Utah State University

Digital Commons@USU

All Graduate Theses and Dissertations Graduate Studies

5-1959

A Survey of the Utah Public School Superintendent's Methods for
Selecting Elementary and Secondary School Principals

Keith D. Hansen
Utah State University

Follow this and additional works at: https://digitalcommons.usu.edu/etd

Cf Part of the Education Commons

Recommended Citation

Hansen, Keith D., "A Survey of the Utah Public School Superintendent's Methods for Selecting Elementary
and Secondary School Principals" (1959). All Graduate Theses and Dissertations. 2782.
https://digitalcommons.usu.edu/etd/2782

This Thesis is brought to you for free and open access by
the Graduate Studies at DigitalCommons@USU. It has

been accepted for inclusion in All Graduate Theses and /[x\

Dissertations by an authorized administrator of /\

DigitalCommons@USU. For more information, please (l .()A]_ UtahStateUniversity
contact digitalcommons@usu.edu. /'g;m MERRILL-CAZIER LIBRARY


https://digitalcommons.usu.edu/
https://digitalcommons.usu.edu/etd
https://digitalcommons.usu.edu/gradstudies
https://digitalcommons.usu.edu/etd?utm_source=digitalcommons.usu.edu%2Fetd%2F2782&utm_medium=PDF&utm_campaign=PDFCoverPages
https://network.bepress.com/hgg/discipline/784?utm_source=digitalcommons.usu.edu%2Fetd%2F2782&utm_medium=PDF&utm_campaign=PDFCoverPages
https://digitalcommons.usu.edu/etd/2782?utm_source=digitalcommons.usu.edu%2Fetd%2F2782&utm_medium=PDF&utm_campaign=PDFCoverPages
mailto:digitalcommons@usu.edu
http://library.usu.edu/
http://library.usu.edu/

A SURVEY OF THE UTAH PUBLIC SCHOOL SUPERINTENIENT'S METHODS
POR SELECTING ELEMENTARY AND SECONDARY SCHOCL PRINCIPALS
by
Keith D. Hansen

A thesis submitted in partial fulfillment
of the requirements for the degree

of
MASTER OF SCIENCE
in

School Administration

UTAH STATE UNIVERSITY
Logan, Utah

1959



TABLE CF CONTENTS

Page

INtroduetion  ecevsevrcernnesarssraracsnsessanssecsavrsnssersascssncnns
Statement of the Problem ..scvivscessstvasssssssasssassssens
Review of the 11terature® ..ssecscesossvenssvsvrestrvsnsnsvcnssnsana
Nesd for adequate selection procadures ..sseessscerevsssosss

Screening procedms  FEENEE NN NEENE N ENNNENEENENNREREES.IERES:ENJBK}]

oo O Wt R W

Qualities possessesd by successful school administrators ....

&

The selectlon procodUre .ssscesssssvsssssesrsscsssacasansans

Recruitment, screening, and selection of executives
iﬂ industnr P E XX FEEEES RN ENFNERNR N RN S NFE NN NN EENEN N NNNEENNENNNN NN N ) 15

Programs being sponsorsd to mszsist in the selection of
Gduaatiﬂn administmtora LI W W BRI B S BN NI AN B R BN RN NN BCRCCRN NN ] 16

General SBUMMAYY .ssecescessvesevssosvocsvanasennsassassnanss 10
Methods and materinls ...ceceessssercasecssessosssennssennssssere 18
Construction of the questionnsir® ...ceeevsccccesssscaveaces 1B
Pretest of the questionnalre ..ssssccessscssenssssvsssassass 22
ROBULES sccssasarasevresesassossssvnossosssssrncssasscascsssansase 29
Sereening ProCedUTSS sessesscessessssesssssssssvsnnssnsssass 20

Special consideraticns that may be determining factors
1n seleetion [ F RN ENNENNNENNENNENNENENNENERERERENNEJNNENNENRINEMNNNENNNESNNNNJS 29

Superintendenta' preference of academic background and
PNVj.O“B Cxpsriannﬁ I I N T R N T T Y R T RN AN W 31

Superintendents! perception of importent cheracteristics ... 32
Sumry and ooncluaions L I I I BN R RN R BB RE N RN R N N N O B NI RGN N N 57
Liter&tu.m Cited AP AN SRR RAN A ARG AR BRSSO RE A l&0

Appendix Ry I Iy T T T NI TYT YT T ETYTYTYTYTYTYTYTYTYTTYTYy ll'}



INTRODUCTION

This thesis ie part of a series of c¢oordinated ressarch projects
undertexen by the College ol Education at the Utah State University,
The series was under the generel dirsotion of Dr. Walter R. Borg
working cccperatively with the State Department of Public Imstruction
and the superintendents of Utahts forty school districts. The supsr-
intendents of the state of Utah in recognizing the fimportance of
improved selsction systems for adminiatraters and upon noting the
lack of any standard procedure for selection, asksd the Utah State
University to accept the problem for further research, The inlitisl
evaluation of the entire problem resulited in studles being undertaken

in three separste areas,

The major ares csonsldered in this thesis wes a survey of the
current methods being employed by the superintendents of Utah in
their aelection of elementary and secondary school principals. The
gsurvey wes designed to reveal the basic charmscteristics and qualities
which the 40 district superintendents of Utah considered to be the
mest importent, Additional informetion wes requested eoncerning the

importance of religion, previoue sxperience, university preference,



types of exeminetions and interviews that are given, type of ascademic

background whioh is preferred, stc.

Before meking this survey, the writer hmd to detarmine what
basie characteristics and qualities were considered %o be important
by authorities in the fisld of Education Administreation, A detailaed
review of the literature proceeded as follows. In thirty-five studies,
all of the characteristics mentioned s& being importent for a principsl
to popsess wera listed on separate oerds, The ¢ards were then scorted
intc individual piles and a tsbulstion was made of the number of
gtudies that mentioned each characteristie., Information for this
survey was based on the amsumption that those charscteristice which
mere euthoritles in the field of Xduocation Administiration listed as
being important, were actually the important charsoteristics and

qualities for a prineipal to poaseas.

Following the tabulstion of the indlvidusl piles, the ocharacter-
istics were then divided into major ¢ategories. Under the category
of professional knowledge and skills were listed suoh areas as the
knowledge of budgeting and finance, ocurriculum development, understand-
ing of c¢hildren, and achool law, It alac ineludad skills in meanege-
ment and administrative abllity, executive sbility, and the abllity

to organize effectively.

A second category, intellsctuml abllity, covered the areas of
intelligenes, good judgement, originality, and initiative, The

personality chareoteristics were estegorized and included such gual-



e

itiles as optomism, confidence, emotional meturity, and a sense of
humor. The human relations skills of being soclable, helpful, ecop-
erative and demooratic were listed ss a separate group. Other smaller
groups such as the physical characteristies, the ability tc commmn-
jecate freely, and interest in community respeonsibilities were alac

listed,

Those major categories and individual characteriastics which
were mentioned by most writers were used as a basis for this survey.
From this list of charscteristice and gualities, the Uteh super-
intendents were to determine which were the moat important and lesat
importent. The results of thia survey geve an indiesticn of the
characteristics and qualities the Utah superintendentt's consifered
to be important for their principels to possess and also showed

the actual means of selection that were belng uged,

Statemegt of the Problem.

