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ABSTRACT 

The purpose of this study was to describe the process 

to select elementary school principals in Québec. 

Ninety-four directors-general or their assistants, 

representing the sixteen administrative regions of Québec, 

responded to a survey questionnaire. 

The results of the study indicated that the majority of 

school boards do not have written selection policies and 

procedures to guide the selection of elementary school 

principals. In addition, the majority of school boards do not 

have written job descriptions, written selection cri~~~1a or 

written selection techniques. 

Although there was an absence of written job 

descriptions, respondents considered educational leadership as 

the main expectation for elementary school principals. 

In the absence of written selection criterja, it was 

noted that respondents had criteria that they felt were 

important for the elementary school principalship. The three 

most important personal selection criteria were decision­

making skills, human relations skills and communication 

skills. 

Significant differences were observed in the importance 

given to selection criteria based on the setting, size of the 

student population, language of instruction and confessional 

status of the school board . 
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The results of this study indicated that the director­

general and the director of human resources were the main 

participants in the selection committee. However, the final 

employment decision was primarily the responsibility of the 

school commissioners. 

The interview was the most common technique used by 

respondents in this study. This technique was used by 97.9% 

of respondents as a selection technique. 

Fir..ally, the study found that although there is an 

absence of wri t ten select i.on documents for elementary school 

principals, respondents were satisfied with their selection 

process and do not plan to revise this process. 

Gi ven the recogni zed importance of the leadership role of 

the principal, it is recommended that school boards develop a 

systematic selection process. This includes suc elements as 

written selection pOlicies, procedures, job description, 

selection criteria and selection techniques . 
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RESUME 

La présente étude vise à décrire le procédé utilisé pour 

sélectionner les directeurs des écoles primaire du Québec. 

Quatre-vingt quatorze directeurs-généraux, ou leurs 

assistants, représentant les seize régions administratives de 

la province, ont répondu à un questionnaire. 

Les résultats de l'étude révèlent que la plupart des 

commissions scolaires ne possèdent pas de politique ni de 

marche à suivre écrites sur lesquelles elles se baseraient 

pour sélectionner les directeurs des écoles primaires. Elles 

n'ont pas de définition de tâches écrite pour la fonction de 

directeur, pas plus que de critères ou de méthodes de 

sélection écrits. 

Malgré l'absence de définition écrite des tâches, les 

répodants à cette étude, considèrent que le leadership en 

matière d'enseignement représente leur plus grande attente 

face aux directeurs d'école primaire. 

On a observé faute de critères de sélection écrits, les 

répondants ont des critères personnels qu'ils jugent 

nécessaires à la fonction de direction. Parmi les trois 

principaux critères, qui sont relatifs aux qualités 

personnelles du candidat, on retrouve l'aptitude à la prise de 

décisions, l'aptitude aux relations humaines ainsi que 

l'aptitude à la communication . 

iii 
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On remarque que l'importance accordée aux différents 

critères de sélection varie de façon significative selon la 

composition et l'envergure de la population étudiante, la 

langue d'enseignement, ainsi que le statut confessionnel de la 

commission scolaire. 

Les résultats de cette étude démontrent que le directeur­

général et le directeur des ressources humaines sont les 

principaux participants au comité de sélection, mais que la 

décsioll finale de l'embauche, toutefois, revient 

essentiellement aux commissaires d'école. 

L'entrevue est la méthode de sélection de 97,9% des 

répondants, ce qui fait de cette dernière la méthode la plus 

fréquemment utilisée dans le cas des directeurs d'écoles 

primaires. 

Finalement, létude révèle que malgré l'absence de 

documents ay~nt trait à la sélection des directeurs d'écoles 

primaires, les répondants sont satisfaits de leur processus de 

sélect ion et ne prévoient pas le réviser. 

Etant donné l'importance reconnue du rôle de leadership 

conféré au directeur, il est recommandé que les commissions 

scolaires mettent au r0int un procédé de sélection appliqué 

systématiquement. Dans ce dernier seraient inclus des 

éléments tels que les politiques de sélection écrites, le 

processus, la définition des tâches, ainsi que les crl.tères et 

les méthodes de sélection . 

iv 
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1.0 

1.1 

CHAPTBR on 

Introduction 

Background to the Problea 

One of the most crucial tasks bestowed on society is to 

provide a system of education to its populace. It is through 

education that society can hope to improve its quality of 

life. In most cultures, the responsibility of providing 

formaI education has been delegated to the school. The 

educational system is seen as a vehicle for transmitting 

society's values and priorities, and at the sarne time helping 

students become functioning members of society. The purpose 

of schooling is, therefore, to provide an educational system 

that is conducive to the intellectual, emotional, physical and 

social development of every student. 

The principal is the individuai charged with the 

responsibility of managing the school on a daily basis. As 

Tali (1980) noted, Québec's Law 71 has identified the 

principal as the individual responsible for the smooth 

operation of the school and for the deITelopment of the 

school' s educational project. In passing this law, Québec has 

acknowledged the pivotaI role of the principal in the success 

of the school. 

In recocnizing the school principal as one of the most 

important participants responsible for irnproving the 

educationai success of students, as weIl as increasing the 

1 
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students' interest and motivation in learning, the Ministère 

de l'Education has recognized the importance of the leadership 

role of the school principal (Gouvernement du Québec, 1992, 

pp. 4,8). 

The literature has also identified the principal as one 

of the most important variables in developing and perpetuating 

a successful school. The research is generally in agreement 

that the principal, as the leader in the school, is the key 

participant in the on-going effort to improve schooling 

(Leithwood & Montgomery, 1986, Sergiovanni, 1987 and Thomson, 

1992) . This task becomes more challenging when it is 

recognized that the role of the school principal has become 

increasingly difficult, varied and more complex (Manasse, 

1985) . The principal is seen as the middle man, caught 

between the expectations and the vision of the directors­

genera1 on one side, and the demands of the teachers, parents, 

students, unions and community on the other side. The 

position of the school principal ia not an easy one and as 

such, requires a wide range of abilities, skills and knowledge 

in order to meet the many varied educational and school 

objectives. 

Based on the importance given to the role of the school 

principal, and the wide range of qualities required to 

succeed, selecting the best candidate for the position is an 

important process which deserves careful planning. 

Researchers argue that as part of this planning, there must 

2 
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exist a systematic selection precess that will help identify 

candidates who possess the skills, abilities and knewledge to 

successfully lead the school in its quest te meet the 

educational goals (Bolton, 1973; Castetter, 1987 and Gatewood 

& Feild, 1990). 

However, the research on principal selection suggests 

that the process used to appoint principals is far from ideal. 

The selection process has been criticized for being based on 

pelitics and patronage rather than on proven abi1ity (Baltzel1 

& DentIer, 1983). Research has shown that few scheol boards 

have written selection pOlicies for the selection of schoo1 

principals (Deblois & Moisset, 1981 and Kelsey &: Lue1lier, 

1978). It appears that over the years, the resu1ts of 

research on selection have not generally been incorporated 

into the educationa1 setting. 

