

exhibits drive and energy; possesses the "service" motive;

exhibits friendly and likeable behavior; demonstrates per-

sistent effort; does better under tension; communicates

effectively; thinks objectively; practices empathy in his

personal relationships; and exercises instruction-minded

leadership (7, pp. 124-127).

Jacobson, Reavis, and Logsdon designated certain per-

sonal qualifications that they feel are essential to the

success of any high school principal. These qualifications

include good health, no speech or hearing defects, high

intelligence, broadmindedness, openmindedness, personal

charm, an even temper, promptness, and regularity (40,

p. 508). In a.study in Pennsylvania, McNamara found several

personal qualities that superintendents look for in their

applicants: character, intelligence, ability to organize,

decision-making abilities, ability to inspire respect, and

ability to elicit cooperation (47).

In a study conducted in Louisiana, Thomas Y. Harp, Jr.,

asked superintendents, school board presidents, senior high

school principals, and senior high school teachers to rank

the characteristics that should be used in the selection of

a high school principal. Dependability ranked first; emo-

tional stability ranked second; and drive ranked third.
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Other personal characteristics considered to be important

were moral fitness, skills in public relations, and physical

fitness and health. It should be noted that marital status

was not on the list and that church affiliation was ranked

twenty-eighth (31). In contrast to Harp's study, Donald

Bryan found that such personal factors as marital status,

absence of physical limitations, and sex were important

items. Items that were considered to be unimportant in the

California study conducted by Bryan were military service,

hobbies, weight, height, and number of children (13).

Austin, French, and Hall listed several personal qualifica-

tions for the position of high school principal. Among

them are good physical and mental health and the ability to

express oneself accurately; the principal should have such

qualities as patience, buoyancy, fairness, flexibility,

sympathy, and native ability. However, society does not

have the right to expect the principal to be "a paragon of

all virtues" (4, p. 139). Vasher found in his study that

candidates for the principalship should possess tact, judg-

ment, diplomacy, and human-relations skills (78). Campbell,

Corbally, and Ramseyer found that candidates for the high

school principalship should be well-equipped in four areas:

physical, mental, social, and character (16, pp. 265-271).

As all of these reports point out, superintendents expect

their high school principals to be normal people who have

the ability and intelligence to get the job done.
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A study conducted by Stogdill found that leaders

possess the following qualities: sociability, initiative,

persistence, self-confidence, adaptibility, popularity, and

verbal facility. Stogdill concluded that "a person does not

become a leader by virtue of the possession of some combina-

tion of traits, but the pattern of personal characteristics

of the leader must bear some relevant relationship to the

characteristics, activities, and goals of the followers"

(52, pp. 124-125). Campbell and Gregg found that leaders

need the following personal qualities: integrity, patience,

friendliness, and warmth of personality (17, p. 208).

Drake found several personal characteristics that are

essential to success as a secondary school administrator.

The most important ones are respect for human beings, strong

character development, love for children, integrity, initia-

tive, courage, empathy, good personal appearance, and abili-

ty to compromise. Other qualities were considered to be of

lesser importance (19, p. 85).

A principal should be a man of values. James B. Conant

mentions such personal qualities as intelligence, honesty,

and devotion. The principal should be committed to the

values of "citizenship, to personal values, to the values of

American education as an institution, and to specific human

values essential to responsible human interaction" (71,

p. 156).
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The lists of personal characteristics, determined by

many researchers, that are needed by prospective high school

principals are long. These lists, however, should be

studied carefully by superintendents who are in the process

of hiring high school principals in order to determine which

of these personal qualities are of the most importance to

their own school districts. Once this decision has been

made, the selection process should be off to a good start.

Professional Criteria Used in the Selection
of High School Principals

Successful principals come from a variety of teaching

backgrounds. Louis Shaver (70) found, in a study conducted

in Texas, that more high school principals were from the

field of coaching than any other educational field, while in

a study conducted in Oklahoma, William Hamm (30) found that

most high school principals come from the ranks of high school

teachers.

It is true that many school districts employ a high

percentage of former coaches as principals. In some cases

the principalship may be a reward for a job well-done.

Often the coach is well-known in the community because of

his weekly exposure. The coach receives favorable publicity

in many cases that other teachers do not receive. In some

Florida counties, more than 60 per cent of all principals

are former coaches (34, p. 100).
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An opinion survey by Carl Bailey in Montgomery County,

Ohio, revealed some interesting results. Question one in-

quired as to whether an applicant from the field of physical

education would be more desirable than an applicant of

similar training and experience from another field. A group

of superintendents, administrators, and board members re-

turned a 55 per cent negative opinion. Sixty-eight and

eight-tenths per cent of the group consisting of coaches,

teachers, and physical education teachers voted yes (5,

p. 23).

In a Pennsylvania study, McNamara found that high school

principals had been teachers of social studies, mathematics,

and science. Successful principals seem to come from many

academic backgrounds and opportunities in school administra-

tion are now open to teachers from all academic areas (47).

It seems that each year principals are expected to

attain a higher educational level. Wood (71) found that a

master's degree is needed in Indiana; Shaver (70) found that

over 93 per cent of senior high school principals in Texas

have master's degrees; Hamm (30) found that 95 per cent of

the high school principals in Oklahoma had a master's

degree. McNamara (47) found that Pennsylvania superintend-

ents look carefully at the degree attained by the candidates

for the high school principalship. Many superintendents

now look for candidates with semester hours beyond the
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master's degree; many larger districts like for their high

school principals to have an earned doctorate.

In 1962 Austin, French, and Hull found that the educa-

tional qualifications become greater each year for the high

school principal. They found that a master's degree was a

necessity. The NASSP Committee on Training and Experience

Standards recommended "a basic general educational back-

ground, specialized professional preparation equivalent to

the master's degree, required renewal of the initial certifi-

cate after a minimum service of three years, and an advanced

professional certificate renewable in periods of from five

to ten years" (4, pp. 145-146).

Standards for certification of administrators are

changing constantly. Requirements seem to vary in the

different regions of the United States. The North Central

Association of Colleges and Secondary Schools recommends

"(1) 45 semester hours of graduate credit, inclusive of the

master's degree; (2) not less than 20 semester hours of

graduate credit must be in administration, curriculum,

supervision, and related fields; (3) 2 years of successful

teaching experience" (22, p. 127). The Southern Association

of Colleges and Schools recommends 15 semester hours beyond

a graduate degree, with emphasis on courses in school

administration (22, p. 127).

In general, the number of years of teaching experience

that the candidate for a high school principalship is
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expected to have seems to be flexible, but most states

require a certain amount of teaching experience for adminis-

trative certification. Coyle Winter (75) reports that

superintendents consider teaching and administrative experi-

ence to be of importance; Arthur Justice (41) found that

teaching experience was required in Georgia, but no limit

was placed on the number of years; and Hronakes (39) found

that Pennsylvania superintendents preferred between five and

ten years of teaching experience. Many successful principals

spent varying amounts of time as a classroom teacher.

Evidence is sketchy as to the kind of teaching experi-

ence which best prepares the candidate for school adminis-

tration. Experience at several levels of the school program

is beneficial, since this gives the prospective candidate a

better knowledge of the total school program. However,

competence, not experience, is what determines the success

or failure of the high school principal (15, p. 331).

There is little research to show which kind of adminis-

trative experience superintendents prefer their high school

principals to have had. Many larger districts use an

internship program for training their prospective adminis-

trators. "Many educators view the internship as one of the

best means by which to test competence" (22, p. 130). As

mentioned previously, smaller districts must look elsewhere

for their applicants. Evelyn Bonnington (9) found that in

Detroit, high school assistant principals and high school
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counselors provided most of the successful candidates for

the high school principalship. Jacobson, Reavis, and

Logsdon found that in many cities the line of promotion is

from an elementary principalship to a junior high principal-

ship to a high school principalship (40, p. 583).

Another study found that the assistant principal often

finds himself in a peculiar situation when a principal's

position becomes available. For a variety of reasons, the

assistant principal frequently is not promoted. Often a

district will hire from the outside in order to bring in new

personnel and new ideas. An assistant principal occasionally

is not promoted because the principal has not properly pre-

pared him for the principalship. Often discipline is as-

signed as the assistant principal's number-one responsibility

(12, p. 38). In this role the assistant deals mainly with

problem students, the parents of the problem students, and

the teachers who send problem students to the office. In

doing so, he can lose his perspective as to what most stu-

dents, teachers, and parents are thinking. And it is

unlikely that he is growing much as a professional. Some

superintendents prefer to employ high school principals from

the ranks of high school principals in other districts; at

times, this kind of experience is considered to be important.

Hamm (30) found in Oklahoma that, during a ten-year

period of time, 77 per cent of the high school principals

changed positions. Many educators feel that the principalship
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is "the primary training ground for the superintendency"

(40, p. 589).

Administrators are judged by a variety of criteria;

however, it is difficult to know which ones should be used.