This research was bullt upon the premise that there are c¢ritical
elemsnts of administrative behavior that are importent to success
for a scheol prinecipal, The primary problem for this resesrch was
to determine the prinsipalts perscnality traite, academie achievement,
and physlesl charscteristics thet are considered to be most important

by the school district superintendents of Utah.

Information was gesthered pertaining to other genaral aress which

may influence the selecticn of a sehoel principel. Some of the areas



which were explored by this survey are:

1. Are any measuring devices administered to candidates?

2, TIs the candidate interviswed by anyone other then the superintend-~
ent?

3. UDoes membership in civie, fraternel or religicus crgenizations
influence selection?

¥, 1o superintendents prefer to seleect their princiyals from the
teeching staff of their respective distriets?

5. Do superintendents melect a home-town candidate?

6., Are handicapped individuals glven equel consideration with other

candlidates?

This survey was ccncernsd with the specifie Items listed abeve
and other related areas to glve an indication of the principal aselec~

ticn problem in the state of Utah.



REVIEW CF THE LITERATURE

Need for Adequate Selecticn Procedures.

The need for adeguate and consistent selection policles and
prectices has never been greater than it is at the present time in
the fisld of Eduecation Administration. Systematic smelectlion practices
are nesded to study the demands of the job and then find the person
with the qumelities and training necessary tc be a sueceasful school

administrator.

Richard L. Featheratone made an analysis of the practices regard-
ing the selectlon and con-the-job training of elementary school prin-
cipals in Chioc city schools (B), The data were obtained by two
questionneires, the first being sent tc the superintendents of the
135 Chio eity school distriets. A second questionnaire, to get
more detalled informetion sbout the progrems, was sent to selected

superintendents who returned the first gquesticnnaire,

The returnas of Feestherstone's study showed 52 superintendants
who said they hed appropriate policies regarding selection. However,
his closer examination revesled that only I of these 52 could be
eonsidered well defined., Concerning on-the-job training, 11 super-
intendents said they had definite progrems end 49 reported acme
appropriate policies. Teatheratcnets final data revealed that only

3 cities hed a well defined program. Most of the programs consisted



of the superintendent working with the newly chosen prinsipal.

An enalysis of the selection programs as reported by Feather-
stone, showed several major fastorg were present in the selestion
proecess, The superintendents require the prineipal to have had some
type of prior teaghing experience, There were variations of both
the amount end type of this teaching experience, Recommendations
were required from a former principsl or supervisor along with s
transeript of credits. All dlstricts reperted thet some $ype of
oral examination or interview was being administered to the candidete,
however, a closer examination revealed these to be a general, informel
interview with the superintendent. Only e very Tew districts offered
the candidate en interview with the board or sdministered any form
of written sxamination. The results of the study showed that the
final selecticn is in the hends of the superintendents without the
benifit of any help from the school board. The majority of the oases

studied showed that principals were chosen by the subj)ective Judgzment

of the superintendent without the use of any objective deata other

than college oredentisls,

Sereening Procedures.

The Editorial Committee of the National Elementary Prineipal
conduated s questionnaire study to obtein information on selection
practices {7). The questionnairee were sent to 689 city and town
superintendents., When asked to report the major method used in

screening the candidates, 373 replied. Of thie number, 283 indicated



that observation by the superintendent was the majJor method. Other

methods of sereening reported in this study were mede on the basis
of age, sex, experience, and academlec preperation. The superintend-
ents listed 81 perscnal qualities they would desire in elementary
principals., Sixty-thres superintendents reported the use of exanmin-
ations, FHowaver, these were found toc he Lg rhysical examinationa,
16 goneral exsminstions on edusation, 9 intelligence tests, 10 emo-
tionel maturity and stability tests, end % national teachers examin-

ations.

The coneluslons of thia extensive study show that few cities
have any plan to discover those who would meke & good mdminiatrator.
Cnly twe in filve cities attempt to keep a list of potential candi-
dates, Some oitlea, especielly larger ones, have made prograss in
setting up criteris with respect to perscnal gquelitvies, experience,
and profeasional preparaticn, however, most cities heve not applied
sclentific methods, It was aslso found that superintendents select

their prinecipels with little cor no help.

¥Mr, J.E. Oreen made & study of the methods of selection used in
31 large cities of the United States (14). In the area of recruit-
ment, there wes found to be no definite pattern in use by all cities.
Some advertise in newspapers, soms heve constant files of applicanta,
cthers utilize unilverasity placement bureaus, and in cne eity, the

elassroom teachers are requested to recommend espable colleagues.
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Green's study showed %0% of the olties employ a written test
while 60% do not. The tests vary in length from cne tc twelve hours.
Many veriations of testis were used, moet of which had little bear-
ing on principsl selection. The personal tests ooneisted chiefly of
the personal interview with the superintendent which varied from en
informal fifteen or tweniy minutes ¢o 2 very carsfully plannsd meet-

ing.

Thue far, the literature has shown that some problems exist in
the present methods for principal selection being employed. The
literature c¢ited has elsc shown that many different methods for selec-
ting schocl sdministrators are used, MNost of these methods are similar
in the sense that, the supsrintendent mekes the melection, the candi-

date 1s interviewed, and the college credentials are exemined.

Qualities Possessed by Successful School Administrstors.

An excellent definition of &n educaticnal administrator is given
by George S. Counts (5). He describes a school adminisirator as one

who,

Must appreclate tha significance of such basic american
values as the worth and dignity of the individual, the
freedom to teach regardless of church affiliaticn, the
idea of human brotherhoed, and the traditiocn of aocademic
freedom. His decisions sre not made in an ivory tower,
but in a situetion literally seething with conflict and
preasure from which the school ecannot enjoy immunity.
All decisions must be made in the eclear light of know-
ledge of these existing forces and oonditions, Therefors,
the aedminiatrator, in the realm of decislon-meking mey
rise to the highest levels of democratie leadership and
statesmanship, or sink to the depths of political oppor-
tunism, selfish meanipulation, or autceratie role.



The litersture describes many peraonal gualities which are
thought neceszegery for success sg a school administrator. Shane and
Yauch, in their book, Creative School Adminjistration, have liated
the personal and professional ccmpetencies of the mature leader {25).
The creative educetionel leader:

1. Pogsssses a practical, democoratic philesophy which 18 epplied
in his relationships with others,

2. Develops a gragp of the prineiples of human lesarning, growth
and development whioh sensitized him to the meturstional nesds
of ehildren, youth, and adults.

3. Attains smotional and intellesctual seourity refleoted in a
quality of parsonel living consistent with good mental hygiene.

4., Has personal honesty and integrity whioh governs his thinking
and behavior with regard to sincerity, courage, and ecandor,

5. Reflects the desire to improve his personal resources.

6. Possasses a growing generzl cultural background whioh is improved
methodicelly and deliberately.

T. Consistently engeges in socepteble recreaticnal activities.

8. Is incremsingly well-informed with regerd to sceisl, politieal,
and economic trends which ensble him to contribute to his
sommunity sonvironment.

9. Participates in social consequential adult activities, both
e¢ivie and professionel.

10. Hes physical health and motivetion which are mirrcred in
vigcoroua working habits,

11. Has gbllity in salf-expression which i3 essentislly socund and
free of demagoguery,

A report of a work confersence on Developing Leaders for Edueation
by the Natlonal Conferencs of Professors of Edueational Administration

states that 1t 1s likely that there are general qualifications which
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would be desireable for ths administrator of any school €0 possess
in some combination (21), For the administretor of demcoratic
inelinations and practices, it would appear desireable to have
personel attributes auch as these:

1, Abiding faith in and convietion of, the importance of education
in a demceratioc soclety.