1.2 Problem Statement 

The purpose of this research is te describe the process 

used to select elementary schoel principals in Québec as 

reported by directors-general or their assistants. 

1.3 Research Questions 

The present study will address the following research 

questions: 

1. What are the most important expectations for 

elementary school principals? 

3 
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2 . What is the importance given to sources of 

recruitment, selection criteria and selection 

techniques? 

3. What are the most common selection techniques used 

to assess candidates? 

4. Who makes up the selection committee and what are 

their responsibilities? 

5. What are the written documents, if any, that guide 

the selection process? 

1.4 Significanee of the Research 

The public's demand for accountability has prompted an 

interest in maximizing educational resources and at the same 

time, increasing the effectiveness of the educational system. 

Sinee research studies appear to indicate that the principal 

is a major contributor to the successful achievement of a 

school's goal, it is therefore important to study how school 

principals are selected if we are to improve this element of 

a schools' success. although the literature has recommended 

ways of improving personnel selection, school boards in 

general have not taken advantage of the research findings. 

Since a similar study has not been undertaken for aIl 

public elementary schools in the province of Québec, this 

study will help identify the mechanism whereby elementary 

schools principals are selected in this province. Results of 

this study may be used by practitioners to evaluate their 

4 
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selection process . Topics for further research will be 

suggested based on the results of this study. 

1.5 Limitations of the Research 

The recruitment and evaluation of school principals have 

an important relationship to selectioI1; however, these topics 

will not be addressed in detail. 

A second limitation of the study is that the responses 

obtained are limited to the perceptions of the directors­

general, or their assistants, as reported in a survey 

questionnaire. In order to confirm the results obtained from 

the questionnaires, interviews with the respondents, direct 

observations of the selection process and analysis of 

selection documents would be necessary. 

1.6 Assumptions Related to the Research 

It is assumed that the data provided by the respondents 

accurately reflects their selection practices. It is also 

assumed that a systematic selection process is warranted by 

school boards. 

1.7 Organization of the Research 

A review of literature will be presented in Chapter Two. 

The methodology will be described in Chapter Three, followed 

by the presentation of the analysis of data in Chapter Four. 

Chapter Five will present a summary of the major findings, a 

5 
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discussion on these findings and make reconunendations for 

further study . 

6 
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2.0 

2.1 

CHAPTBR TWO 

Review of Literature 

Introduction 

The results of research on school improvement generally 

concur that the principal is a key participant in the ongoing 

effort to improve the quality c.f education (Bdmonds, 1978; 

Jacobson, 1990; Perkey & Smith, 1983; Rossow, 1990 and 

Sergiovanni, 1987). 

Based on the important role attributed to the pri1lcipal 

in meeting educational and school goals, one would expect that 

school boards would incorporate the research findings on 

school improvement and personnel selection into their own 

selection process. However, this appears not to be the case. 

In fact, the literature is very critical of the present 

selection process ,",sed to appoint school principals .. _ In 

general, it is alleged that school boards do not have a valid 

systematic process aimed at selecting school leaders (Cohen, 

1982; Manasee, 1985; Miklos, 1988; Schmitt ~ Schechtman, 1990 

and Wendel & Breed, 1988). 

The following section will present a review of literature 

in three main areas related to principal selection. The first 

section will focus on the results of seven research studies 0;1 

principal selection. The second section will present a brief 

overview of the literature on the role of the principal. The 

last section will present five selection models that can be 

7 
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adapted for principal selection . 

2.2 Review of Literature 

2.2.1 Review of Literature on the Ro1e of the 

Principal 

The role of the principal has been the subject of much 

research. The research is generally in agreement that the 

principal, as the educational leader, is the key participant 

in the on-going effort to improve schooling (Gouvernement du 

Québec, 1990 and 1992; Jacobson, 1990; Manasse, 1985 and 

Rossow, 1990; Sergiovanni, 1984 & 1987 and Smith & Andrews, 

1989) . 

A review of literature has revealed that there are many 

common qualities that are associated with successful 

principals. Firstly, principals in good schools demonstrate 

their skill as educational leaders. This implies that: 

principals must be direct ly or indirectly invol ved in the 

planning, impl.:.. .... :!Oting and evaluation of curriculum (Edmonde, 

1982; Johnson, 1989; Leithwood & Montgomery, 1986; Musella, 

1983; Schmitt & Schechtman, 1990 and Smith & Andrews, 

1989) . Secondly, successful school principals display their 

administrative skills by showing their ability to manage human 

and material resources (Klopf, Scheldon & Brennan, 1982; 

Kowalchuk, 1990; Lauria, 1977; Leithwood & Montgomery, 1986; 

Musella, 1983 and Rutherford, 1985). 

Thirdly, successful principals have good communication 

8 
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and human relations skills which enables them to work 

effectively with central office personnel, teachers, students, 

parents, non-teaching staff and community groups (Carnine, 

Gersten Green, 1982 i Hutton, 1976 i Gostein & Devita, 1977; 

Gordon & Mclntyre, 1978 and Manasse, 1985). 

Inherent in these qualities is the assumption that the 

principal must have a vision for his/her school which helps to 

identify and guide school goals. This vision is one which 

centres around students 1 needs (Leithwood and Montgomery, 

1986; Manasse, 1985; Rossow, 1990 and Rutherford, 1985). 

The literature recognizes that the role of the principal 

varies from school board to school board, and as such, is 

subject to many professional, organizational and societal 

changes (Brassard, 1985 and Holdaway & Ratsoy, 1991). For 

this reason, the role must be periodically evaluated in order 

to assess the reality of the expected roles. 

As varied as the role may be, the basic assumption is 

that the school principal is the school leader. As such, 

effective leadership is essential if schools hope to meet 

their educational objectives. 

In summary, the literature indicates that there are 

skills associated with successful principals. 

instructional leadership and management 

These include 

skills, human 

relations skills, communication skills and a vision for their 

school which focuses on the needs of the students. 

Many of these qualities resemble the selection criteria 

9 
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found to be important by respondents in the research studi'3s 

of De~lois and Moisset (1981) and Newberry (1975). Howev€r, 

as indicated by these researchers, the criteria were rar,~ly 

documented. Instead, as shown by Delsey and Leullier (197~), 

such posted criteria as academic.. training and teachtng 

experience became the most important selection criteria ulled 

by selection committees. These criteria have not been 

validated as indicators of success as a principal (Bridges & 

Baehr, 1971; Duke, 1987 and Ihle, 1987). 

The literature is therefore critical of selection 

processes that do not clearly identify the role of the 

principal (Baltze1l and DentIer, 1983 and Cohen, 1982). The 

Iack of clarity on the expected role of the principal may lead 

to misunderstanding and confusion regarding the qualities 

required for the principalship. 