The problem is compounded by the fact that the principal

assumes many difficult roles during the course of a day's

activities.

In all likelihood what is needed in the development of
criteria of administration effectiveness is a bold
behavior-oriented approach which would include measures
of human relations skills, effectiveness in dealing
with administrative problems, and group interaction
effectiveness using role playing, leaderless group
discussion, and similar techniques taken from the
fields of psychology and sociology (10, p. 337).

The superintendent is interested in the candidate who

will encourage democratic participation by the staff.

Teachers should be considered as a valuable resource that is

to be nourished and developed. A principal should take time

to listen to all ideas that a staff might wish to express.

The primary concern of the high school principal should be

the improvement of instruction (44, p. 440).

Superintendents are finding that they must choose

special people to be urban principals as the flight to the

suburbs continues. The inner-city principal does not

necessarily have to be a member of the dominant ethnic or

racial group which makes up his school community. Instead,

the urban principal's success in dealing with the tensions

of the job depends on dedication to the goal of educating



49

youngsters, understanding of the community which feeds into

the school, ability to deal with bureaucracy, and a willing-

ness to take necessary risks (8, p. 8).

Drake lists professional qualifications that are con-

sidered essential to the secondary school principalship.

The most important items are successful experience as a

teacher, a broad general education, the ability to communi-

cate, a broad educational background with some specialization

in school administration, the ability to organize, the

ability to provide leadership, and an awareness of curricu-

lum. Of course, there are many other professional qualifi-

cations that are important in the selection process (19,

p. 87).

According to Harp (31), the prospective principal finds

that professional qualifications in several areas are ex-

pected. Emphasis was placed on ability to communicate, both

verbal and written; scholarship; skill in school business

management; skill in instructional techniques; graduate

study; and innovative behavior. Harp's original list con-

tained both personal and professional criteria. Bryan's (13)

list included administrative experience, highest degree

earned, level of teaching experience, and length of teaching

experience. Vasher (78) attached some importance to the

quality of administrative behavior of the applicant. McNa-

mara (47) enumerated such important professional qualifications



50

as past administrative experience, academic training, and

general experience in public education.

Campbell, Bridges, Corbally, Nystrand, and Ramseyer

found that there is no correlation between educational

training and success as an administrator. "Four different

measures of educational preparation apparently are unrelated

to judge effectiveness: (1) number of years spent in col-

lege, (2) number of years devoted to graduate study, (3)

number of hours taken in undergraduate education, and (4)

number of hours in graduate education courses" (14, pp. 379-

380). It was also found that the number of years of teaching

experience is not important in determining success as an

administrator.

Jacobson, Reavis, and Logsdon found several professional

characteristics to be of importance for the position of high

school principal. The principal must be a skilled adminis-

trator, a good organizer, a decision maker, and a good

business manager. The principal must also learn to delegate

responsibility (40, pp. 508-509).

Competencies Needed by High School Principals

A high school principal must be competent in many dif-

ferent areas; it is possible that, in the future, principals

will be certified under a competency-based program. "Certifi-

cation is based on the achieving of behaviorally measured
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competencies, which may not necessarily be congruent with

the awarding of a degree" (22, p. 130).

After September, 1973, New York's new administrator-

certification programs, designed by the University Council

for Educational Administration, will be competency-based.

According to this program, the school administrator needs to

show competence in the six following areas of behavior:

initiating and responding to change, decision making, support

for instruction and learning, human relations and morale,

evaluating school processes and products, and responding to

problem situations (18, pp. 349-350). It is important that

school administrators help identify those competencies that

are relevant. In the future, as competencies are identified,

traditional courses may disappear from the college scene (43,

p. 56).

A beginning principal should have the necessary compe-

tencies to carry out his job effectively. A project funded

by New York State listed thirty-nine competencies necessary

for administrators in the following areas: as an instruc-

tional leader, as a personnel leader, as a community leader,

and as a school manager. The roles of "school manager" and

"personnel leader" are considered to be of utmost importance

(65, p. 26).

Often the high school principal is a change agent. In

order to be a successful change agent, the principal must be

aware of the various theories of leadership behavior and the
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effects of his behavior upon the staff. The staff will

react to its own perception of the principal's behavior.

The effectiveness and efficiency of the school are deter-

mined by the behavior of the staff and the principal (2,

p. 274). In most schools, changes will occur under the

leadership of the building principal. Louis Annese feels

that a principal who is a change agent must be competent in

the following areas: new processes of work relationships,

interpersonal relationships, decision-making processes, and

new patterns of organizational structure (2, p. 275).

The first and primary responsibility of every principal

should be the instructional program. All of the other du-

ties that a principal performs should be of only secondary

importance. Principals can improve the instructional program

by establishing good principal-teacher relationships.

Teachers want and need positive proof that the principal

cares about them and about the instructional program (6,

p. 443).

Instructional leadership is still considered to be one

of the most important functions of the principal. Many

experts, however, question the type of leadership principals

are providing in this area. Some say that the complexity of

the job does not give the principal the time needed to be-

come involved in the instructional program. The fact remains

that "the school principal is the professional person who is

most responsible for providing the direct leadership
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necessary for the development of a superior instructional

program" (66, p. 65).

This is certainly a transitional period for determining

the roles a principal must play. Many old roles are virtu-

ally obsolete, while new roles are continually emerging,

ones which afford new opportunities for growth and leader-

ship. Although the principalship is constantly changing,

the way is open for a dynamic new principalship to emerge

(48, p. 25).

George Melton and John Stanavage have enumerated the

various roles that a man must assume in his position as

principal of a school: educational leader, administrator,

interpreter, conflict mediator, educator of educators,

ombudsman, and professional (48, pp. 25-28). Each of these

roles requires appropriate competencies.

The task of choosing competent persons to be superin-

tendents and principals is often overwhelming. Good

administrative talent is the key to quality education. Good

teachers can be subverted or nullified by incompetent ad-

ministrators just as a good administrator can do a great

deal to enhance and release teachers' potential. The up-

grading of education demands that the best available persons

be chosen as principals. The complexity of the administra-

tive position has made it virtually impossible to collect

scientific data on which to base the selection process (52,

p. 1).



54

As public schools are closely examined, it is evident

that there is a major crisis of leadership. Many school

administrators do not possess the necessary skills to fully

meet the challenge of their jobs successfully each day. In

order to overcome this crisis, the principal should share

this leadership role with the staff. Most positive benefits

are realized when a principal and the staff "define common

goals, plan together and develop feelings about the group

and teamwork" (25, p. 3).

Staff leadership is an important part of a principal's

job; it is so important that a principal's success or fail-

ure may depend upon expertise in this field. Several compe-

tencies are needed to be successful in the area of leadership.

Gross and Herriott have listed some of the needed competen-

cies: (1) the principal should take a strong interest in the

teachers' professional development; (2) the principal should

give the teachers the feeling that their work is an important

activity; (3) the principal should encourage the teachers to

upgrade their performance standards in their classrooms; (4)

the principal should treat teachers as professionals; (5)

the effective principal displays a strong interest in improv-

ing the quality of the educational program; and (6) the

principal should consider what is best for children in any

decision regarding educational programs (28, p. 101).

The term "school community" is one that seems to defy

definition. Harvey Goldman views the term "community" as
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a sociopsychological phenomenon. He defines it as "a group

of people interacting on a continuous basis to resolve issues

of importance regarding the conduct of their work" (26,

p. 9). The principal is the key person who deals with the

school community. Goldman outlines the areas of competence

that are necessary to fulfill this function as follows: (1)

coordination of instructional services and diagnosis of

organizational needs, (2) external relations with various

publics, (3) coordination of activities with and derivation

of resources from the other segments of the school system"

(26, p. 14).

In order to provide adequate leadership, a public

school principal must be competent in many areas. Among

these are "personnel, students, the school's educational

program, extracurricular activities, supplemental instruc-

tional activities, supporting services, physical plant,

materials and supplies, athletics, and visitors to the

school" (77, p. 36). L. W. Kindred lists some of the com-

petencies that he feels that a principal must have. His

list includes the following items: overall leadership,

strong curriculum, other facets of administration, good

public relations, and research and innovation (37, pp. 402-

403). The principal sets the tone for the school by provid-

ing effective leadership; the type of administrative

relationship that exists with the faculty is most important.

The principal needs to establish the kind of climate that
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will bring out the best in all of the staff members, since

the atmosphere of the entire school will be affected by the

leadership that the principal is able to provide (42,

p. 408).

The principal of any high school should exert positive

leadership in the area of decision making. The principal

should use a variety of leadership abilities to foster the

teamwork concept. "Goals of democratic control should be

within his reach once he approaches decision making and

problem solving through group involvement" (55, p. 10).