2. Superior Intelleotusl capacity.
3. High degree of sccial intelligence.
I, 1Initietive, rescurcefulnees and inventiveness.

5. Coopsrative attitude -- a desire to develop power in others rather
than exercise power cover cthers,

6. Personal attractiveness,

7. Drive -~ the ebility to work hard persistently toward desiresble
objectlives.

8. Physieal and mental health.
9. High moral cheracter and perscnal Integrity.

10. Sound judgement mnd common sense.

A report by A. Templeton on the Yonkers System of Selecting
Prineipals, oontained g list of quslities which they felt were
necessary for success as a principal (31). Most of the characteristics
menticned In this study ere alsc found in the study by the Netionsl
Conference of Professscrs of Eduocational Administration oited previously.
However, two additional characteristics were listed whiech merit mention.
They are administrative ability and understsnding of childrsn. The
principal of today's scheools must be an effsotive leader for his

teachers and understand the 'whya and wherefors! of his students.
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A summary of 194 studies on personal factore esscciasted to leeder-
ship was completed by Ralph M, Stogdill (28), Additional characier-
iatice given by thia study ars, dependebility in exereising reapon-

sibilitien, soclo-sconomic status, self confidence, and verbal facility.

The combined results of the studies cited show ths readsr that
the desired sharsoeteristies for s principsl are mumerous and overlap
into many different categoriea.. A total of 35 studies in the fleld
of principal selection were carefully reviewed as part of this asries
of research projects., The result of this systematio review produced
& list of the characteristies most fregquently mentioned as importent
for the success of a principal. The reeder is referred to the sppendix
for a complete listing of this review of the literature, Table I,
shows the most important charsocteristics in thelr basic ocategories

and the percent of studles which menticned them,

Table I. Results of the listing operation of the important charascter-
igtica for principel success.®

Important Characteristios Percentage of Mention

Professional Knowledge

Child growth and development 29
Curriculum development 69
Philosophy of education gé
Profesaional training

Professionel Skills

Management and administrative ebility 91
Executive ability 60
Good orgenizer 63

Participation in professionsl aetivities 29



Table I. {continued)

Importent Charseteristics

Percentage of Mention

Intellectual sbility

Good Judgement
Initiative
Intelligence
Criginal

Charactar
Honest
Loyal
Moral
Sincerity

Human Reletions Skills

Accepta suggestions
Cocperstive

Faculty relatiocnships
Fair

Sceclskle

Understands people

Conducts school democratiocelly

Porsonality Characterlisties

Calm

Emctionelly mature
Enthusiasm

Good personality
Libveral in thinking
Cptomietic

Physieal Characteristics

Abundant energy
Neat appearance
Good health

Communicative Sk1lls

Communicate fraely

Community Responsibilities

Interest in community affairs

Public relations

;
43

11
L
20
11

23
23
20
1

20

34
29
60

S

60
60

& DPata baged on 55 studies dealing with prineipal selsction



The literature csonteinsg a weslth of data which supporta the
contention that a school administrator is a composite of meny complex
cheractaristies, traits, and skills, It alsc shows that meny of the

writers agree as to what some of the important charecteristics are.

The Selection Frocedurs,

There 1s s gensral leek of a systematlc approach to the selection
preblem, Studies have shown that even where distrlets do elaim 4o
have a selection progrem, actually, they do not except for a few

unrelated procedures,

The literature reveals several different approaches to the selac~
tion problem. 1In order %c melect a new superintendent at St. Louis,
the school boerd members asked the presidents of three universities
to recommend one men each from their respective universities to act
as an advisory committes. This committee wes to recommend six cendi-

detes for the position (24).

The Yonkers School System selsocted their principals a little
differently. Applications were invited and then the applicents were
interviewed by s committee consisting of the superintendsant and
other system leaderz. The committes scored the applicants on a point
basis, After the interviewing was completed, they had eleven pecple
who rated high con their evalustion system. The cosmittee then recomm-—
ended six of the remaining eleven and voted for the six they preferred,

The final decision was left up to the superintendent (31).
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A nation wide sampling of superintendentst cpinions was conducted
by Nations School (1). Their basic area was "How Should a Superintend-
ent be Selected?" The following are the resulta of the sempling:

1. Should the selection and employment of & superintendent be solely
the responsibility of the mechool board?

Yes -- 75%, No -- 244, No opinion -- 1%,

2. Should the lcecal school board gseek cutelde sxpert counsel in setting
up procedures and qualifieations for filling the positions of super-
intendent?

Yog == 75%, No == 19%, No opinion -- 6%.

%+ Should the wishes and attitudes of citizens be reflected 1n any
committee?

Yes -- #4%, No —- 474, No opinion —- 9%.

4, Should teachers have any part in the selection or hiring of a
ayperintendent?

Yes -~ 25%, No -- 69%, No opinion ~- &h.

The literature reports that there 1s no one policy accepted by
all school administrators as to who should make the aotual selection.
Soma of the opinions of writers on the subjeet feel the superintendent
should be fully responsible while others say the school bosrd should
make the decision., Committeses have been suggested which are t¢ be
compoged of teachers, leymen, the superintendent, and boerd members,

A few writers have attacked the colleges of education by ssying that
i1f more selective measures ware taken for admission inte graduate
work of educetion administretion, then the finished prcduet would
not require such complex screening procedures when trying to cbtein

employment.



Recruitment, Sereening, and Selection of Executives in Induatry.

The field of industry haa similer problems to edusstion in
chosing thelr executives and presently seems to be handling the
situation with a fair degree of suocesa, The following is the gen-
eral procedure currently being used by industry {11){17}(26):

1. The candidates are obtained from the faciory perscnnel racords,
vlacement bureaus, and newspaper advertisments,.

2, The ocandidates are gilven s mseries ¢f verbal and non-verbal intell-
igence, perscnality, and smotional maturity tests.

3. The candidates are interviewed individually by several pecple
which inelude, the psychologlet, personnel msneger, and the

board of directors. The group encourage conversation sbout home,
school life, work history, and spare time pursuits.

4, The group of candidates are given a guided tour around the plent
where they observe the actual operation and note specifie problem
arsas,

5. The group is given dinner with the board of directors where mental
notes are mede on their soeial and individual behavior.

6. The group 1s seated in a eirele to perticipate in the leaderless
group discuesion and discuss eny topic on which they may decide.

7. The group is given the problem situation discussion whieh is the
same g8 the le=sderlesaz group discussion with the excepticn that
they discuss = problem which was brought to their sttention on
their previcus tour of the plant.

B. Eaeh candidete is instructed tc write a thumbnail sketoh of the

others and himeelf paying particular attention tc the peracnality
in ¢connsoction with the position belng sapplisd for.

After participating In a sslection process such as the ons just
deseribed, the candidates are found to be happy with the procesdings.
They feal that they have profited greetly from the experience and that
the sslection was fair (11). In industry, the finasl selsction decision
is the result of s group working con a cooperative basis. The group

ineludes the personnel mensger, board of directors, and pasychologlst.
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Progrema Being Sponsored to Assist in the Seleation of Education
Administrators.