If school board leaders wish to find the candidates with 

the qualities they view as important, then they must identify 

and record the role of the principal. Otherwise, selection 

committees will continue to use the criteria available to 

them, and thus increase the chances of not identifying the 

best candidate for a particular position. 

The following section will present five selection modela 

recommended in the literature that can be uaed to 

systematically select school principals. 

2.2.2 Review of Personnel Selection Modela 

The selection process is a major expenditure for. both 

10 
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private and public corporations, and therefore must be done 

very carefully. Although the literature describes ways to 

improve personnel selection, schoo1 systems in genera1 have 

not taken advantage of the research findings. The fo11owing 

section will present several recommended personnel selection 

models as described in the literature. 

According to Castetter (1986), "personnel selection is a 

decision-making process in which one individual is chosen over 

another to fill a position on the basis of how we11 the 

individual' s characteristics match the requirements of the 

position" (Castetter, 1986, p.22l). 

Wanous (1980 & 1992) also expresses the view that it is 

important to match the employee and the position in order to 

maximize productivity. Both Castetter and Wanous fee1 that 

there is tremendous 10ss of resources (money, time and 

personal effort) when the selection process is ineffective. 

Castetter's (1986) model of selection (Figure 1) includes 

three phases once a pool of applicants has been compi1ed. 

The first phase, the pre-selection phase, consista of two 

major parts. The first part is the development of a selection 

policy. This policy, which generally stems from the school 

board, indicates to the school staff, to those who wish to 

apply and to the general public, the school board's position 

regarding personnel selection. The pol icy describes the 

guidelines which will be used to select personnel, and the 

board's position relating to such issues as employment 

11 
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Appllc.n 1 Pooii 
~ 

Pr",I'Cllon f-+ S.lecllon f-+ POIISltlfC1l0n 
Ph", , Ph •• !! '2 Phate 3 

Prolenlon.1 Selection Application H Aelecltd l Tllchlng Poheyand of SeleclIon. Applic.nll 
Procedur.' DeC'Ilon 

Prolession.1 OfCllloni Rules 
Adminl" r .lIve' ell.blishud 
Supervlsory ~ f+ ln Phase 1 

Accepled Appllc.nu 
Profusion.' ElIglb.llty Lin 
Technlc.1 ~ EmplovmenlOller 

Contreet 
SuPPort PI.cem,nl 

"- ~ 

Fiqure 1. Model of the Personnel Selection 

Source: Castetter, N.B. (1986). The personnel 
function in educational administration (4th 
ed.). Ne" York: MacMillan Company, p. 224. 

discrimination, career development and job opportunities. 

'l'his first part of the pre-selection phase serves as a 

quideline to the second part of the pre-selection phase, "hich 

ia the development of procedures to implement the selection 

policy (Figure 2) . 
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r """ Pr.seleCllon Procedu,,' Decillon 
Are., 

Seluc lion Llws- Regulations 

Selecllon DecIsIon Componenu 

Selechon DecIsIon El/ecl/veneu 
Cm,,,. 

Selecllon DecISion Performance 
Predlcror, 

S".ctlon DecIllon 

" 
Respon,'blhl'll ~ 

Type, 0' POllllonl 
Pro'en,on,' TeOlchlng 
Profelllon,l Admonlllr'!lve 
Supervllory 
Professlon.' Technie.' 
Supporr 

rigure 2. Illustration of l'ramework for Daveloping 
Preselection Procedural Decisions 

Source: Castetter, •. 8. (1986) . The personnel 
function in education.l administration (4th 
ed.). He" York: MacMillan Company, p.227. 

The procedures for implementing the sel.ection policy 

include examining government lavs and regulations rel.ated to 

personnel selection, and making selection decisions ralated to 

the components of the position, effectiveness criteria, 

performance predictors and selection committee 

responsibilities. The deciaions made will vary dependinq on 

the position. Figure 3 illustrates th. decisions needed to be 

made related to the components of the position, also referred 

to as a position guide . 

13 
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POl't,on Gu,de 
A Wnllrn Stltement Contd,nln9 

Facu Peru,n'ng to 

1 
1 1 

A POSItion Spec,f,cal,onl B Perlon Spec,licat,onl 

--
~ wrlIIen Itllemern conll,nlO9 A wrllten Itllement cootl,n,n\l 
"eU .boul flCu .bout Quahf,cat'ons needed 

POl' lion IIlle Educat,on 
P"m.ry lu ne liOn E xpe"ence 
M"or re,ponSlb,hty Sk.lI, 
Summ.ry 01 key dulies Knowtedge 
Specl" .n.gnmenu Ab,h"e, 
Relallonshlps Inll'aI.ve 
Arras of .ulhorilV Judgment 

Perlona' ch.racle,"IICI 

Figure 3. Elements of • Position Guide 

Source: C.stetter, N.B. (1986). Tbe personnel 
function in educational administration (4tb 
ed.). Ne" York: MacMillan Company, p.229. 

The second phase of Castetter' s (1986) selection model is 

the selection phase (Fiqure 1). During this phase, the 

selection committee evaluates the match bet"een tbe 

candidate' s qualifications and the job requirements. Tbe goal 

is to ensure tbat these t"o variables are as congruent as 

possible. One tool suqgested by Castetter is tbe "Position-

Person Compatibility Profile" which assigns a numeric value to 

the congruency bet"een candidate' s qualifications and the 

requirements of the position. 

The tbird pha.e in Castetter'. (1986) model is the 
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postselection phase (Figure 1). This phase includes preparing 

a list of candidates that the selection committee fee1s has 

met the required qualifications. The fir..al approval or 

rejection is the responsibility of the board of education. 

Once the final decision is made, an employment offer is 

presented to the candidate. This is then fo11owed by an 

employment contract. The terms of employment must be 

presented to the candidate. This is then fo11owed by an 

employment contract. The terms of employment must be detailed 

in order to reduce the chances of misinterpretation which can 

lead to misunderstandings about various aspects of a position. 

Castet ter (1986) has inc1uded the evaluation of the 

results of the selection process as a responsibi1ity of the 

seleccion committee. This responsibility he1ps correct 

imbalances in the select ion process thereby updating and 

improving the process. 

Wanous (1980) offers a slightly different model (Figure 

4), although it has many of the same steps as in Castetter's 

model. For Wanous, a va1id selection process is a 

prerequisite 

satisfaction 

for 

and 

increased job performance, 

commi tment . He feels 

employee 

that if 

job 

the 

organization works to meet the needs of the individua1 and 

that the individual's abilities match the jOb requirements, 

then there will be increased job productivity and improved 

employee satisfaction. 

The first step in the selection process for Wanous (1980) 
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is the preparation of a job analysis (Figure 4) . 

~tcp 1 

Job M"lysis ~----.... 