Areas of competence whould be specified before effective

evaluation of principals can take place. James M. Peebles

feels that administrators should be competent in the follow-

ing areas:

leadership; planning; follow through; organization;
initiative; decision making; ability to motivate and
develop; knowledge of and competence in field of
subject matter; communication with administrator's
staff, with administrator's supervisors, and the
public; and human relations (59, pp. 7-8).

The evaluation of any administrator should serve

several purposes. The evaluation may be based on the

accomplishment of goals and objectives which have been

developed jointly by the principal and his superior. It

also should "improve instruction and communication and

should lead to better planning and the realization of worth-

while goals" (59, p. 1).
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The high school principal of today must be competent in

many areas. The principal of tomorrow faces many new and

different challenges. In order to deal with these challenges

successfully, the principal must constantly work to develop

the new competencies that are required for the job.

Summary of the Literature

The principalship in the United States has evolved over

a period of many years. Today the principal is a person who

plays many roles and faces untold challenges. The high

school principal must be able to work competently in several

complex areas.

Selecting the best-qualified person for the high school

principalship is a challenging assignment. Some school

districts have no written procedures to follow in the selec-

tion process. Many districts still rely on the personal

interview and letters of recommendation to find the right

person. Some larger districts use the computer as a tool in

the selection process; other districts have created an

internship program within their school district. This makes

it possible to have a supply of well-trained administrators

available at all times.

Professional criteria are important in the selection

process. Most districts require at least a master's degree.

Administrative or supervisory experience is considered to be

a positive asset. Most larger districts have a predetermined
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set of criteria that will be used as a guideline; these

criteria are usually developed before the interviewing

process gets underway.

Personal criteria are also important in the selection

process. The age of the candidate for the high school

principalship is considered by some superintendents. Dis-

crimination on the basis of sex and race is still common in

some school districts. Some personal characteristics that

are essential to success as a secondary school administrator

are respect for human beings, love for children, and

integrity.

The superintendent has the primary responsibility,

although most districts involve several people in the

selection process, subject to the approval of the school

board. In the future it is possible that principals will

be certified under a competency-based program. Some research

has been done in the area of competency-based certification.

The principal of the future must be competent in many areas

of school administration; professional survival depends on

the ability to deal effectively with the many problems that

the principal faces each day.
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CHAPTER III

DESIGN OF THE STUDY

Developing the Initial Questionnaire

The initial three-part questionnaire was developed by

using questions and items obtained from a review of the

literature in the field. Part I contained thirty-seven

questions; this section called for a "yes " or "no" response

or a multiple-choice response. Part I covered both proce-

dures and criteria that are used in the selection of a high

school principal.

Part II contained twenty-seven statements concerning

the candidate for the position of high school principal.

The person who filled out the questionnaire had five possible

responses to each question: (1) essential, (2) very impor-

tant, (3) important, (4) of little importance, and (5) of no

importance. Part II covered criteria that are used in the

selection of a high school principal.

Part III of the questionnaire contained twenty-five

items. Each person who responded to the questionnaire was

asked to identify the top ten items in importance in deter-

mining a candidate's eligibility for the position of high

school principal. The respondents were asked to use 1 to

67



68

designate the most important and so on. Only ten items in

this portion of the questionnaire were to be marked.

Selection of the Jury Panel

The questionnaire was sent to a panel of twenty-four

people from the states of Texas, New Mexico, Oklahoma,

Louisiana, Colorado, and Arkansas. These twenty-four indi-

viduals were to check the questionnaire for validity. The

members of the panel from each state included the president

or executive secretary of the state principals' association,

the president or executive secretary of the state teachers'

association, the president or executive secretary of the

state superintendents' association, and a professor of educa-

tional administration recommended by the president or execu-

tive secretary of the state superintendents' association.

Each state produced four possible respondents, with the

exception of Colorado, which had a total of only three re-

spondents owing to the fact that Colorado has a combined

administrators' association which contains both principals

and superintendents.

Selection of the Advisory Panel

The advisory panel was composed of seven superintend-

ents from the following cities: Tulsa, Oklahoma; Shreveport,

Louisiana; Fort Smith, Arkansas; Roswell, New Mexico; Lawton,

Oklahoma; Baton Rouge, Louisiana; and Fort Collins, Colorado.

The members of the advisory panel were to check each
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questionnaire for clarity. The first requirement for member-

ship in this group was to be superintendent of a school

district with an enrollment of 5,000 or more students. The

superintendents, chosen at random from districts in neighbor-

ing states, met the enrollment criteria of Groups I and II.

Construction of the Final Questionnaire

The twenty-three members of the jury panel were asked

to read each question carefully and to respond to it in the

following manner: one--acceptable, two--not acceptable,

three--needs to be revised. It was decided that the question

would be acceptable if at least 70 per cent of the respond-

ents indicated a one and/or a three; the question would be

deleted if more than 30 per cent indicated a two; and if the

question is acceptable but 30 per cent or more indicated a

three, the question would be revised.

Out of a total of twenty-three possible respondents,

twenty-one responses were actually received. For a list of

respondents check Appendix E. On the basis of the answers

given by the jury panel, no questions were revised. In

Part III of the questionnaire, one item, "religious affilia-

tion," was deleted. With this one exception, no other

changes were made in the original questionnaire.

The next step was to present the questionnaire to the

seven members of the advisory panel. The members of this

panel were asked to check each question for clarity and
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indicate any question that was not perfectly clear. It was

agreed that, if four panel members indicated a lack of

clarity on any question, it would be rewritten.

All seven members responded to the questionnaire. On

the basis of these responses, the questionnaire did not have

to undergo any changes. For a list of respondents check

Appendix F. Therefore, the questionnaire was submitted to

the doctoral committee for further revision and approval.

The doctoral committee decided that no further revisions were

necessary. Thus, the final draft of the questionnaire was

completed.

Administration of the Final Questionnaire

A copy of the final questionnaire was typed, xeroxed,

and mailed to all of the superintendents in Grcups I and II.

Group I, school districts with an enrollment of more than

10,000 students for the 1974-1975 school year, contained

fifty-four districts. Group II, school districts with an

enrollment of 5,000 to 10,000 students, contained forty-one

districts. A return of 60 per cent of the questionnaires

was considered to be adequate for the purposes of this study.

A copy of the proposed study and a copy of the questionnaire

were sent to the Texas Association of Secondary School Prin-

cipals. The approval and sanction of the Texas Association

of Secondary School Principals was obtained for this study.
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A cover letter was sent with each questionnaire, ex-

plaining the study to the superintendents in Groups I and II.

A copy of the results of the study was sent to each partici-

pating superintendent, upon request.

From the first mailing, fifty-five questionnaires were

returned. This was a return rate of 58 per cent. Thirty-

five questionnaires in Group I were returned, while twenty

questionnaires in Group II were returned. The return rate

for Group I was 65 per cent; the return rate for Group II

was 49 per cent. A second questionnaire was mailed to all

those superintendents who failed to return the first ques-

tionnaire within two weeks. Once again, their help and

cooperation were solicited. On the second mailing, twenty-

five more questionnaires were returned. A third question-

naire and follow-up letter were mailed to those who had not

responded to the first or second mailing, approximately two

weeks after the second mailing was completed. On the third

mailing, nine more questionnaires were returned.

The first questionnaires were mailed during May, 1975.

The third and final mailing was completed during June, 1975.

The final return rate of 94 per cent far exceeded the 60 per

cent return rate that was considered to be acceptable.



CHAPTER IV

PRESENTATION OF FINDINGS

The purposes of this study were (1) to ascertain cri-

teria and procedures that the superintendents of selected

Texas public school districts are using in the selection of

high school principals, and (2) to make recommendations con-

cerning criteria and procedures that superintendents might

use to improve the process of selecting high school prin-

cipals. A questionnaire and the review of the literature

were used to accomplish the two purposes outlined above.

The findings are presented under three headings that corre-

spond to the headings used in the questionnaire.

Analysis of Data Concerning Section I
of the Questionnaire

For purposes of discussion, the questions in Part I of

the questionnaire have been placed in three subheadings:

procedures, personal criteria, and professional criteria.

The questions in each of the subheadings have been analyzed

to show a percentage distribution.

Procedures Used in the Selection
of High School Principals

The following questions deal with procedures that were

used in the employing of high school principals: 1, 2, 3,

72
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9, 10, 11, 13, 14, 15, 16, 30, 31, 32, and 33. For each

question, the data in Table I show the responses for Group I,

school districts with an enrollment of more than 10,000 stu-

dents; Group II, school districts with an enrollment of

5,000 to 10,000 students; and a combined response for Group I

and Group II. The responses to item one indicate that a

large percentage of school districts gave preference to local

applicants: Group I, 87.0 per cent; Group II, 77.2 per cent;

and the combined group, 83.2 per cent.

The responses to item two indicate that most school

districts did not require the applicant to take a written

examination. In the combined group, only 7.9 per cent were

required to take a written examination; 89.9 per cent did

not require the applicant to take a written examination.

The responses to item three were deleted because two super-

intendents apparently misunderstood the question and did

not respond to it.