Authorities in the fisld of sducation are not entirely unaware
of the problem of administrator seleotion and several programe have
baen sponsored tc try and work cut a aclution. Cne of the mein groups
sponsoring these progreams is the C,P.E.A. (Cooperative Program in
Educational Adminiatration), The southwest C.P,E,A. with headquarters
in the University of Texes im working on e "Block of Time Program®
for thes selection of eandidatee for greduate sehool in educational

administration (19).

Ohio State University ls leading the study on the role of the
schocl principel, The main areas of this study include, {a) how ia
the prineipsl selected? (b) what does he do? (o) whet characteristics
dces he possesas that contribute to his success? and (d) how mueh

training has he had and what does his training consist of? (23).
Harvard Universlity is determining the rolea of the leader and
Stanford University is atudying the edueational leader, his rcle

and characteristios (20).

General Summary,

The literature indicates the problem of prineipel seleetion to
be common to ell school distriets in the United States. A large amount
of literature has been written on the subject, however, for the purpose
of this atudy, only studies made during the last 10 years were congid-

ered, It ia noted that, generally speaking, superintendents utilize



very little 1f any objective data in the selection of prineipels.
The data that is used ususlly consists of & perscnal interview with
the candidﬁta, & transeript of eredits, end a lstter of reference.
Using this =small amount of date, the superintendent ususlly makes

the finasl declsicn without any esslistsnce from the board.

The literature reviewed also showed many lists of gharacter-
isties whieh are congidered to be Importent for prineipsl success.
Many writers have a general agresment as to some characteristics
which are of prime importanaes., A systematice review of these sher-

acteristies 1s found in the appendix.

In the scresning prccess, the literature recommended the use of
examinations sush as intelligence, emoticnal maturity, and psrsonality
tests, It is alsc sugegssted that the candidate be given the oppor-
tunity of partieipating in a leaderlesa group dlscussion to validate
the test results. All the objective date that are available should
be used in meking the seleotion, In making the final seleotlon, it
is reccmmended that the decision be the result of a group (superintend-

ent and board) rather than the superintendent alone,



METHCDS AND MATERIALS

Conatruction of the Questionnsire,

The various parts of the questionnaire were conatructed follow-
ing a eareful atudy of the literature noting ths current trends and
selective eriteria that are either suggested or being used by euthor-
ities in the field. It was desigusd tc reveal aa much infcrmetion
as possible about the methods being used at the pressnt time in the

selection of prinecipels in the state of Utah.

The digouszsion of questionnaire conatruction is limited to four
major areas: methods baing used in the screening of candldates;
special considerstions that msy be determining factors in selection;
the superintendents' preference of aceademlic background and previous
axperience; and the superintendents! pereception of Important char-

acteristies.

Sereening Procedurss. The current trends in the selection of

administratorz in business and industry employ the use of various
examinations as predietcrs of success. These exeminstions are both
written and oral. The transfer of this type of seleetive criteria

to the fisld of sducation seems highly dezireable, however, the curr-
ent literature notss a definite lack of this 4ype of procedurs in the
gselection of administrators in educetion, The ectual selection pro-

cedure is conmidered to be more valid if the decilaion is the result
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of several people rather than merely one person (the supsrintendent).

These aress ware felt to merit = section in the questiconnsaire.

There eppears tc be a trend for sdminiestrators not to conaider
& letter of recommendation to be a valid representation of the indi-
vidual due to the over usage of descriptive adjeotives. The experl-
menter therofore designed a meetion of the guestionnaire to determine
whether the superintendents of Utah request more then the usual bits
¢f information in their application forms. Ineluded in this gection
ie information concerning ebstainance from tobacco and aleohol, medical
certificatae, membership in civie, fraternal or professional orgen-

izetions, ete.

Special Considerations Thet May be Determining Factors in Selec-

tion. The gquestionnaire wes designed to answer such questions as, do
Utah superintendents prefer thome town' candidetea?, and do they
prefor a candidmte who is from their own distriet rather then bring-

ing one in from ancther distriect?

The predominant relligion in the state of Utah 1s the Churoh of
Jesus Christ of Letter Dey Saints or mores commonly referred to as the
Mermon Chureh. With such a strong predominance exlating among the
populacs of the state, 1t sppeared to the experimenter that a religious
rreference may exist on the pert of the superinitendents, Tharefore,

informatlon eoncsarning this possible preference wae desgired,
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¥With the meny World War JI and Korean War essualties going into
the field of education, a section was designed to determine whather
they would be gilven aqual consideration with the other candidates.
Also to be determined was the degree of impalrment a physically handi-
capped person may pogsess before he should not be considered as a

possible candidate.

Many authorlties recommend that the candidate vigit the prospec-
tive school distriet to ncte such things as living accomodetions,
religious and ecivic organizations, the scelety in general, educational
facilities, etc. The current trend in business edministration is for
the company to pay the treveling expenses of the prospective candidate
to meke such a visit, A ssction was Included to mee 1f the school

distriets were following this trend.

Superintendentst Preference of Academic Background and Previous

Experience. Some authorities in the fleld of educational adminlatration
geem %c feel that certain types of academic backgrounds are more pre-
ferred than others. The same is true with the type of previous work
experiesnae, The questicnnaire waeg designed to reveal the preferences
of the superintendents. The academic backgrounds given consideration
were degrees in accounting, business administration, education, pol-
itiesl selesnce, sociclogy, and physieal sducation., Areas of work
experisnce considered were bookkesper, custodisl work, business exec-
utive, salesman, bvank teller, farmer, positions of church leadership,

and cutstanding public relstionist.
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Superintendentst Perception of Important Characteristies, The

final section of the questionnaire i3 & list of basic¢ characteristics
or gqualities which are frequently noted in the literature ss being
important for an administrator $o pogsess. In order to develop this
saction, an extenaive survey of the litereture was made in sll areas
releted to the selection of administrative personnel. Fech char-
aocteristic that was menticned inh an article was listed on a seperste
card. The result of this earefull survey and listing procsdure
amounted to 913 cheracteristic cards. The basi¢ theory behind this
cperation is that eech writer will list the charaoteristics he feels
t0 be most Ilmportant for an administrator to possess and those
charaseteristics whioh most writers feel to be important are actually

the mcst important and are worthy of ccnsideration,

The mass c¢f ¢erds was then sorted into pilee of like ¢haracter-
istics and oard counts were made. TFollowing the card counts, the
charascteristics were categorized intoc eleven basie parts which are
ag follows: profesalonal knowledge; profesalional skills; intellectuml
ebility; character; human relations gkilla; sociml sctivities and
responsiblilities; personality characteristioes; physicel charasteris-
tios; communicative skills; comminity responasibilities; and general

knocwledge and miscellanecus charsecteristics.

For the sake cf brevity, several of these bhesioc srsss were com-

bined in this questionneire. The combined 1ist ineluded the following
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categories: professional knowledge and skills; intellectual ability
and personality characteristics; and humen relation skills and other

miscellenecus characteristics,

The questionneire required the superintendent to go through the
three separate llsts end note the three most important and the three
least importent in each of the cetegories, Upon the completion of
the third list, then the superintendent wes inatructed %o go over
the entire list (ell three categories together) and note what he
econsidered to be the three most important characteristies, Finally,
he was to select the eres which he felt wes ths most important for

principal sueccess.