Select criteria lOI ! Strp 2 
eV\lluëlte job pedormêlnce 

Mcûsurc job 
pcrformJ"lcé u!i"t' 
th~ crjtNi&! 

St~p 3 

Slep 4 

Choose il 5("Cr:tio __ n l 
procedure ~ 

MC(l~l)((! t~c lob cilllcfidil!(!'S 

pcrformilnCl' durifl9 
sc:ect,o,' proel'dures 

~--+I Rela te job performJncc to 
performance during" _---4 selection procedure 

If good rclationship. 
lMtativ!!ly acee;:'l 
selection proccè~rc 

Step 5 If poor or no relatioa'ihip, Lect 5c:~t;t:O:ll'r(lCc'iurc __ 

Pcriodically r(!pcat s:eps Try ciiffe:cnt selection 
procedure 1 throu!)h 5 on ncw sampi!! to 

milkc sure of proct'c!'J'~ 
Step G 

Figure ... Outline of the Organizational Selection process 

Source: Manous, J. P. (1980). Orqanizational entry -
Recruitment, selection, and socialization of 
newcomers. Reading, MA.: Addison-Wesley 
Publishing Company, p.123. Adapted from M.L. 
Blum and J. C. Naylor (1968). Industrial 
psycholoqv: Ita theoretical and social 
foundations, p.27 . 
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This step analyses the skills necessary for the job and 

enumerates the benefits received for the person holding the 

job. Wanous feels that this step is crucial to mat ching the 

candidate to the position. 

Developing the selection criteria for job performance and 

establishing a valid and reliable procedure to measure these 

is the second step in the model. These criteria are intended 

to measure the candidates potential for job success. 

The next step in the model calls for an assessment of the 

correlation between the requirements for job performance and 

the candidates performance during the selection process. A 

strong relationship between the two variables indicates the 

selection is accepted as being a valid indicator of job 

success. A small relationship between the two variable 

indicates the invalidity of the selection process, thus 

indicating that a new procedure must be established. 

The select ion model proposed by Wanous (1980) helps to 

match the candidate to the position. with a close match 

between the job requirements and the employee' s abilities, the 

organization will be more effective and more efficient in 

reaching its goals. 

Bolton's (9173) mode1 for teacher selection can easily be 

adapted for principal selection (Figure 5) . 
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BOL T~' S MODEll 
(1973 ) 

NEEDS ASSE SSMENT 

t 
JOB ANAL YSI 5 1 .. 4------- RECRUITMENT 

DETERMINE SELECTlCN CRITERIA 

t. 
CHOOSE SELECT 1"" DEV 1 CES 

EVAlUATE THE MATCH BETWEEN THE SELECTICN CRITERIA ~D THE O~LlTlES OF 

THE C~D 1 DATE 

(Found by using the chosen SELECTI~ DEVIeES) 

l 
MAKE A CHOICE BETWEEN CANDIDATES 

l 
EVALUATE THE SELECTI(J\I PROCESS BASED ON TEACHER EVALUATlC1-1S 

l 
Employment decision yeilds satisf~ctory results ~s demonstrahd by 

hacher eva 1 ua t ions ? 

A 
Ves No 

l l " 

riqur. S. Bolton'. Model for Teach.r Selection 

Source: Adaptad from D. L. Bolton (1973). Selection 
and .valuation of teachers. Berkeley, CA.: 
McCutcban Publishing Co~ration . 
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The first step in Bolton's (1973) selection model is the 

determination of the number of teachers (or principals) needed 

in a district. This assessme11t must be examined yearly by re­

evaluating the goals and resources of a district. 

The second step in his model calls for the development of 

a job analysis for each position. A job analysis must be 

available for every position in order for those in charge of 

~election ta make better hiring decisions. The jOb analysis 

will help identify those performance criteria particular to 

each position. 

According to Bolton (1973), it is important to highlight 

the need for the selection criteria to be clearly stated in 

behavioral terms and be valid indicators of success on the 

job. 

He includes recruiting as an integral activity of the 

selection process. He feels that this activity will yield a 

large qualified pool of applicants which can serve to improve 

the selection process. 

The fourth step in Bolton's (1973) model calls for the 

use of selection devices which are capable of assessing the 

selection criteria established in the job analysis. The fifth 

step in this model is the evaluation of the match between the 

candidate's qualifications and the selection criteria. This 

step helps selectors judge, more objectively, the suitability 

of each candidate. 

Making the employment decision is a sixth activity 
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described in Bolton's (1973) selection model. The decision 

made must reflect the needs and goals of the district, as weIl 

as the criteria considered essential for successful 

performance. 

The final activity in the model is the evaluation of the 

entire process - from the needs assessment to the employment 

decision. Bolton concludes that a comprehensive evaluation of 

the selection process will help identify the ways and means of 

choosing the best candidate for the position. Every aspect of 

selection must be evaluated in terms of its positive 

contribution to the selection process. According to him, one 

way to validate the selection process is to evaluate the 

employee 1 s performance. The performance criteria used to 

select employees must be the same ones used to evaluate 

teachers. 

Finally, Bolton (1973) feels that if the evaluation 

process is inadequate, it may be impossible to know how 

effective the selection process was in cl1oos:.ng employees. 

Selection, evaluation and supervision must be viewed as a 

system in which each section is dependent on the success of 

the other. 

Musella' s (1983) model for selection begins with the 

identification of the school's long-term and short-term goals 

and priorities (Figure 6) . 
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Tralnlng-

Systea Coals/Priorities 

1 
Needs Assessment (----- Student Needs 

l 
Prograll Needs 

Staff Needs 
School Needs 

Community Needs 

Position Analysis (----- School District 
Expec ta t ions 

• 
School Expectations 
Administrator 
Responsibillties 
Administrator 
Characteris tics 

Community Expectations 

Recruiting (:...---- Affirmative Action 

l 
Data Collection, ~C---AppUcation Forlls 

Analysis, University Transcripts 
and Evaluat ion Tests 

l 
Letters of Reference 

Interviews 
Assessment Center Data 

In-district Evaluations 

Screening and C-C ----Decision Points 
Selection Decisions Sequenc1ng l Feedback to Applicants 

Evaluation of tbe 

S'l"t'1" Proc." 

Train!na 

Figure 6: A School Administrator Selection MOdel 

Source: Musella, D. (1983) . Salectina .chool 
administrators. Toronto, Ont.: The Ontario 
Institute for Studies in Education, p.24. 

The second step of the model suqqasts the identification 

of needa. A naads assessment should be conducted to detarmine 

the needa of students, staff, programs, school and community . 
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This step will help identify the constraints impeding the 

achievement of school goals. 

The position analysis is the third step in his model. 

This step requires a detailed examination of school and 

district expectations, goals and personal qualities required 

by the candidate. 

The selection of performance criteria and valid measure 

to evaluate these is the next step in the model followed by 

his screening and employment decision. 