The responses to item nine indicate that 94.4 per cent

of the combined group had a job description for the position

of high school principal. Texas state law now requires that

each district must have a job description for each position

in the school district.

The data in item ten indicate that 48.4 per cent of the

combined group were guided by board policy in the selection

of a high school principal. It might be suspected that many
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districts did not have a written policy concerning the em-

ployment of high school principals.

The data in item eleven indicate that 57.4 per cent of

the combined group had a statement of information concerning

the schools and community, prepared for prospective candi-

dates. No attempt was made to determine the quality of the

material that these districts had available. In the combined

group, 40.5 per cent of the districts had no descriptive ma-

terials to give their applicants.

The responses to item thirteen indicate that, in the

combined group, 98.8 per cent required a personal interview;

in Group I, 98.2 per cent required a personal interview; and

in Group II, 100 per cent of the districts required a per-

sonal interview.

The data in item fourteen indicate that the superin-

tendent most frequently interviewed the applicant for the

high school principalship. In the combined group the super-

intendent interviewed in 87.7 per cent of the districts; the

assistant superintendent interviewed in 46.1 per cent of the

districts; and the director of personnel interviewed in 54

per cent of the districts. The board of education and the

faculty committees were involved in interviewing to a much

lesser extent. (The percentages have a sum of over one

hundred because the superintendents were asked to check all

persons or groups that interviewed the candidate.)
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The responses to item fifteen refer to theuse of a

faculty committee. Two districts report that they used the

faculty committee as an advisory group, which made appro-

priate recommendations to the superintendent of schools.

The responses to item sixteen provide data concerning

the person or persons who rate the candidates for the high

school principalship, with the superintendent being the most

important person in the rating process. In the combined

group, 80.7 per cent of the superintendents handled this job

without any input from other people.

The responses to item thirty indicate that the computer

was not of significant importance in the selection of high

school principals. In the combined group, only 1.2 per cent

of the superintendents used the computer in the screening

process.

The data in item thirty-one indicate that only 30.4 per

cent of the superintendents visit all candidates in their

school and community. The data in item thirty-two indicate

that 82.1 per cent of the superintendents invited all candi-

dates to visit the school and the community. In many cases

it was not feasible to invite every person who applied for a

job to visit. When a candidate was invited to visit, item

thirty-three indicates that, in the combined group, 55.1 per

cent of the superintendents also invite the spouse of the

candidate to visit their school and community.
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Personal Criteria Used in the Selection
of High School Principals

There are many personal criteria that a superintendent

should consider in the selection of a high school principal,

with the superintendent making the decision as to how much

weight will be given to each of these. In many cases, per-

sonal characteristics will be the deciding factor. The

following items in the questionnaire concern personal cri-

teria used in the selection of a high school principal: 4,

17, 18, 19, 20, 21, 34, 35, 36, and 37. The responses for

each question for Group I, Group II, and the combined group

are presented in Table II.

In response to item four, 92.6 per cent of the super-

intendents in Group I stated that age limits were not estab-

lished; in Group II, 80.0 per cent of the superintendents

stated that no age limits were used. In the combined group

87.7 per cent of the superintendents responded that age

limits were not used in the selection of a high school prin-

cipal.

In response to item seventeen, only 2.3 per cent of the

combined group stated that female applicants were not given

equal consideration for the high school principalship. of

course, the law states that female applicants must be given

equal consideration.

In response to item eighteen, only 1.2 per cent of the

combined group stated that candidates from a minority race
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were not given equal consideration, if equally qualified.

Again, the law states that minority candidates must be given

equal consideration.

In response to item nineteen, 30.4 per cent of the su-

perintendents in the combined group stated that a physical

examination was required. In response to item twenty, 67.5

per cent of the superintendents stated that there were no

physical restrictions. On the other hand, 25.9 per cent of

the combined group stated that there were physical restric-

tions. Some of the physical restrictions that were mentioned

in item twenty-one were good health and physical ability to

handle the job.

In response to item thirty-four, 67.5 per cent of the

superintendents in the combined group did not investigate

the applicant's service club affiliation, indicating that

this criterion was of a rather low priority.

The responses to item thirty-five involve the religious

affiliation of the candidate. In this category, 78.7 per

cent of the superintendents reported that the candidate's

religious affiliation was not investigated. The responses

to item thirty-six were deleted because four superintendents

apparently misunderstood the question and did not respond

to it. In response to item thirty-seven, 95.6 per cent of

the superintendents in the combined group stated that the

predominant religious group had no effect on the selection

of a principal.
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Professional Criteria Used in the Selection
of a High School Principal

The following items in the questionnaire correspond to

the professional criteria used in the selection of a high

school principal: 6, 7, 8, 12, 22, 23, 24, 25, 26, 27, 28,

and 29. The responses for each question for Group I,

Group II, and the combined group are presented in Table III.

In response to item six in the questionnaire, 63.0 per

cent of the superintendents in the combined group stated

that they preferred their candidates to have six to ten

years of teaching experience. In the next-largest category,

20.3 per cent of the superintendents preferred the candidate

to have from one to five years of teaching experience. It

is interesting to note that only 10.2 per cent of the super-

intendents felt that the candidates should have over ten

years of teaching experience.

Teaching experience and administrative experience are

important areas to be considered in the selection of a high

school principal. In response to item seven, 85.4 per cent

of the combined group replied that the applicant did not

have to have teaching experience at the elementary or the

middle-school level. In response to item eight, 84.3 per

cent of the combined group stated that some teaching ex-

perience was required at the high school level. In response

to item twelve, 94.3 per cent of the combined group gave
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preference to an applicant with previous supervisory or ad-

ministrative experience.

Item twenty-two refers to educational requirements which

are required or desired. In the combined group, 79.7 per

cent of the superintendents stated that a master's degree

was required. Only 4.5 per cent of the combined group re-

quired a doctorate for this position.

The responses to item twenty-three refer to the teaching

background of the candidate. Each superintendent was asked

to rank the teaching backgrounds he would prefer the candi-

dates to have. Each superintendent was asked to rank his

top three choices in order of preference. A rank of one

would represent his first choice; a rank of two would repre-

sent his second choice; and a rank of three would represent

his third choice. In the combined group, tied for first

choice, was coaching and athletics, and languages with 13.5

per cent of the superintendents choosing these backgrounds.

Next in order was math with 11.3 per cent of the group se-

lecting this as their first choice.

In response to item twenty-four, only 13.5 per cent of

the superintendents required training in a local intern pro-

gram prior to appointment as a principal. Items twenty-five

through twenty-nine deal with questions concerning those

school districts that have such an intern program.

In response to item twenty-five, 6.8 per cent of the

combined group used written criteria to screen the people
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who would participate in the intern program. This means

that about half of the districts that had an intern program

used written criteria as a screening device.

In response to item twenty-six, 7.9 per cent of the

combined group stated that screening tests were used in the

selection of participants for the intern program. This

means that more than half of the districts that had an in-

tern program used screening tests in the selection of their

participants.

The data in item twenty-seven specify the number of

years that are required in the intern-training program. In

the combined group, 6.8 per cent of the superintendents re-

quired one to two years. This figure represented about half

of the districts that have an intern program.

The data in item twenty-eight refer to the qualifica-

tions that are necessary to enter the intern program. In

the combined group, 7.9 per cent of the superintendents re-

quired a master's degree, and 3.4 per cent required an

administrative certificate. This means that over half of the

schools which had intern programs required the participants

to have a master's degree.

Item twenty-nine refers to the employing of high school

principals from the internship pool. In the combined group,

1.2 per cent of the superintendents employed only from the

internship pool; 12.4 per cent of the superintendents did

not employ only from the internship pool.
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Chi-Square Technique

The results for Group I superintendents were compared

with the results for Group II superintendents. For this

comparison, Part I of the questionnaire was treated with the

chi-square technique. The results of this analysis are

shown in Table IV.

At the .01 level of significance, the critical values

of chi-square are as follows: one degree of freedom--6.64;

two degrees of freedom--9.21; three degrees of freedom--

11.34; and five degrees of freedom--15.09. An analysis of

the data in Table IV shows that, at the .01 level of sig-

nificance, there was no significant difference between the

results for Group I and Group II on any of the items except

item number six, "teaching experience as a requirement for

employment."

Analysis of Data Concerning Section II
of the Questionnaire

Part II of the questionnaire listed twenty-seven items

of information; the respondent was asked to rate these items

on a scale from one to five. A rating of one meant that the

item was essential for the position of high school principal;

a rating of five meant that the item was of no importance

for the position of high school principal.