Pretest of the Questiomnaire,

Yollowing e careful pericd of editing, the guestionnaire was
put into semi-final form. Such items as logation, clearness and
exactness of gqueations, elimination of ambiguity, and ezse of admin-
istration and georing were very carefully considered in essembling

the final draft.

The questiconnaire was then evaluated by several key personnel
in the fleld of eduecation at the Utah State University., Their commants
resulted in a few minor changes. The questionnaire was then adminiatered

to two professors and one graduate student in the ¢cllege of education



in an attempt to find the everage amount of time requlred tc complete

the questions. The average wes 97 minutes.

The geographiecel area of southern Idebo is very similer in many
respects tc Utah. Particularly is thias true of the prefarsnces,
likes and dislikes of the people, socisl pressures, economie status,
ete. ¥ith this in mind, the questionnaire was sent to 28 superint-
endents in southern Idaho, to see if there were eny errors which had
been overlooked, Along with the cuestionnaire went a letter of trans-
mittel expleining whst the study wes about and solieitling the support
of the superintendents on the project. Of the original 28 questicnn-
aires sent for the pretest, 25 were returned. This is en example of
the interest which administretors heve in the problem. The returns
showad the questionneire to be fairly complete. A few minor changes
were made as result of aome excellent constructive criticism (see

Appendix A for finel form).

Prior to the time of administering the guestionnaire, all of the
superintendenta of Uteh were well acquainted with the problem of
administrator selection since they had asked for the study and had

voted to support the project.

The questionpaire was then placed in itta finsl form and majiled
to the 40 superintendents of Uteh. *1th it went a lettsr of trana-
mittel signed by Nr. John C. Carlisle, Dean of the College of Fduca-
tion at the ('tah State University. The letter explained briefly the

project, the importance of the findings, end enlisted the subjectts



ald in accomplishing the goal of the experimenter.

Of the originel forty questicnnaires that were sent, thirty-five

were returned immediately. TFour of the remaining five were returned

efter receiving a follow-up letter. The last cuestionnaire was returned

after a telephone call was m:=de by Dean Carlisle., The results of this

study are based on a one hundred percent questionnaire return,



RESULTS

This sseotion will deal only with the mejor findings of the
questionuaire and for a complete list of all results, the reader is

referred to the appendix.

The informetion received from the questicnnaire results ahowed
the problem of principal selsotion to be of major concsrn becasuse in
the state of Utah, the superintendents are hiring or appointing new
principals at the everage rate of cne per year. The sctumsl averarce
is 3.125 prineipals hired per superintendent for the past three years.
The most prinecipals hired by & single superintendent in the past three
years was fifteen, GSilx superintendents repcorted that no prineipals
had been hired during the same periocd, Thise turnover reate indieates
that the fleld of education edministration cffers many job opportuni-

tiea for qualified personnel,

Once the edminigtrator in edueation has atisined the pesition
of superintendent in the state of Utah, he can sxpect tc remain employed
for severel years, The forty supsrintendents have beon in their pre-
sent positions an average of 8.575 years. Four superintendents have
been in their prestnt positions more than twenty years (the highest
being twenty-five years). Many have been superintendents previously
in positions other than the one they now hold., Thirty-nine of the

forty superintendents hold a current administratorts certificsate.
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From the above information, it 13 eesily noted that the super-
intendents of Utah are well qualified, permanent, professicnal people
and that the selection of principals iz ope of the major problems
they are confronted with. The one hundred paroent guestionnaire
return shows their interest in doing sll they can to improve the

current methods being used in the selection program,

In diascussing the results of this survey, the four me jor areaas

of selsotive criteris will again be used,

Sereaning Procsdures,

When the ocendidetes are being eonsidered for a prinecipalship,
questionnaire dsta indicate that the acreening procedures consist of
very little if any objective measurement., The superintendenta must
rely on inspiration, intuition, and other forms of subjective evalue=
tion. A total of 75% reported that no examination of any kind wes
edministered, 20% give an oral examination following a definite sst
of previously preparsd questions, and 5% administer a locally developed
written examination. Thus, there is a definite leck of information
perteining to such importent aress as intelligence, perscnelity,

interests, problem sclving ability, leadership ebility, etc.

All of the superintendents reported having a perscnal interview
with the candidate and in most ¢amses, this is the only interview they
receive., Only hot give the candldate a perszonml interview with the

board, In most cases {60%), the superintendent elone must evaluate



the candidates potentialities and rely on his own jJudgement without
the essistance from othera in meking this important deeision.
Figure I. shows the comparison between the subjective and cbjective

date being used by the superintendents in melecting their principals.
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FIGURE Y. Examinations and Interviews Given Candidates.

None of the superintendents sllow saveral candidates to sasemble
at one time to give them the beneflt of a lesderless group discussion.
Thus, the few who administer examinetions have no behavior messures
with which t¢ c¢ompare the resultis ¢f thelr penc¢ll and paper tests,.

A person can sometimes fmke on these examinetions and without the

benefit of the leaderleas group dlscussicn or some other behevior



measure (where true persocnality charasteristics ere more likely to

emerge) such falsification could go unnoticed.

When the application form is submitted, most superintendenis
require the three usual bits of information; references, previous
experienge, and & trensceript of eredits., The transoript of credita
i3 the cnly resl objective data, however, it has many limitations.
Previcus experisnce 1s valuable in that one omn ettempt to evaluate
a candidatets potentielities by what he has slready accomplished.
In many cases, the letter of reference is of little velue becauss
the ecandidate will only obtain cne from en individual whom he is
certain will give him a good recommendeaticon, Less than 50% of the
superintendents ask for information such es religious preference,
race, photograph, membership in eivic, fraternal, or professicnal
organizations, abstainance from tebaceo and aslechol, and e medieal
certificaete, It appears that the physieal heslth of a candidete is
of 1ittle importance in education sven though the field of business
administration considers it to be a very impertant factor. A comp-
arison of the items reguired on the application forms by the super-

intendents are shown on Figmre II.
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PIGURE ITI. Information Required on Application Forms.

Special Considerations That May be Determining Factors in Selecticn.

The lsrge number of educators receiving higher degrees from certain
renowned univereities suggest the posaibility that graduation from a
large out-of-state university may be a determining factor in obtaining
a desired employment., This is not the ¢ase in Utah because 686 of
the superintendents felt the candidate for a prinecipalship would have
the same chance of cbtaining the position if he was e graduste from
either & large in-state univeraity, ocut-of-gtate university, or a

teachers college.

The date indicetes the principel will have & better chance for

employment in Utah if he iz 2 member of the Chureh of Jesus Chriat



of Latter Day Saints, The advantage of being a member of the predom-
inant chureh in the state might be interpreted from the fact that
55% of the superintendents prefer principals who are members of the
L.D.3. ehurch, If 55i of the superintendents admit thet a aspecific
religious affiliation is important, then 1t is indiecstive that such
a factor exists and prcbably is part of the seleactive coriteria in

use at the present time.

The data indicmtes that handleapped personz mey continue in their
pursuit of a degree in education administration end fesl certain they
will receive a fair chence in Utah as 60% of the superintendsnts feel
the physically handiecapped person 1s given equal ecnsideration with
the other candidates, However, this is true only in the cese of
minor handiceps up to and ineluding the loss of a limb, There was
almost unanimous agreement that those people with severe handicaps
should not be consldered az possible candidates, Thoge listed as
severe were speech difficulties (stuttering, lisping, etc.}, blindnesa,

and dsafness.