He proposes recruitment and training as an integral step 

in the selection process. Training, for him, must be 

available for candidates aspiring to the principalship, for 

those candidates who have completed the selection process but 

who have been screened out, and for the selected principal. 

Musella's (1983) systems-model for selection has 

evaluation as a pivotaI step throughout the model. Bach step 

is dependent on the previous one and will affect the 

succeeding steps. 

Gatewood and Feild (1990) propose a six-step selection 

process as a way of helping organizations match the 

candidate' s skills, knowledge and abilities to the 

requirements of the position (Figure 7) . 
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Job AnalyslS 

Identification of Relevant 
Job Performance DImensIOns 

, 
Idenllfication of 

Knowledge, SlWIs, 
Abibties Necessary 

for Job 

Davelopment of 
Assessment Deviees 

to Measure Knowfedge, 
Skills, and Abilities 

Vahdatlon of 
Assessment Deviees 

1. Content 
2. Conslruct 
3. Empirical 

Use of Assessment Deviees ln 
the Processing of AppIcants 

riCJUr. 7. Stepa in the Dev.lopment of a Selection 
proqram 

Source: Gatewood, R.D. and reild, B.S. 
resource selection (2nd ad.). 
Th. Dryden Pres., p.17. 
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The first step in their selection pr.:)cess is the 

development of the job analysis. They describe the importance 

of this step when they indicate that 

What is important here is the recognition 
that it is the job analysis process that 
is the foundation of the effectiveness of 
any human resource selection system. 
Where job analysis is incomplete, 
inaccurate, or s imply not conducted, a 
select ion system may be nothing more t han 
a game of chance - agame that employer, 
employee and job applicant alike may lose 
(Gatewood and Feild, 1990, p.254). 

According to Gatewood and Feild (1990), there are two 

purposes of developing the job analysis. Firstly, it provides 

a description of the duties, responsibilities and the working 

environment of the job. Secondly, it forms the basis for the 

subsequent steps in the selection process. 

The second step in their developmental process for 

selection is the identification of those job characteristics 

that are associated with successful job performance. The 

third step involves the characteristics required by the 

employee to successfully perform the job characteristics. 

These employee characteristics include the knowledge, skills 

and abilities required for job success. 

Once the job characteristics and the employee 

characteristics have been identified, the techniques used to 

assess the candidate' s suitability to the position must he 

developed. The type of selection technique chosen must 

provide valid and reliable info~ation on the suitability of 
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the candidate to perform the job successfully . 

Once the five steps have been developed, then the 

organization can proceed with the assessment of each 

candidate. Gatewood and Feild (1990) recognize the importance 

of performance evaluations as an integral step in the 

selection process. They indicate that the selection process 

is measured by how weIl those who were selected perform on the 

job. Performance appraisals must therefore be part of a weIl 

designed seiection process in order to identify and correct 

imbalances and inconsistencies. 

It is recognized that this six-step developmental 

selection process is not a guarantee that the best candidate 

will be chosen. However, it is a way of isolating differences 

among candidates in order to make better employment decisions. 

There are several common elements of these models that 

are supported in the li terature . For example, Anderson 

(1989), the National School Board Association (NASB) (1982), 

and Webb, Greer, Montello and Norton (1987) indicate that it 

is essential to have a systematic selection process which is 

used to match the employee and the position in order to 

maximi ze product i vi ty . These authors feel that there is 

tremendous loss of resources (money, time and personal effort) 

when the selection process is ineffective. 

The American Association of School Administrators (1981), 

Anderson (1991), Barnabé (1981), Hornung (1986), Lund (1977) 

and NASB (1982) are in agreement that developing a selection 
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policy is an essential step in the selection process as a way 

of increasing the chances of identifying the best candidate 

for the position. 

Albright and Nottingham (1989), Barnabé (1981), Lund 

(1977), NASB (1982), Rebore (1982) and Webb et al. (1987) 

agree that the job analysis, selection criteria and selection 

predictors are fundamental elements of the selection process. 

The recommendation to use a variety of selection 

techniques has received support elsewhere in the literature 

(Batche1or, Bedenbaugh Leonard & Williams, 1990; Broussard, 

1989; Castello, Fletcher, Rosetti & Sekowski, 1992; Hogan & 

Zenke, 1986, and Schmitt & Schechtman, 1990). The literature 

urges school boards to develop selection techniques that will 

measure selection criteria considered essential to succeed in 

the position. The challenge for school boards is therefore to 

identify criteria that can predict future jOb success and that 

can be measured using va1id and re1iable techniques. 

Gips and Bredeson (1985), Meese (1981), and Van elieaf & 

Romanel1a (1990) describe the important role of the selection 

committee in the selection process. These authors recommend 

that selection shou1d be a shared responsibility. 

Based on the review of literature, it becomes clear that 

there are several common elements considered essential to any 

selection process. These elements include written selection 

policies and procedures, a job analysis which ia used as a 

basis for developing a job description, and the identification 
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and documentation of valid and reliable selection criteria and 

techniques. In addition, the delegation of responsibilities 

to a selection committee must be clearly described and a 

continuous evaluation of the selection process must be 

implemented. This systematic approach to selection is felt to 

be the b~st way of enhancing the validity and reliability of 

a selection process. 

The discussion will not focus on the literature dealing 

with research studies on principal selection. 

2.2.3 Review of Research Studies 

Newberry (1975) studied the practices and the criteria 

used in the selection of elementary school principals in 

British Columbia. He reported that 78.4% of the 37 school 

districts that formed the sample did not have written policies 

for the selection of elementary school principals. Seventy­

five percent of the school districts in his sample did not 

have job descriptions for the elementary school principalship. 

Newberry (1975) found that the jOb description outlined 

the minimum qualifications required for an elementary school 

principal. These included a Bachelor of Bducation Degree 

(elementary) or its equivalent, a British Columbia teaching 

certificate, as weIl as teaching and administrative 

experience. Although the job descriptions included a variety 

of administrative and instructional duties, they did not 

provide explicit criteria thought to be needed to successfully 

accomplish the required duties . 

27 



• 

• 

He found that 42.9% of the superintendents rated 

"instructional leadership" as the primary expectation of an 

elementary school principal. Superintendents rated 

educational-instructional duties as being 42.2% more important 

than administrative-manager duties. 

The six most common personal criteria considered 

important by superintendents were mature judgement, 

scholarship, personal security, group skills, health and 

intelligence. Marital status, gender, and church membership 

were not considered important personal qualities for the 

position of principal. 

The six most common professional criteria were human 

relations skills, classroom teaching experience, decision­

making skills, community relations skills, administrative­

technical skills and curriculum development skills. 

Newberry's (1975) study found that the superintendent and 

schoo1 board members were the main interviewers of candidates. 

The superintendent made the final recommendation to the board 

and the school board made the final employment decision. 

Teachers and principals were rarely involved at any etep in 

the selection process. 