The mean was used with Part II of the questionnaire. A

mean was given for Group I, Group II, and for Groups I and II

combined. The means are displayed in Table V. This table
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TABLE IV

CHI-SQUARE VALUES FOR PROCEDURES AND CRITERIA USED
IN THE SELECTION OF HIGH SCHOOL PRINCIPALS

Item Number Degrees of Chi
Freedom* Square**

1. Preference given to local
applicants 1 0.9068

2. Written examination required 1 0.0218

3. Type of examination 1 4.4444

4. Use of age limits 1 4.3034

6. Teaching experience as a require-
ment for employment 1 7.9497

7. Teaching experience at the ele-
mentary or the middle school
level as a requirement for
employment 1 0.1648

8. Teaching experience at high
school level as a requirement
for employment 1 0.0531

9. Written job description on file 1 0.1830

10. Board policy for selection of
principal 1 0.7783

11. Statement of information con-
cerning schools and community 1 1.2147

12. Preference given to applicant
with previous supervisory or
administrative experience 1 0.8292

*Critical values: one degree of freedom--6.64; two
degrees of freedom--9.21; three degrees of freedom--1l.34;
five degrees of freedom--15.09.

**Level of significance--.01.
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TABLE IV--Continued

Item Number Degree of Chi
Freedom* Square**

13. Personal interview required 1 0.6555

16. Person or group that does ranking 5 3.2940

17. Female applicants given equal
consideration 1 2.9837

18. Candidates from a minority race
given equal consideration 1 1.5604

19. Physical examination required 1 2.6822

20. Physical restrictions 1 0.8645

22. Educational requirements 3 7.9778

23. Teaching background of the
principal (preference)

a. Math 2 2.4049

b. Science 2 1.5363

c. Coaching and Athletics 2 1.3542

d. Social Studies 2 6.6119

e. Languages 2 0.1774

f. Music 0 0.0

g. Others 1 0.4667

24. Local intern program required
prior to appointment as prin-
cipal 1 3.0969

26. Screening tests used in the
selection of participants for
intern program 1 1.7143

27. Time requirements for intern
training 2 0.5625
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TABLE IV--Continued

Item Number Degrees of Chi
Freedom* Square**

28. Qualifications to enter intern
program 2 2.9333

29. Hiring of principals only from
the internship pool 1 0.2182

30. Computer used to screen
applicants 1 0.6228

31. Candidates visited in their
school and community 1 0.3663

32. Candidates asked to visit school
and community in which position
is open 1 0.1108

33. Spouse of candidate asked to
visit school and community 1 2.1215

34. Investigation of applicant's
service club affiliation 1 0.1904

35. Investigation of applicant's
religious affiliation 1 0.6312

36. Applicant active in his reli-
gious denomination 1 2.6995

takes the mean of the combined group and lists each mean ac-

cording to rank; several tied ranks are found in Table V.

With the exception of items twenty-two and twenty-

three, the mean for the total column was between one and

two, in all cases. Item eighteen, "can be depended upon to

carry out assignments on his own,r" was considered to be the
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TABLE V

RANK ORDERING OF MEAN RANKINGS OF COMBINED GROUP FOR
ITEMS OF INFORMATION USED IN THE SELECTION

OF HIGH SCHOOL PRINCIPALS

Mean Mean MeanRank Item Number Combined Group I Group II
Group*

1 18. Can be depended upon to
carry out assignments on
his own 1.0899 1.0926 1.0857

2 1. Displays poise and self-
confidence 1.1011 1.0556 1.1011

3 6. Appears emotionally
stable 1.1124 1.0556 1.2000

4 12. Applies common sense to
the solution of problems 1.1348 1.1296 1.1429

5 2. Is tactful--rapport
established easily 1.1798 1.1481 1.2286

6 27. Personal and intellec-
tual integrity inspires
trust and esteem 1.2472 1.1852 1.3429

7 14. Realizes basic issues
involves in a problem,
as apart from inciden-
tals 1.4831 1.4444 1.5429

9 9. Organizes his thoughts
logically 1.4944 1.4815 1.5143

9 4. Is sufficiently mature
for his age 1.4944 1.4444 1.5714

9 5. General demeanor stimu-
lates favorable reac-
tions in persons he
meets 1.4944 1.5000 1.4857

*Rating scale: 1--Essential; 2 --Very important; 3--Important; 4--Of little importance; 5--Of no importance.
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TABLE V--Continued

Mean Mean Mean
Rank Item Number Combined Group I Group II

Group*

16.

11.51 25.

Recognizes his own
limitations and asks for
help when needed

Is able to organize and
promote concerted action
when called for

13. Is good at reconciling
diverse points of view

10. Speaks convincingly for
his point of view

15. Is quick to understand
new, involved, or diffi-
cult problems

7. Enunciates clearly

8. Has good command of
language

26. Associates tend to look
to him for assistance or
advice

20. Appears interested in
new opportunities to
further develop his
abilities

20.5117.

19.

Shows evidence of
imaginative thinking in
his approach to problems

Has made good use of
opportunities available
to him in the past

1.5169

1.5169

1.5281

1.5955

1.6517

1.6742

1.6742

1.7079

1.5000

1.4815

1.5185

1.6481

1.5556

1.7222

1.5741,

1.7593

1.7303 11.6852

1.7865

1.7865

1.7407

1.6667

1.5429

1.5714

1.5429

1.5143

1.8000

1.6000

1.6000

1.6286

1.8000

1.8571

1.9714

11.5

13

14

15

16.5

16.5

18

19

20.5
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TABLE V--Continued

Mean Mean Mean
Rank Item Number Combined Group I Group II

Group*

22 11. Writes convincingly for
his point of view 1.8315 1.8519 1.8000

23 21. Is ambitious--has high
level of aspiration 1.8652 1.8333 1.9143

24 24. Other activities (aca-
demic or work) give
evidence of leadership
promise 1.8764 1.7222 2.1143

25 3. Participates fully in
activities requiring
social interchange 1.9326 1.8519 2.0571

26 22. Shows evidence of
interest in or aptitude
for public service 2.0112 1.9630 2.0857

27 23. Assumes a major role in
group activities 2.2659 1.7222 2.1143

characteristic that was most important for the person who is

a high school principal. Item twenty-three, "assumes a major

role in group activities," was considered least essential to

the position of high school principal. However, all of the

twenty-seven items listed were considered by the respondents

to be (1) essential, (2) very important, or (3) important.

The values in Table V ranged from 1.0899 to 2.2659 for the

combined group.
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The point biserial correlation was used to compare

Group I with Group II. Table VI is a display of these cor-

relations. For a one-tailed test at the .01 level of sig-

nificance and using eighty degrees of freedom, the critical

value is .256. An analysis of data in Table VI shows that

all of the values are less than the critical value of .256.

Therefore, there was no significant difference between

Group I and Group II on any item.

Analysis of Data Concerning Section III
of the Questionnaire

Table VII (see page 100) breaks the choice distribution

for Part III of the questionnaire into percentages. The

table reflects Group I and II combined. The top choice for

number one was item three, "evidence of past administrative

ability." Twenty-five and eight-tenths per cent of the re-

spondents chose item three as being the number-one criterion

for high school principals. The second choice of the largest

group of respondents was item number seventeen, "instruction-

al leadership." Twelve and four-tenths per cent of the su-

perintendents chose this item as being the second-most

important one in the selection of a high school principal.

The third choice was item number five, "candidate's philoso-

phy of education." Seven and nine-tenths per cent of the

respondents voted for item five as the third most important

criterion. All of the top ten items should be considered of

utmost importance in the selection of a high school principal.
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TABLE VI

POINT BISERIAL CORRELATIONS FOR ITEMS OF INFORMATION
USED IN THE SELECTION OF HIGH SCHOOL PRINCIPALS

Point
Item Number Biserial

Correlation*

Displays poise and self-confidence.........0.1331

Is tactful--rapport established easily . . . 0.0771

Participates fully in activities re-
quiring social interchange .............. 0.1118

Is sufficiently mature for his age ...... 0.0730

General demeanor stimulates forable
reactions in persons he meets ..........- 0.0097

Appears emotionally stable................0.1620

Enunciates clearly........................-0.0800

Has good command of language.............0.0181

Organizes his thoughts logically . . . . . . 0.0238

Speaks convincingly for his point of view . -0.0896

Writes convincingly for his point of view . -0.0307

Applies common sense to the solution of
problems...-...........................0.0135

13. Is good at reconciling diverse points
of view - - - - - - 0 - - - 0 . . . . .

14. Realizes basic issues involved in a
problem, as apart from incidentals . * .

15. Is quick to understand new, involved, or
difficult problems..-.-.-.-.... . .....

0.0173

0.0698

0.1590

*N=89; Level of Significance--.01; Degrees of Freedom--
80; Critical Value--.256; One-Tailed Test.

1.

2.

3.

4.

5.

6.

7.

8.

9.

10.

11.