Thse deta suggests that the position of prineipsl is granted as
an award for serviee rendered as & t{eacher rather than being a place
of smployment for the perscn who hes completed a gpecifie ecurse of
training. The chences are very slight cf going immedistely into a
rrincipalship upon completion of academie requirements, as 85% of the
superintendents indicated 2 prefersnce of the candidate who has come

up through the teaching ranks of their respective distriets.



The ourrent trend fcr the employment of administrative perscnnel
recommends that a candidate for an administrative pogition meke a
verscnal visitatlon to the place of pessible empleyment, Such e vigit
must he made at the candidatets own expense in Utsh, Mcoat school
distriets do not seem to feel that s travel reimbursement service is
neocessary becesuse 65% will not pay the traveling sxpenses of the

potential candidate,

Superintendents! Preference of Academiec Background and Previous
¥xperience.

In determining the preferences of the soademic background, the
date showed that the superintendenta of Utah evidently respsot the
training program given in the fleld of educetion because 100% of thenm
falt the best posaible background for a poetentiel principal to have
would be a degree in Education., Twenty percent listed & degres in
Business Administration which is probably the result of the bhusiness
like role the principal is required to play in the present day achool.
Even though many coaches are advanced to the prineipalship, only 3%
of the superintendents consider Fhysical Fducation to be a good

academic background for the position.

Heving sxpsrience as an outsianding publie relationiat wasz con-
gildered to be the best type of background for a principalship candi-
date to have. This of course comea from the trailt designated as
tunderstanding pecple?! which was considered to be the most 1@portant
charanoteristic in the Humen Relations category, as indieated by

the response from the Utah superintendents. Fifty-eight percent
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listed experience as & business axecutive and 35% listed experience
in a major position cof church leadership. This still shows that
leadership in religicus activity ias considered to be an importent

quelifiecation in the selestlon procedure.

Superintendents! Parception of Important Characteristics,

Thiz section will consist of a discussion on those characteriatiocs
which the superintendents perceived tc be considered importent for
principal success, A comparison will be mede between those character-
isties mentioned moat frequently in the litersture and those the super-
intendents conasider to be most importent, In sach of the major cate-~
gories, the characterlisties will be liasted in the order of their

importance as determined by the number of times they were mentioned.

PROFESSICNAL KNCWLEDGE AND SKILLS.

Literature Mentioned Superintendenta' Responae

1. ¥anagement & sdministrative abllity. 1, Management & administrative
ability.

2, Curriculum development. 2. TPhilosophy of edusation.

3, Professicnel training. 3, Understsnding of children.

4, Understanding of children, %, Professional training.

5. Thilosophy of educaticn. 5. Curriculum dsvelopment,

6., Child growth % development. 6. ©hild growth & development.

It maybe noted that the data from the Utah public school super-
intendents and the data from professional literature ares very similar

in those characteristics they feel to be moet important in the category



of profesaionsl knowledge and skills. Both list the most important
charectaristic as mencsgement and administrative sbility. The super-
intendenta list a professional skill ss the most important, however,
the next five are all in the ares of professionel knowledge, Appar-
ently, knowledge is considered to be more important than skills when
it comss tc the selection of principals. It is interesting to note
that the superintendents list s philosophy of educeticn as being the
gecond most important characteristic even though it is very difficult

to define.

The three cheracteristics listed as least importasnt are knowledge
of budgeting and finance, participation in professions]l sativities,
and delegation of euthority. The experimenter thought a knowledge
of budgeting and finance would have been considered to be more impor-
tant because of all the problems on budgeta, expenditures, requlsition-
ing, ete. thet now confront a principel, It is evident theat the
superintendents want this knowledge tc remain in their own coffices

where they cen dlctate poliey on fineneisl metters.

Apparently, membership snd participation in professional organ-
izations is not considared to be sn ltem of particular importance,
Pesaibly, this is the result of making membership ocmpulsory in osrtain

local, state, and nationel orgenizeations,
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INTELLECTUAL ABILITY AND PERSONALITY CHARACTERISTICS.

Literature Mentioned Superintendents! Response
1. Good judgement. 1. Emoticnally mature,
2. Intelligence,. 2., Good judgement,

3. Original. 3. Intelligence.

4, Tnitiative,. 4. Good personelity.

5. Good personality. 5e Initiative.

6. Liberal in thinking. 6. Enthusiasm,

There is genaral disagreement batween the dste from professional
literature and the Utah schocl distriet superintendents! response in
the major category of intellectual ability and perscnality character-
istica. The top four cheracteristics listed by the literature dats
are all 1in the area of intellectusl ability and include goed judgement,
intelligence, originality, end initiative. The superintendsntst
reaponge is categorized more evenly. They listed three persocnality
characteristics (emotionally mature, good perscnality, and enthusiasm)
and three intellectuel ability characteristics (good judgement, intell-
igence, and initiative) with a feirly even distribution. Tt is indie-
ative thet the date from professicnal literature considers intellectual
gbility to be much more importent than personality charecteristies
however, the superintendents perceive their ideal principal as an
individual who has a more even diastributicn in both aress., The super-
intendents liat emotional maturity es the most important and the liter-
ature data does not plzmoe this cherecteristic in the top six. Both
groups are similar in that the llterature data lists the two most

importent as good judgement and intelligence. The superintendents



list these items as second and third respectively.

The superintendents 1ist ms the least important charzcteristics
in this category, liberal in thinking, optomistlc, and calmness,.
All three ere personality charsgteristics and are usually assoccieted
with sucveassful adminletrators. However, the supsrintendents feel
that it is more importent for a ecendidate to be emotionally mature

and have a good personslity and enthusiasm.

HUMAN RELATIONS SKILLS & MISCELLANECUS CHARACTERISTICS.

Literature Mentloned Superintendentest Response
1. Cooperative. 1. TUnderstands peopls.
2, Publle relations, 2, Cooperative.

3. Interest in ecommunity affairs. 3. Fair (democratic).

4. Good health, 4, Public relations.

5., Communicate freely. 5. Accepts suggestions.
6. Conduets school democreticslly. 6. Commnicate freely.

When considering the category of human relatiocns end miscell-
ansous charscteristics, the date from professional litersature lists
a fairly even distribution of human relations, eommnity responsibil-
ity, physiocal cheracteristies, and ecommunicative skills. Thia is not
the sondition with the superintendents who show & response that is
heavily weighted with human relation oharscteristics. They did not
gonsider good health t¢ be an Important factor. This is further
exenmplified when only 3%% require e medical certificete with the

applieetion form. Authorities in educetion administration encoursge



the educetional sdministrator to become interested and participate
in commnity affairs. The Uteh superintendents 4id nct mention this
cherecteristio posaibly because in the community and predcminent

church, 1t is rather difficult to escape activity.

The characteristies of scelabllity, abundant energy, and appear-
ance were listed es the least impoertant. Such a responas is rather
paculisr because publie reletlons rated fourth on the important list
and both scoiability and appearznce are definitely part of the publie
relations srea. This indicates that the superintendents feel that
if a principal possesses ability in the human relations skills, then
perscnal appearance will sutomatically take care of itself. Sueh

may bs the case,.