Based on the results of Newberry's (1975) study, the most 

common selection techniques were the interview, reference 

checks and past performance reviews. 

Kelsey and Leullier (1978) studied the policies used for 

the identification, selection and training of school 
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principals in British Columbia. They found that 60% of the 70 

school boards that responded to their questionnaire did not 

have policies or procedures for the identification, selection 

or training of principals. They found that on1y 25 (35.7%) of 

the 70 school districts had written policies or procedures for 

the selection of principals. Based on the 25 schoo1 districts 

that had written po1icies or procedures, only nine (12%) of 

the 70 school dis~ricts had criteria for selection. 

In their study, Kelsey and Leullier (1978) found that 

academic training and teaching experience were the two most 

often cited criteria used in the selection process. These 

posted criteria were given much 1ess importance by 

superintendents in Newberry's (1975) study. 

Good health, administrative experience, recommendations 

from co11eagues, invo1vement in service activities and general 

persona1 attributes were cited by only a few of the 

respondents in Kelsey and Leul1ier (1978) study as being 

important criteria for principal selection. 

Their resu1ts indicate that the superintendent and school 

board members were the most. active participants in the 

selection process. The superintendent screened applicants and 

made a short list. then she or he, and one or more members of 

the schoo1 board, conducted the interviews leading to a final 

decision. 

They conc1uded that most districts ignore what has been 

suggested in the literature; that is, that a systematic 
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procedure is recommended for principal selection . 

Deblois and Moisset (l98l) studied the criteria used in 

the selection of elementary school principals in the Quebec 

City area. They found that 86% of the 28 school boards did 

not have written selection policies when selecting elementary 

school principals. In their study, Deblois and Moisset found 

that only 36% of the 28 school boards had written jOb 

descriptions for the elementary school principalship. 

They found, as did Newberry (1975), that instructional 

leadership is considered to be the most important role 

expected of principals. The personnel role and the student­

life role were considered to be the second and third most 

important role respectively. 

Deblois and Moisset (1981) found, as did Newberry (1975), 

that mature judgement, personal security, group skills, 

scholarity, health and intelligence were the most important 

~ersonal criteria for the selection of elementary school 

principal. Gender was not considered to be an important 

personal criteria. Human relation skills, decision-making 

skills, community relations skills, teaching experience, 

administrative-technical skills and academic training were the 

top six professional criteria cited by directors-general as 

being important for the elementary school principalship. 

Finally, they concluded that although there was an 

absence of written selection criteria, directors-general had 

a clear vision of the roles and criteria needed to succeed as 
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an elementary school principal. These authors urged school 

boards to document these roles and criteria as a way of 

reducing the possibility of favouritism. 

Girard (1983) studied the processes and criteria used in 

the selection of secondary school principals in the Quebec 

City region. Girard (1983) found that onlyone of the twelve 

school boards in his sample had a written selection policy. 

The results of Girard' s study indicated that the personal 

and professional criteria deemed important for the secondary 

school principal were very similar to those found by Newberry 

(1975) , Deblois and Moisset (1981). As with the other 

studies, gender was noc identified as a criterion for 

selection in Girard's (1983) study. 

Oaks (1986) found that six of the seven school districts 

in Alberta that responded to her questionnaire had written job 

descriptions for school principals. Four of these school 

districts used general school board job descriptions, but did 

not develop position guides for particular placements. 

She found that the criteria used most often included 

personal factors, experience, training, scholastic 

achievement, intelligence and health factors. Although age 

and gender were not indicated as selection criteria, Oaks 

noted that more males, in the 31 to 45 age bracket, were 

appointed to the principalship. 

In her study, the selection tectniques used most often 

were the interview, references and biodata. Field checks and 
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academic transcripts were sometimes used; while ability tests 

and physical examinations were not used in selection. 

Baltzell and DentIer (1983) studied the process used to 

select principals in ten randomly chosen school districts in 

the United States. They found that teaching and 

administrative experience, including certification, were 

perceived to be essential selection criteria. These 

researchers found that once these basic selection criteria 

were met, candidates were compared on the basis of their 

"fitness" to the community's values and culture. The 

"fitness" was expressed in terms of physical presence and 

social manner rather than on merit. They were critical of the 

selection process that was more a function of a buddy system 

and patronage than on a systematic selection mechanism. 

They reported that principals often did not know why they 

were chosen for the principalship, nor did they have a clear 

idea of the expectations required of them. According to these 

authors, the lack of information can lead to misunderstandings 

with regard to the role of the principal. Baltzell and 

DentIer suggest that the trust in the principal, and in the 

district itself, can be enhanced if the selection process 

appears to be clear, fair and accessible to aIl qualified 

candidates. The opposite can create mistrust throughout the 

system. These researchers recommend that districts be clear 

on how they select principals and ensure that the selection 

criteria reflect the defined responsibilities of the 
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principalship . 

In their study, Baltzell and DentIer (1983) found that 

the interview, letters of application and curriculum vitae 

were the most common techniques used in selection. They found 

that the superintendent, deputy-superintendent and senior 

personnel staff controlled every aspect of selection. They 

discovered that parents and teachers had minimal involvement 

in selection. 

Park (1989) found that, in the seven school boards in 

Ontario that formed his sample, many of the posted criteria 

were not the same criteria used by superintendents or 

principals when selecting a principal. This lack of 

consistency between posted criteria and criteria used by 

superintendents was also noted by Delsey and Leullier (1978). 

Park (1989) identified several criteria that were found 

to have high discriminatory value in selection. These 

criteria included decision making skills, leadership and 

management skills, commitment and involvement and strength of 

personality. He reported that superintendents and principals 

felt that it was essential for candidates to perceive that the 

selection process be fair and equitable in order to avoid 

discrimination. A systematic selection process, according to 

Park, can provide control over the quality of the staff hired, 

ensure credibility of the process and provide the selectors 

with a means of justifying the choice of candidate. Similar 

recommendations were made by Baltzell and De-k< 1er (1983) . 
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In summary, a review of research studies indicates that 

few school boards have a systematic selection process designed 

to appoint school principals. These studies express criticism 

of the apparent lack of written selection policies and 

procedures for it is felt that without these, selection is 

subject to politics and favouritism. 

These studies also express disapproval of the lack of 

written job descriptions which identify the roles and 

expectations for the principalship. Many of the criteria used 

in selection, according to these researchers, have been 

criticized for being unreliable and invalid measures of future 

job success. In addition, many of these studies show that 

superintendents or directors-general have criteria that are 

considered important for the principalshipi however, these 

criteria are not documented. without a clear view of the 

roles and expectations, the assessment of candidates becomes 

a subjective evaluation. 

Research indicates that the interview, the application 

form, the curriculum vitae and reference letters are the most 

common selection techniques used in principal selection. 

According to these researchers, many of the techniques are 

invalid and unreliable. 