12.
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TABLE VI--Continued

Item Number

16. Recognizes hiw own limitations and asks
for help when needed.-.-.-.-...-.....

17. Shows evidence of imaginative thinking
in his approach to problems . . . . . .

18. Can be depended upon to carry out
assignments on his own............

19. Has made good use of opportunities
available to him in the past.......

20. Appears interested in new opportunities
to further develop his abilities . .

21. Is ambitious--has high level of aspira-
tion.-.-.-.-.-.-...-.-............ ...

22. Shows evidence of interest in or
aptitude for public service . .. 0.. .

23. Assumes a major role in group activities

24. Other activities (academic or work)
give evidence of leadership promise..

25. Is able to organize and promote
concerted action when called for . . .

26. Associates tend to look to him for
assistance or advice...-...-..........

27. Personal and intellectual integrity
inspires trust and esteem - - . . . . .

Point
Biserial

Correlation*

. . 0.0279

* . 0.0752

. . -0.0076

. . 0.1770

. . 0.0644

. . 0.0472

. . 0.0724

. . 0.0657

. . 0.2165

. 0.0610

. -0.0762

0.1360
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The other fifteen items should also be given careful consider-

ation.

The point biserial correlation was used to compare

Group I with Group II. Table VIII is a display of these

correlations. For a one-tailed test at the .01 level of

significance and using eighty degrees of freedom, the criti-

cal value is .256. An analysis of the data in Table VIII

shows that all of the values were less than the critical

value of .256. Therefore, there was no significant differ-

ence between Group I and Group II.

The negative values in Tables VI and VIII are explained

by the fact that in certain cases the mean for Group II is

smaller than the mean for Group I. Negative values are of

no significance in Tables VI or VIII.
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TABLE VIII

POINT BISERIAL CORRELATIONS FOR ELIGIBILITY LIST USED

IN THE SELECTION OF HIGH SCHOOL PRINCIPALS

Item Number

1. Academic training ................

2. Personality of candidate .0.. .4 . .

3. Evidence of past administrative ability

4. Written examination score........

5. Candidate's philosophy of education . .

6. Candidate's secondary education
experience . . . . . . . . .0.0.0.0.*.0

7. Impression made at interview . . . . .

8. Salary terms acceptable to both parties

9. Advanced degrees held . ............

10. Candidate's ability to get along with
others . . . .0.0.0.0.0.0.0.0.0.0.0.0.0

11. Character--as shown by references,
and so on.0............... ..........

12. Personal appearance--stature, and so on

13. Poise, calmness, stability .. . .

14. Physical health..................

15. Enthusiasm . . . . 0 .0.0.0 .0 . . . .

16. Cultural background.................

17. Instructional leadership .... .

Point
Biserial

Correlation*

0.0440

-0.1115

0.0723

-0.0858

-0.0310

-0.0189

0.1040

0.1324

-0.0346

0.0346

0.0692

0.0520

-0.0363

0.0128

0.0516

0.1498

-0.1851

*N=89; Level of Significance--.01; Degrees of Freedom--
80; Critical Value--.256; One-Tailed Test.
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TABLE VIII--Continued

Item Number

Sense of humor .. . ..

Intelligence .. .... ..

Broadmindedness and openmindedness

Ability to enlist cooperation .

Ability to inspire respect .

Marital status .... 0 * ...

Ability to discipline....... ..

Other................. ........

Point
Biserial

Correlation*

0.0144

0.0929

-0.0161

0.1331

0.0771

0.1118

0.0730

-0.0097

18.

19.

20.

21.

22.

23.

24.

25.



CHAPTER V

SUMMARY, FINDINGS, CONCLUSIONS,

AND RECOMMENDATIONS

Summary

The problem of this study was to determine the criteria

and procedures used by superintendents of selected public

school districts in Texas in the selection of high school

principals. The study included all ninety-five districts in

Texas with an enrollment of five thousand students or more.

The purposes of the study were (1) to ascertain criteria and

procedures that the superintendents of selected public

school districts of Texas are using in the selection of high

school principals and (2) to make recommendations concerning

criteria and procedures that superintendents might use to

improve the process of selecting high school principals.

A questionnaire and the review of the literature were

used to accomplish the two purposes outlined above. The

related literature was subdivided into five sections which

included (1) History of the Principalship, (2) Procedures

Used in the Selection of High School Principals, (3) Person-

al Criteria Used in the Selection of High School Principals,

(4) Professional Criteria Used in the Selection of High

School Principals, and (5) Competencies Needed by High
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School Principals. All phases of the selection process were

covered in the review of the literature.

The items in the questionnaire were obtained from a

review of the literature. For the purpose of establishing

validity, the questionnaire was submitted to a panel of

twenty-four individuals from the states of Texas, New Mexico,

Oklahoma, Louisiana, Colorado, and Arkansas. The question-

naire was then submitted to a panel of superintendents from

the following cities: Tulsa, Oklahoma; Shreveport, Louisiana;

Fort Smith, Arkansas; Roswell, New Mexico; Lawton, Oklahoma;

Baton Rouge, Louisiana; and Fort Collins, Colorado. They

were asked to check each question for clarity and indicate

any question that needed to be rewritten. The final revised

form of the questionnaire was submitted to the doctoral com-

mittee for further revision and approval.

The population for this study consisted of the ninety-

five superintendents of school districts in the state of

Texas with enrollments of five thousand or more students.

For the purpose of this study, the population was broken

into two groups. Group I included fifty-four districts in

Texas with an enrollment of more than ten thousand students,

while Group II included forty-one districts with an enroll-

ment of five thousand to ten thousand students.

Of the fifty-four questionnaires mailed to superintend-

ents in Group I, a total of fifty-four were returned. Of

the forty-one questionnaires mailed to superintendents in
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Group II, a total of thirty-five were returned. The final

total showed that eighty-nine questionnaires had been re-

turned. The overall return rate for all superintendents was

95 per cent. With two exceptions, the responses for the

first two parts of the questionnaire were usable. However,

concerning Part III of the questionnaire, nine respondents

did not follow the instructions carefully; and, as a result,

this section of their questionnaires was not usable.

Findings

In regard to the procedures used in the selection of

high school principals, the data from the survey question-

naire revealed the following findings.

1. Over 83 per cent of the school districts gave

preference to local applicants.

2. Only 7.9 per cent of the applicants were required

to take a written examination. Some of these districts used

a standardized examination, while others issued a locally

developed examination.

3. Almost all of the schools, 94.4 per cent, had a

job description for the position of high school principal.

4. About half of the districts, 48.4 per cent, were

guided by school board policy in the selection of a high

school principal.
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5. Slightly over half of the school districts, 57.4

per cent, had a statement of information prepared for

prospective candidates concerning the schools and community.

6. Over 98 per cent of the superintendents reported

that a personal interview was required for the top appli-

cants.

7. The person who was most likely to interview the

applicant was the superintendent.

8. The superintendent was the most important person

in the rating of the applicants.

9. The computer was used by only 1.2 per cent of the

superintendents to screen applicants.

10. Over 30 per cent of the superintendents visited

the applicants in their community and school.

11. Over 82 per cent of the superintendents invited

all candidates to visit the school and the community.

In regard to the personal criteria used in the selec-

tion of high school principals, the data from the survey

questionnaire revealed the following findings.

1. Most superintendents, 87.7 per cent, did not

establish age limits.

2. Over 94 per cent of the superintendents gave equal

consideration to female applicants.

3. Over 98 per cent of the superintendents gave equal

consideration to candidates from a minority race.
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4. Over half of the superintendents, 67.5 per cent,

said that there were no physical restrictions.

5. A majority of superintendents, 67.5 per cent, did

not investigate the candidate's service club affiliations.

6. A majority of superintendents, 78.7 per cent, did

not investigate the candidate's religious affiliation.

In regard to the professional criteria used in the

selection of a high school principal, the data from the

survey questionnaire revealed the following findings.

1. More than half of the superintendents, 63 per cent,

preferred their candidate to have six to ten years of teach-

ing experience.

2. Most superintendents did not require teaching

experience at the elementary or middle-school level.

3. Over 80 per cent of the superintendents required

teaching experience at the high school level.

4. Over 94 per cent of the superintendents gave

preference to an applicant with previous supervisory or

administrative experience.

5. Almost 80 per cent of the superintendents required

a master's degree.

6. As far as the teaching background of the applicant

was concerned, coaching and athletics and languages were

tied as the first choice of the respondents. The percentages

that chose each of these teaching backgrounds was 13.5.
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Conclusions

In regard to the procedures used in the selection of

high school principals, the following conclusions are drawn

from the findings obtained through the survey questionnaire

and the literature.

1. Many school districts in Texas tend to use informal

procedures in selecting high school principals. The litera-

ture affirms the fact that Texas selection processes are not

different from those in other sections of the nation.

2. The superintendent is the most important person in

the selection process. Generally, the superintendent makes

the final selection from local candidates, after interview-

ing several applicants.

3. The interview is the most important step in the

selection procedure. Usually the candidates are invited to

interview with the superintendent, members of the school

board, assistant superintendents, and other school officials.

In regard to the personal criteria used in the selec-

tion of high school principals, the following conclusions

are drawn from the findings obtained through the survey

questionnaire and the literature.