¥hen all of the cheracteristics are conaldered together as cne
group, the superintendents of Utah listed their 1deel principal as
being three parts profecsionel knowledge, cne part professional skill,
and one part perscnality. Those characteristies liated as the most
important are; mansgement and administrative abllity, understanding
of children, emotionally mature, philcscphy of education, and under-
rstands recple. The superintendents, in listing their preferences,
have shown thelir desired prineipal to be an emcticnally mature,
skillful sdministrator whoe 1s well versed in the field of edueation

and the understanding of children and pecple.
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SUMMARY AND CCNCIUSICUNS

The findingas of this survey mey be summarized ss follows:

Each Utah superintendent hes hired or eppointed an average of

one prineipal per year for the lest three yesrs.

Principals for Utab schools are selected on the bsais of very
little if any cbjective data. The only cbjective dats consists
of a traneeript of ¢redits and en Interview with the superintend-
ent. Seventy~-five percent reported thst no examination of eny

kind is administered to the candidate.

Most principels in Utah are selected by the superintendent with
little help from the board. Only 40f give the eandidate en inter-

view with the board.

The prinoipal would stand a better chanee of cbtaining employment
in Uteh if he wes a member of the L.D.S. church. If 55% of the
superintendents admit s preference for & candidate to be a member
of the L.D.S. church, it ie indicetive that such a factor exists

in the selsetion procedure,

The cendidate stands a better chance of obtaining employment as
a prineipal if he has come up through the teaching ranks in the
same school distriet where the job opening is located, Eighty-

five percent ol the superintendents listed this preference.
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The superintendents of Uteh consider the best acedemic background
for a candidate tc have i3 e degres in Education. The respcnses

are unanimous (100%) on this point.

Pata from professicnsl literature and the responses from the Utah
schoel distriet superintendents ers very aimiler in their prefer-
ences of importent charecteristies in the eategory of professional
knowledge end skills, Both list the most important characteristioe
ag manapgement and administrative ability. The superintendents
list a philoscphy of eduecation as second in importance even though

such a characteristic is very difficult to define,

The superintendents' preferenses in the oategory of intellectual
ability and personality cheracteristics Ao not agree with the

data from professional literature. This disagrsement is in favor
of the superintendents who categorize their responses on an even
50% intellectuel sbility and 50% perscnality characteristics basie.
The data from the literature is heavily weighted when the top four

are all intellectual ability charmcteristics.

The Utash school district superintendents! responses and the dmts
from professional literature do not egree on the humen relations
and miscellensous cheracteristies category, The literature dats
has a feirly even distribution of human relaticns, ecommunity
respensibility, physical characteristics, snd communicative skills,
The suparintendents show a response that iz heavily weighted with
humar relations skills. They 4id not consider good health to be
an importsnt factor and listed personal appsarence as cne of the

least important cherasteristica.
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The mest important characteristics for a prineipal to pospess
ag determined by the Utah school distriet superintendents are,
manegement and administretive ability, understanding of children,

emotional maturity, and %o have a philosophy of education.
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AFPPENDIX A

The questionnaire whieh wes sent to the forty school distriet super-
intendents of Utah. The results are tabulated either in percentages
or by the actual number of responses.

Superintendent's Name

avs.

School District No. of years in present position(8.575)

Do you hold a current Utah Administratorts Certificate?

No. of prineipals you have hired in the past 3 years (av. 3.125)

No. of schools in your distriet =- Elementary Secondary

Total student population .

Please consider the problem of trying to fill a vacaney in the prin-
cipalship of one of the schools in your distriet and answer the follow-
ing questions accordingly.

Please CIRCLE the letter which designates your answer.

l. The candidate would have a better chance of getting the job if
he was a graduate from:

A, The B.Y.U., U.8,U., or U, of U. (33%)
B, An out-of-state university.

C. A teachers college. (3%)

D. No difference. (68%)

2. 1Indicate the type of examinations that are given the candidate.

A, Oral examination (following a definite set of questions) (20%)
B. Standardized written examination (please specify) (3%)

C. Locally developed written exeminstion., (5%)
D. No examination, (75%)

3. Indicate the type of interview(s) the candidate is given.

A, Personal interview with the superintendent. (100%)
B. Perscnal interview with the board. (%07)

C. Interview with the other candidates as a group.

D. No interview at all.

E. Others {specify) (5%)
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7.

8.

25—

Do most superintendents prefer the candidate who has come up
through the teaching ranks of their respective distriets rather
than bringing in a candidate from ocutside the distriet?

A. Yes. (85%)
B. No. (15%)

Please attach a copy of your application form used in selecting
prineipals. If your form is not available, please check the
following items that you require in an appliecation form,

A. Religion. (38%)
B, Race. (38%)
C. Membership in eivic organizations. (13%)

D. Membership in fraternal or professional organizations, (28%)

E. Photograph. (40%)

F. References. (83%)

G. Experience. (83%)

H. Abstainance from tobaceco and aleohol. (38%)
I. Medical certificate. (33%)

T. Transeript of credits. (78%)

E. List any other important items not previously mentioned

Do most superintendents prefer a "home town" candidate?

A, Yes. (13%)
B. No. (75%)

Most superintendents in this state prefer prineipals who are
members of:

A. The L.D,S, Chureh, (55%)
B, Non-L.D.S. Churches.
C. No difference. (43%)

Is an Administratorts Certificate always required in your distric

A, Yes. (83%)
B. No. (17%) Explein

Is the physically handicapped person given equal consideration
with other candidates?

A. Yes. (60%)
B. No. (30%)
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10. Which of the following ahouldaggg be considered as a potential
candidate:

A,
B.
C.
D.
E.

11. Does the distriet encourage visits by the prospective prineipal
by paying his traveling expenses?

A,
B.

12, Which of the following academic backgrounds wculd be the best for
a potential prinecipal:

A,
B,
C.
D.
E-
F.
Ge

15. Which of the following types of previous experience would you
consider best for a potential candidate:

A-
B-
C.
Dc
E.
¥,
G.
Hc

Questions 1%, 15 & 16 ere lists of characteristics that have been des

Cne who has a speech difficulty (stuttering, lisping, ete.) (75%)
One who has a muscular difficulty to either the arm or leg. (20%)
One who is blind. (93%)

One who is deaf. (93%)

One who has an amputated limb. (17%)

Yes., (35%)
No. (65%)

Degree in Accounting. (3%)
Degree in Business Administration. (20%)

Degree in Education. (100%)

Degree in Political Science. (37)

Degree in Sociology. (8%)

Degree in Physical Education. (3%)

Cther .

Bookkeeper. (8%)
Custodial work.

Business executive., (58%)
Salesman, (10%)

Bank teller.

Famr.

Positions of churech leadership. (35%)
Cutstanding public relationist. (80%)

cribed

in studies of prineipal selection. Examine the list for question 14 then
eirele the letters designating the 3 characteristics you feel to be most

importent and meke an X through the letters designating the 3 charact

r—
isties you feel to be Teast important. Do the seme for questions 15 & 16.
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14, Professional knowledge and skills.