The research has shown that the final selection decision 

is primarily in the hands of the director-general or the 

school commissioners. These studies are critical of this lack 

of participation on the part of those who will he most 
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affected by the employment decision . 

In general however, it seems that the selection process 

for school principals falls short of the selection models 

recommended in the literature. It would therefore appear that 

school boards have failed to recognize the benefits of a 

systematic selection process. 

2.3 ~ry 

In summary, based on the review of literature, it becomes 

clear that one important facet of principal selection is the 

identification of the role of the principal. Based on the 

literature review, successful principals are both education 

leaders and administrators. These principals have good 

communication and human relations skills, and have a vision 

for their school based on the needs of the students. 

The literature recommends that school boards develop 

systematic ways of identifying principals who have the 

qualities to be successful. Such a process begins with a 

needs assessment to determine the employee requirements. 

Following this, a job analysis must be developed for each 

vacant position. Based on the job analysis, a job description 

must be prepared for the position. The job description must 

describe the expected roles of the principalship in te~s of 

measurable objectives. 

Based on the job description, valid and reliable 

selection criteria and techniques must be developed. The 
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employment decision must be determined by evaluating the match 

between the requirements of the position and the needs, 

skills, knowledge and abilities of the candidates. The 

literature recommends that the evaluation of candidates be a 

shared responsibility. Inherent in the recommended selection 

models is the recognition that internal and external factors 

affect the employment decision. Finally, the evaluation of 

the selection process must be considered as an integral step 

in the selection process. 

In summary, based on the review of research studies, it 

is clear that few school boards have a systematic selection 

process aimed at selecting school principals. These studies 

indicate that the procedures and practices used in selection 

do not adhere to selection principles advocated in the 

literature. The studies reviewed indicate that the majority 

of school boards do not have written selection policies or 

procedures. In addition, few school boards have written job 

descriptions of the positions. Examples of school boards that 

had written selection criteria and techniques were also found 

to be scarce. 

There appears to be a gap between the ideal and the 

actual practice of school ac1ministrator selection. Therefore, 

there is a need to standardize the selection process to avoid 

unfair hiring practices. 

Chapter Three will describe the methodology used in this 

study . 
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3.1 Introduction 

CHAPTBR TllRBB 

IIBTRODOLOGY 

The purpose of this research study was to examine the 

process used to select elementary school principals in Québec. 

This chapter presents a description of the target population, 

the instrument used and the procedures utilised to complete 

the study. The characteristics of the respondents and the 

school boards they represent are also presented in this 

chapter. 

3.2 Target Population 

The target population consisted of the directors-general 

of their assistants of the 173 school boards in Québec which 

were responsible for appointing elementary school principals. 

The source of the target population was the Annuaire des 

Commissions Scolaires 1990-1991 (Gouvernement du Québec, 

1990) . The Canadian Education Association (CHA) Handbook 

(Canadian Education Association, 1992) provided further 

details on the target population. 

3.3 Data Instrument 

The data instrument was designed to obtain information 

which would address the research questions. The questionnaire 

was an adaptation of Newberry (1975), Defrahn (1974) and 
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Deblois and Moisset's (1981) survey questionnaires. Portions 

of these questionnaires were adapted to meet the needs of the 

study and to more closely reflect the characteristics of the 

target population. 

Although the validity and reliability of these 

instruments were conducted by the originators of the 

questionnaires, the final instrument used in this study was 

not tested for validity or reliability. 

The final questionnaire format and the 

letter, in both official languages, 

Appendices A and C. 

3.4 Data Collection Procedure 

are 

accompanying 

presented in 

The data instrument and the covering let ter were 

translated into French. Copies of the questionnaires and 

covering letters were professionally reproduced. In April 

1992, one hundred and seventy-three envelopes each containing 

a personalized covering letter, a copy of the questionnaire as 

weIl as a stamped self-addressed return envelope were mailed 

to the directors-general who formed the target population. 

The covering let ter requested that the respondents return the 

completed questionnaire by May 4, 1992. Although the covering 

let ter was addressed to the director-general of each school 

board, the letter clearly stated that the director's-general 

assistant could complete the questionnaire. It was felt that 

the inclusion of other staff members as respondents might 

38 



• 

• 

increase the number of returns. The covering le':ter also 

indicated that the responses would be kept confidential. 

Copies of the follow-up letters, in both official languages, 

are presented in Appendix B. 

Eighty-six questionnaires were returned from the first 

mailing. A follow-up let ter was sent in May to the 

participants who had not returned the questionnaire. Bight 

additional questionnaires were returned following the second 

letter. The total number of questionnaires returned was 94; 

this represents a rate of return of 54.3%. 

3.5 Treatment and Presentation of the Data 

In July 1992 the computer program Statpac (Walonick, 

1986) was used to prepare the codebook which was subsequently 

used for data entry. The main technique used for analysis was 

the compilation of the completed responses to the 

questionnaire. Frequency distributions and percentages of 

responses for each question were determined. Analysis of 

variance was used to determine if there were statistical 

differences between the means obtained by the respondents on 

certain aspects of the ~estionnaire and demographic 

information. 

The data were analyzed and presented in the form of 

tables and narrative in order to address the research 

questions . 
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3.6 Characteristics of the Respondents and the School Boards 

they Represent 

3.6.1 Characteristics of the Respondents 

Table 1 presents the distribution of positions held by 

the respondents. 

Table 1 

Distribution of Respondents by Position Held 

Title of position N % 

Director General 63 67.0% 

Director of Human Resources 15 16.0% 

Assistant Director General 6 6.3% 

Personnel Officer 1 1.1% 

Other 9 9.6% 

Total 94 100.0% 

---- -

The majority (67.0%) of the respondents were directors­

general while 16.0% of the respondents held the position of 

director of human resources. In the category of "others" 

which made up 9.6% of respondents 1 there were three directors 

of educational services, a staff assistant, two counsellors to 

the personnel function, two coordinators for human resources, 

and one participant who held the combined position of 

assistant director-general and director of human resources . 
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The average number of years held by aIl respondents in 

their present position was ten years (Table 2) . 

Table 2 

Distribution of Respondents by Average Number of Years in 

Position 

--------------------------------------------------------------------
Title 

Average for all respondents 

Average for directors-general 

Average for directors of human resources 

Years 

10.1 

10.2 

13.5 

The most recent degree held by 64.9% of respondents was 

a Master' s Degree in either Arts, Educational Administ1otion 

or Science (Table 3). This percentage includes respondents 

holding a "Licence". The reason for the inclusion of this 

degree with the Master' s Degree was due to the fact that in 

the late sixties and early seventies in Québec's French 

sector, degrees were awarded as B.A. or "Licence Il • The term 

"licence" was the equivalent to the present M.A. or M.Rd. 

degrees. It is recommended that if this study were repeated 

in the future, then a separate category be identified as 

"Licence" on the questionnaire . 
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Distribution of Respondents by Most Re~ent Degree Obtained 

Degree Number Percent 
--------

Bachelor's Degree 31 33.0'.'[, 

Master 1 s Degree or equivalent 61 64.9% 

Certificates 2 2.1% 

Total 94 100.0% 

Table 4 illustrates that 81. 8% and 69.8% of respondents 

completed courses in School Administration and School 

Personnel respectively. 