1. Texas superintendents report that they do not

discriminate on the basis of sex or race in the selection of

high school principals.
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2. Religious affiliation and service club affiliation

appear to be of minimal concern in the selection of high

school principals in Texas.

3. Although a candidate for the high school prin-

cipalship should be in good physical condition, physical

disabilities do not automatically exclude a candidate from

consideration.

In regard to the professional criteria used in the

selection of high school principals, the following conclu-

sions are drawn from the findings obtained through the

survey questionnaire and the literature.

1. Candidates for the high school principalship are

generally expected to have several years of teaching experi-

ence, previous supervisory or administrative experience, and

at least a master's degree. A review of the literature gave

evidence that administrative experience and advanced degrees

are a must for the high school principalship.

2. Local intern training programs are in their infancy

in the state of Texas. The literature reveals that an

intern program is an excellent way for a school district to

assure a steady flow of trained administrators.

Recommendations

The second purpose of this study was to make recommen-

dations concerning criteria and procedures that superintend-

ents might use to improve the process of selecting high



113

school principals in Texas. These were formulated by the

writer based on a synthesis of the review of the literature.

In regard to the procedures used in the selection of high

school principals, the following recommendations might be

considered.

1. In order to ensure that the best applicant is being

employed to fill the position, all districts should estab-

lish and follow written procedures of their own design in

the employing of a high school principal. This should be

approved by the school board. This would ensure that the

selection process would be planned, orderly, and understood

by all concerned.

2. The final recommendation for the position of high

school principal should remain the prerogative of the super-

intendent. However, whenever possible, a larger number of

people--such as teachers, parents, and students--should

serve on screening committees. This screening committee

would be acting only in an advisory capacity.

3. As a part of the selection process, candidates

should be required to take written situational examinations.

4. The personal interview should continue to be a

requirement for employment; the wives or husbands of the

candidates should be invited to visit and attend the inter-

views in more cases.

Regarding professional criteria to be used in the selec-

tion of high school principals, the following recommendations
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might be considered.

1. Previous administrative and teaching experience

should be a requirement.

2. Candidates should be required to have course work

beyond the master's degree.

3. Candidates from all teaching backgrounds should be

given equal consideration for the high school principalship.

4. The larger school districts should establish local

intern training programs.

Regarding personal criteria to be used in the selection

of high school principals, the following recommendations

might be considered.

1. Age, sex, and physical disabilities should not be

considered as important factors in the selection process.

2. Religious affiliation and service club affiliation

should not be considered as important factors in the selec-

tion process.

A comparison of the ten recommendations above to the

results obtained from the questionnaire of this study re-

veals the following. In regard to procedures, a majority of

Texas superintendents are following only two of the sug-

gested recommendations: (1) the final recommendation for

the position of high school principals should remain the

prerogative of the superintendent, and (2) the personal

interview should continue to be a requirement for employment.

In regard to the professional criteria, a majority of Texas
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superintendents are following two of the recommendations:

(1) previous administrative or teaching experience should

be a requirement, and (2) candidates should be required to

have course work beyond the master's degree. In regard to

the personal criteria, a majority of Texas superintendents

are following both recommendations.

Recommendations for Further Research

Based upon this study the following recommendations for

further research are made.

1. It is recommended that a study be made of the cri-

teria and procedures used to employ principals in the middle

schools of Texas.

2. It is recommended that a study be made of the cri-

teria and procedures used to employ principals in the high

schools of Texas in districts with less than five thousand

students.

3. It is recommended that a study be made of the ad-

ministrative intern programs in the state of Texas.

4. It is recommended that a study be made of the

status of females and members of minority races in adminis-

trative positions in the state of Texas.

5. It is recommended that a study be made of the cri-

teria and procedures used to employ superintendents in the

state of Texas.
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The superintendents of the larger districts of Texas

have made some innovations in the employing of their high

school principals. It is expected that the procedures and

criteria used to employ high school principals in future

years will improve. A majority of superintendents have

shown an interest in improving the selection process. It

is hoped that this trend will continue. The net result

should be better schools for the boys and girls of Texas.
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TEXA ASSOCLR=OF w SECONDARYSCHOOL PRINCIPALS
316 West Twelfth Sweet. Austin, Texas 78701 * Ar Code 512-472-6606

December 3. 1974

Mr. Walter E. Williams
5049 Leamedow
Garland, Texas 75041

Dear Walter:

Thank you for your letter concerning an endorsement
of TASSP for your doctoral dissertation. First let me
say that I think your dissertation would provide valuable
information needed by both superintendents and principals
in Texas. I doubt that the result for other states would
provide new information and you may have a very difficult
time in getting people from other states to fill out your
survey.

Our Association approves of this kind of research, but
we warn against sending out long detailed surveys, most
of which are going to be thrown in the waste basket. You
may or may not be able to shorten your survey. It would
increase returns.

I appreciate very much your mailing to me your information
and hope you will call on me if I can be of assistance.

Very truly yours,

Harold E. Massey
Executive Secretary

HEM:jb

118

SP



APPENDIX B

CRITERIA AND PROCEDURES USED IN THE SELECTION OF

HIGH SCHOOL PRINCIPALS IN SELECTED DISTRICTS

IN THE STATE OF TEXAS

Part I

The following questions are designed to establish the
criteria used in selecting high school principals. Please
check the items that you use or would use in selecting a
high school principal.

1. Are local applicants given preference over those from
outside the district? yes no

2. Is a written examination required? yes no

3. If yes, what type of examination is given?
a. Standardized
b. Locally developed
c. Other ___

4. Are established age limits used? yes no

5. If yes, what are the age limits?

6. How many years of classroom teaching experience do you
prefer the candidate to have?

a. None
b. One to five years
c. Six to ten years
d. Over ten years

7. Do you require that the applicant have some teaching
experience at the elementary or the middle-school
level? es no

8. Do you require that the applicant have some teaching
experience at the high school level? yes no

9. Do you have a written job description for the position
of high school principal? yes no
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10. Does board policy guide your district in the selection
of a high school principal? yes no

11. Do you have a statement of information concerning the
schools and community prepared for prospective candi-
dates? yes no

12. Is preference given to an applicant with previous
supervisory or administrative experience?

_yes no

13. Is a personal interview required? yes no

14. If yes, who conducts the personal interview? (Check
appropriate blanks.)

a. Superintendent
b. Superintendent and faculty committee
c. Superintendent and Board of Education
d. Board of Education
e. Assistant Superintendent
f. Director of Personnel
g. Other

15. If a faculty committee is used, what is its role?

16. Who rates the candidate or candidates for the secondary
school principalship? (Check appropriate blanks.)

a. Superintendent
b. Superintendent and faculty committee
c. Superintendent and Board of Education
d. Board of Education
e. Assistant Superintendent
f. Director of Personnel
g. Other

17. Are female applicants given equal consideration if
equally qualified? yes no

18. Are candidates from a minority race given equal con-
sideration if equally qualified? __yes no

19. Is a complete and thorough physical examination re-
quired of each applicant? yes no

20. Are there any physical restrictions? yes no

21. If yes, what are they?
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22. What educational requirements are required or desired?
(Check appropriate blanks.)

a. Master's degree
b. Master's degree (plus)
c. Doctor's degree
d. Administrative certification
e. Other _ _ _ _ _ ___

23. In your district, which of the following backgrounds
would you prefer your principal to have? (Rank the
top three in order of preference; 1--most important.)

a. Math e. Languages
b. Science f. Music
c. Coaching and athletics g. Others
d. Social Studies

24. Does your district require training in an intern
program prior to appointment as a principal?

yes no

If the answer to question 24 is "yes," please answer ques-
tions 25-29.

25. Are written criteria used in selecting participants for
the intern program? - yes no

26. Are screening tests used in the selection of partici-
pants for the intern program? yes no

27. If intern training is required, what is the time re-
quirement?

a. One to two years
b. Two to three years
c. More than three years
d. Other (specify number of years)

28. What are the qualifications to enter the intern
program? (Check all blanks that are applicable.)

a. Master's degree
b. Administrative certificate
c. More than three years of teaching experience
d. Must pass a series of written tests
e. Must be screened by a panel appointed by the

school district

29. Does your district hire high school principals only fromthe internship pool? yes no
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30. Does your school district use a computer in screening
applicants? yes no

31. Are all of the candidates visited in their school and
community? yes no

32. Are all the candidates asked to visit the school and
community of the school district in which the position
is open? yes no

33. Is the spouse of the candidate asked to visit the
school and the community? yes no

34. Do you investigate the applicant's service club
affiliation? yes no

35. Do you investigate the applicant's religious
affiliation? yes no

36. If yes, must applicant be active in his denomination?
yes no

37. Does the majority religious group have an effect on the
selection of a principal? yes no

Part II

In your opinion, how important are the following items of
information to the evaluation of applicants for the position
of high school principal? Please use the appropriate number
in the blank.