0 X #
A. Child growth and development, i1 1T
B, Menagement and administrative ability. 3 12
€, Curriculum development. 1 3 -
D. Executive ability. 12 7 B
E. Philosophy of education. 2 1 9
P. Good organizer, 3 6 1
G. Professional training. 18 - &
H. Partielpation in professionsl amsetivities, - 30 -
I. Understending of children, 19 - 10
J. Delegates authority. - 27 -
K. EKnowledge of budgeting and finance, -~ 31 -
15. 1Intellectual ebility and personality cheracteristics. 4
0 A
A, Ceplm. T 15—
B. Good judgement. 21 - 6
C. Emotionelly mature. 26 - 10
D. Initiative. 10 1 1}
E. Enthusiasm, 9 1 2
¥, Intelligence. 19 -~ &
3. Loyal. 6 6 -
H. Good personality. 13 - 3
I. Moral. 8 2 3
J-c Oor 181!1&].. - 19 -
K. Sincera, 6 3 1
L. Literal in thinking. 3 25 =
M. Cptomistie, - 2 -
16. Buman relations skills snd other misc. charactorigtioa.#
O X
A, Accepts suggestions. iT ™ %
B. Abundant energy. 3 19 -
C. Interest in commnity affairs. 3 7 =
D. Cocperative, 25 - 3
E, Appearance. - 12 -
F. Communicate fraely. 8 15 1
G. Public relations. 15 - a
H., TFair (demooratie), 21 2
I. Good health. Yy 3 .
T. Sociable. - 24 -
K. Understands pecplae. 29 3 8

17. Plaase go back end examine all the characteristics listed in
questions 14, 15 & 16, and place a {#) in front of the letters
designating the } characteristics you feel are THE MCST IMPORTANT.
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18. Which of the following basic areas is the most important in
prineipal selection:

A, Professional knowledge and skills, (i)
B. Intellectual ebility. (1}

C. Personality chesracteristies, (4)

D. Human relations skills. (3)

E. All are of egual importanmce. (30)
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The results of reviewing 35 studies dealing with prineipal seleetion,
Each charssterietic that was mentioned was listed on & separate card.
Tabuletion wee made on the number of times each ocharacteristic wase
mentioned,

I. Professicnal Knowledge

Budgeting and finanoe.

Child growth and development.

Curriculum development.

Clear concepts of education.

Knowledge of desirable practices and procedures for effective
personnel =dministration.

Inepection of plant and grounds.
Philoaophy of edueation.

Profesgiocnel training.

Pgychological knowledge.

School lew.

Sehool housing,

Tnderstanding of children.

Additional work in guidance and counseling,
. Migoelleneous professionel knowledge,

UL

-

3

13}

TI. Professiconal Skills

32 1. Management and administrative ability.
9 2, Can meke decisions.

N R. Discipline.

71 4, Executive ability.

"8 5. Experience.

“§ 6. Faculty evaluation,

85 7. Good organizer,

6 8. Maximum use of faculty.

T0 9. Participation in professicnsl activities,

"6 10. Keeps superintendent informed.

"% 11, Profemsional attitude.

“¥ 12, Professionslly up to date,

%713, Suboriented.

"3 14, Ability to teach.

"G 15. Miscelleneocus professionsl skills,

g 16, Delegates authority.

13717. Maintains standard procedures,

IIY. Intellectual Ability

5 1., Evalustive ability.
30 2. Good judgement.
- i. Have a goal.

» Initistive,
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Intellsctusl Ability (continued)

Intellizence.

Criginal.

Plans shead.

Has insight.

¥iscellaneous intellectual ability.

IV, Character

Aol

-

Character,

Honest,

Loyal,

Moral charaseter,

Personal integrity.

Religicus (wholesome attitude toward).
Sincerity.

Miscellaneoue cherecter traits.

v. Fuman Relationa Skille

oo,
15 ee.
6 23,

Ability to work with peopls,

Accepts suggestiona.

Approschable.

Capitalizea on talents of teachera,
Cooperative.

Courteous.

Encourages high morale,

Enooursges professionel growth.
Faculty recognition and support.
Faculty relationaships,

Fair.

Frank,

Gives enccuragement.

Group dynamies.

Helpful.

Helps teachers improve,

Sceieble,

Stimulate c¢o-workers,

Tact and diplomaoy.

Undarstanda people,

Watches human relstionship factora conatantly.
%11l conduet his school democratically.
Miscellaneous humen reletions skills.

VI. BSoocial Activities and Responsibilities.

5 1.
8 2.

e

Refinemant.
Socially active,



VII, Personslity Characteristies

Adaptability,
Calm.,
Confident.
Considerateneass,
Couregeous,
Emotionally mmture,
Enthusiaem,
¥it his sex role.
Forcefulnesgs.
Good disposition.
Good personality.
Libersl in thinking,
Cptimistic.
3 Patience.

1 15. Persistent.
“¥716, Sense of humor,
10 17, Miscellaneous personality characteristics.

L I ]

A

-

g

i~
e
P

VIII.Physical Charecteristice

12 1, Abundsnt energy.
10_ 2. Appearance.
21 i. Good health.

. Poise,

2 o

Commanicntive Skills

19 1. Communicete freely (spesk, write, ete.).

X. Community Responsibilities

21 1, Interest in community affairs.
G 2. Parent-school relaticnships.
21 3., Public relations,

XI. Genersl Knowledge and Charscteristics

Ambition,

Breadth of interest,
Consistent.

Ffficient work hebits,
Philoscphy.

Promptnees,

Sense of responsibility.
Veriety of experiences.
Marital status,

Self improvement.
Misoellanecus general characteristics.

»
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APPENDIX C

Pretast Letter of Transmittal

Dear Sir:

The enclosed questionnaire is part of e reseerch project
undertaken by the Ccllege of Edupation at the Utah State University.
The research project is a pilot study on the important personality,
vhysiesl, and intellectual characteristics necessary for principels
and the eriteris for their selection in the intermcuntain area.

Through & seriea of pre-tests, it wes found that it takes
sn average of 97 minutes to complete the questiomnaire.

It will be appreciated if you will fill out the questiomnaire
for us. In addition teo supplying the responses called for, will
you please make notetions on any question which is not clear,
misleading, ete., Also, use the remerks section for any general
criticiem -or recommendations you may heve.

Upon completion, pleage return the questionnaire in the self
addressed envelope which is provided. Your partieipation in this
project will be grestly appreciated,

Sincerely yours,

John C, Carliisle
Dean

Enel,

sjc



APPENDIX D

Final Letter of Transmittal

Dear Sir:

The attached questionnsire concerned with selesetion of
principala is part of a state-wide study being earried on cooper=
atively by the State Department of Public Instmotion and the
three Utah Univerasitles. This phase of the researeh is concerned
specifically with determining the present status of prineipal
selection in our state, The resulte of thia study will help
to provide preliminary criteria to be used for developing improved
selection procedures and for improving administrator treining
programs,

¥%e are particularly desirous of obteining responses from
all superintendents in the state of Utsh snd hope that you will
give this questionnaire your careful ecnsideration., The guestion-
neire has been tegted with s sampling of achool administrators
and we have revised It in order to make it posasible for us to
obtain all necessary deta while requiring a minimum of your time.
The average time required for edministrators trying out the
questionnaire wae 93 minutes.

It will be apprecleted if you will complete the guestionnalre
as soon as possible and return 1t in the stamped envelope enclosed,

Cther phases of the ressarch esn not be ¢arried out until
we ocomplete analysis of these data., We would welcome any ecomments
that you may have ccneerning any aspect of principal seleetion
not covered in the questicnneire, We will be pleased to send you
a summary of questiomneire results if you desire, Thank you for
your cocperation.

Sincerely

John C. Carlisle
Dean

encl.

gle
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