1. ESSENTIAL--Information is absolutely essential to the
selection of high school principals.

2. VERY IMPORTANT--Information is not absolutely essential
but should be provided if applicable and possible.

3. IMPORTANT--Information is of some importance but would
not insist that it be supplied if not readily available.

4. OF LITTLE IMPORTANCE--Information should be provided
only if convenient to the applicant.

5. OF NO IMPORTANCE--Has no bearing on the selection of
high school principals.

1. Displays poise and self-confidence.
2. Is tactful--established rapport easily.
3. Participates fully in activities requiring social

interchange.
4. Is sufficiently mature for his age.
5. His general demeanor stimulates favorable reactions

in persons he meets.



123

6. Appears emotionally stable.
7. Enunciates clearly.
8. Has good command of language.
9. organizes his thoughts logically

10. Speaks convincingly for his point of view.
11. Writes convincingly for his point of view.
12. Applies common sense to the solution of problems.
13. Is good at reconciling diverse points of view.
14. Realizes basic issues involved in a problem, as

apart from incidentals.
15. Is quick to understand new, involved, or difficult

problems.
16. Recognizes his own limitations and asks for help

when he needs it.
17. Shows evidence of imaginative thinking in his

approach to problems.
18. Can be depended upon to carry out assignments on

his own.
19. Has made good use of the opportunities available

to him in the past.
20. Appears interested in new opportunities to further

develop his abilities.
21. Is ambitious--has high level of aspiration.
22. Shows evidence of interest in or aptitude for

public service.
23. Assumes a major role in group activities.
24. Other activities (academic or work) give evidence

of leadership promise.
25. Is able to organize and promote concerted action

when called for.
26. Associates tend to look to him for assistance or

advice.
27. His personal and intellectual integrity inspires

trust and esteem.

Part III

In establishing an eligibility list, which of these important
criteria would you rank as the top ten in importance in
determining eligibility. Use 1 as the most important, 2 as
the next important, and so on.

1. Academic training
2. Personality of candidate
3. Evidence of past administrative ability
4. Written examination score
5. Candidate's philosophy of education
6. Candidate's secondary education experience
7. Impression made at interview
8. Salary terms acceptable to both parties
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9. Advanced degrees held
10. Candidate's ability to get along with others
11. Character--as shown by references, and so on
12. Personal appearance--status, and so on
13. Poise, calmness, stability
14. Physical health
15. Enthusiasm
16. Cultural background
17. Instructional leadership
18. Sense of humor
19. Intelligence
20. Broadmindedness and openmindedness
21. Ability to enlist cooperation
22. Ability to inspire respect
23. Marital status
24. Ability to discipline
25. Other

Add any additional information you wish to add:
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Group I

Group I superintendents were from the following school

districts in Texas. These districts had an enrollment of

more than ten thousand students.

Abilene

Aldine (Houston)

Amarillo

Arlington

Austin

Birdville (Fort Worth)

Brownsville

Corpus Christi

Dallas

Ector County (Odessa)

Edgewood (San Antonio)

El Paso

Fort Worth

Garland

Harlandale (San Antonio)

Houston

Hurst-Euless-Bedford

Irving

Laredo

Lubbock

Mesquite

Midland

North East (San Antonio)

North Forest (Houston)

Northside (San Antonio)

Pasadena

Richards on

San Antonio

Spring Branch

Tyler

Waco

Wichita Falls

Ysleta (El Paso)

Beaumont

Brazosport (Freeport)
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Bryan

Carrollton-Farmers Branch

Clear Creek (League City)

Conroe

Cypress-Fairbands (Houston)

Fort Bend (Stafford)

Galena Park

Galveston

Goose Creek (Baytown)

Grand Prairie

Harlingen

Killeen

McAllen

Pharr-San Juan-Alamo

Plano

Port Arthur

San Angelo

South Park (Beaumont)

South San Antonio

Victoria

Group II

Group II superintendents were from the following school

districts in Texas. These districts had an enrollment of

five to ten thousand students.

Alice

Alief

Alvin

Big Spring

Calhoun County (Port Lavaca)

Coppera Cove

Deer Park

Denison

Denton

Duncanville

Eagle Pass

Edinburg Consolidated

Greenville

Hereford

Judson (Converse)

Kingsville

Klein (Spring)

Lamar Consolidated (Rosenberg)

La Marque

La Porte

Lewisville

Longview
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Lufkin

Marshall

Miss ion

Nederland

Plainview

Port Ceches

San Benito Consolidated

San Felipe-Del Rio
Consolidated

Seguin

Sherman

Spring (Houston)

Temple

Texarkana

Texas City

Vicor

Weslaco

West Orange-Cove Consolidated
(Orange)

Windham



APPENDIX D

5049 Leameadow
Garland, Texas 75041
May 1, 1975

I am principal of Coyle Middle School in Garland, and I am
a doctoral student at North Texas State University. The main
purpose of my dissertation will be to determine what proce-
dures and criteria selected superintendents in Texas use in
the selection of their high school principals. The title of
my dissertation is "Criteria and Procedures Used in the
Selection of High School Principals in Selected Districts in
the State of Texas." The districts selected for this study
have enrollments of five thousand students or more; therefore,
your district will be included in this survey.

I am asking that you take a few minutes to complete the en-
closed questionnaire. Your reply will be completely anony-
mous; all data obtained will be combined before they are
displayed in any part of the dissertation. If you wish to
be notified of the results of this study, a copy will be
mailed to you.

The Texas Association of Secondary School Principals has
given its approval of this study. Your help and cooperation
will be appreciated.

Sincerely,

Walter E. Williams
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APPENDIX E

MEMBERS OF THE JURY PANEL

Texas

Texas Association of School Administrators

Executive Secretary: Mr. R. E. Harris
316 West 12th Street
Austin, Texas 78701

Texas Classroom Teachers Association

Executive Secretary: Mr. C. E. Sanderson
Box 1489
Austin, Texas 78767

Texas Association of Secondary School Principals

Executive Secretary: Mr. Harold E. Massey
316 West 12th Street
Austin, Texas 78701

Professor of Educational Administration

Dr. L. S. Richardson
Texas A & M University
College Station, Texas

Louisiana

Louisiana Association of School Administrators

Executive Secretary: Mr. Eugene C. Hanchy
Box 3414
Baton Rouge, Louisiana 70821

Louisiana Teachers Association

Executive Secretary: Mr. Horace C. Robinson
P. o0. Box 1906
Baton Rouge, Louisiana
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Professor of Educational Administration

Dr. Robert Von Brock
Louisiana State University
Baton Rouge, Louisiana

Arkansas

Arkansas School Administrators Association

President: Mr. Guy Fenter
Charleston Public Schools
P. 0. Box 188
Charleston, Arkansas 72933

Arkansas Education Association

Executive Secretary: Mr. Forrest Rozzell
1500 West 4th Street
Little Rock, Arkansas 72201

Arkansas Association of Secondary School Principals

President: Mr. Wayne Sims
600 Oxford
West Memphis, Arkansas 72301

Oklahoma

Oklahoma Association of School Administrators

Secretary-Treasurer: Mr. Harold Hartley
323 East Madison
Oklahoma City, Oklahoma 73105

Oklahoma Education Association

President: Barbara Ware
323 East Madison
Oklahoma City, Oklahoma 73105

Oklahoma Association of Secondary School Principals

Executive Secretary: James E. B. Sandage
3116 Elmwood Avenue
Oklahoma City, Oklahoma 73116
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Professor of Educational Administration

Dr. Richard P. Jungers
Oklahoma State University
Stillwater, Oklahoma

New Mexico

New Mexico School Administrators Association

Executive Secretary: Mr. Earl Nunn
1229 Paseo de Peralta
Santa Fe, New Mexico 87501

National Education Association of New Mexico

Executive Secretary: Mr. Edmund A. Gaussoin
2113 Botulph
Santa Fe, New Mexico 97501

New Mexico Association of Secondary School Principals

Executive Secretary: Mr. Leonard Kirby, Principal
Belen High School
Belen, New Mexico 87002

Professor of Educational Administration

Dr. Tim Pettibone
New Mexico State University
Las Cruces, New Mexico

Colorado

Colorado Association of School Executives

Executive Secretary: Mr. Arly W. Burch
11351 Montview Boulevard
Aurora, Colorado 80010

Colorado Education Association

President: Mr. Barnard L. Jacques
5200 South Quebec Street
Englewood, Colorado 80110
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Professor of Educational Administration

Dr. Thomas Saffell
University of Northern Colorado
Greeley, Colorado



APPENDIX F

MEMBERS OF ADVISORY PANEL

The advisory panel was composed of the superintendents

from the following cities:

Tulsa, Oklahoma

Shreveport, Louisiana

Fort Smith, Arkansas

Roswell, New Mexico

Lawton, Oklahoma

Baton Rouge, Louisiana

Fort Collins, Colorado
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