Table 4 

Distribution of Respondents Who Completed Courses in School 

Administration and School Personnel 

N % 

Courses completed in 
School Administration 72 81.8% 

Courses completed in 
School Personnel 60 69.8% 

3.6.2 Cbaracteristics of the School Boards 

• Table 5 presents the distribution of school boards by 
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• administrative regions . 

Table 5 

Distribution of School Boards by Administrative Reaion 

Region N % 

16 21 22.3% 

12 9 9.6% 

04 8 8.5% 

01 7 7.3% 

03 6 6.4% 

02 6 6.4% 

06 6 6.4% 

05 5 5.3% 

08 5 5.3% 

07 4 4.3% 

11 4 4.3% 

14 3 3.2% 

15 3 3.2% 

13 3 3.2% 

09 3 3.2% 

10 1 1.1% 

Total 94 100.0% 
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AlI of the administrative regions in Québec were 

represented in the study, with a large percent age of 

respondents (22.3%) from Administrative Region 16, known as 

the Monteregie Region. The reorganization of the school 

boards, which was put into effect soon after the data for this 

study were collected, did not substantially alter the 

distribution of administrative regions represented in this 

study. 

Table 6 presents the total distribution of questionnaires 

sent and returned based on language. 

Table 6 

Number of Questionnaires distributed and Returned DY Language 

of Ouestionnaire 

Language 

French 

Bnglish 

Total 

Distributed 

N 

160 

13 

173 

% 

92.5% 

7.5% 

100.0% 

Returned 

N 

82 

12 

94 

% 

51.3% 

92.3% 

54.3% 

The criterion used to determine whether to send a French 

or English copy of the questionnaire was the language used to 

list the school board in the 1992 CHA Handbook. From this 
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list, it was determined that 160 school boards (92.5%) of the 

target population would receive a French cOPY of the 

questionnaire. Thirteen school boards (7.5%) of the target 

population would receive an English coPY of the questionnaire. 

Of the 160 French questionnaires sent, 82 (51.3%) were 

returned. Twelve (92.3%) of the 13 English questionnaires 

sent were returned. 

Table 7 presents the distribution of school boards by 

setting. 

Table 7 

Distribution of School Boards by Setting 

Setting of School Board 

Rural 

Urban 

Combinat ion - rural/urban 

Total 

N 

41 

31 

22 

94 

% 

43.6% 

33.0% 

23.4% 

100.0% 

As is shown in Table 7, the largest group of respondents 

(43.6%) represented rural areas. 

From Table 8, it can be seen that the majority (62.8%) of 

the school boards had student populations of between 1001 and 

5000 students . 
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Table 8 

Distribution of Schoo1 Boards by Student population 

As shown in Table 9, 86.2% of the responding school 

boards were Catho1ic. 

Table 9 

Distribution of School Boards by Confessional Status 

Religious Status 

Catho1ic 

Protestant 

Ecumenical 

Total 

N 

81 

12 

1 

94 

% 

86.2% 

12.8% 

1.1% 

100.0% 

From Table 10, it can be noted that the majority (70. 3%) 
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of respondents represented school boards that used French as 

the language of instruction. 

Table 10 

Distribution of School Boards by Language of Instruction 

Language of Instruction 

French 

English and French 

English 

Total 

N 

66 

21 

7 

94 

% 

70.3% 

22.3% 

7.4% 

100.0% 

The number of elementary school s in each school board 

ranged from a low of one school to a high of forty-nine 

schools. The numbe'r of principals in the school boards ranged 

from one to fort y-six principals. The majority of school 

boards (87.1%) of the respondents indicated that principals in 

their sch?ol board did not have regular teaching assignments 

as part of their duties. 

3 • 7 SUllllllary 

Directors-general, or their assistants, were asked to 

complete a survey questionnaire designed to identify the 

process used to select e1ementary school principals in Québec. 

Of the 173 school boards that formed the population, 94 
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questionnaires were returned; this represents a rate of return 

of 54.3%. 

The majority of the respondents (67.7%) in this study 

held the position of director-general, while the position as 

director of human resources was held by 15.1% of the 

respondents. The average number of years held by directors­

general was ten years, while the directors of human resources 

held their positions for an average of 13 1/2 years. Sixt y­

four and a half percent" of the respondents held Master' s 

degrees, while a third of the respondents had BacheIor' s 

degrees. Over 80% of respondents indicated that they had 

completed courses in school administration, and more than two­

thirds of the respondents had completed courses in school 

personnel. 

AlI administrative regions were represented in this 

study, with a larger pexcent being represented from Region 16 

or Monteregie Region. There was a slightly larger 

representation of school boards from rural areas. More than 

half of the school boards had student populations between 1001 

and 5000, and represented French Catholic school boards. The 

number of schools in each school board represented in this 

study varied from one to forty-nine. There was also a large 

range in the number of principals in each school board; the 

range span from a low of one to a high of forty-eight 

principals. Most elementary principals in schools represented 

in this study did not have regular classroom teaching 
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assignments . 

Chapter Four presents the results obtained from the 

analysis of the data . 
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4.1 Introduction 

CBAPTBR FOUR 

ARALYSIS OF DATA 

The objective of this chapter is to present the results 

of research on principal selection. The problem statement, as 

presented in Chapter One, provides the framework for 

organizing the results. This study is descriptive in nature 

and attempts to address the problem of how e1ementary school 

principals are selected in Québec. 

4.2 Expectations of the Elementary Schoo1 principal 

As a way of understanding the criteria considered 

essentia1 for the elementary principalship, respondents were 

asked to 1ist the three most important expectations of an 

e1ementary school principal. Table Il presents the most 

common expectations of elernentary school principals as 

expressed by respondents. 

Fifty percent of respondents indicated that "educational 

or pedagogical leadership" was one of the most important 

expectations of the e1ernentary school principal. The second 

and third rnost common expectation was "management and 

administrative skills" (43.3%) and "supervision of pedagogy" 

(31.1%) • 

As a way of further exp10ring the expectations of 

e1ementary schoo1 principals, respondents were asked to rank 
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a series of functions considered part of an elementary school 

principal' s responsibilities. The results of the ranking can 

be seen in Table 12. 

A large majority of the respondents (94.4%) ranked the 

"instruetional leadership and pedagogieal methods Il function as 

the most important expectation of an elementary school 

principal. "Personnel administration" was considered the 

second most importar'~ expeetation by 4S. 6% of the respondents. 

Only 1.1% of respondents ranked "budget-finances" as an 

important expectation. 

When the overall ranking of expectations was compared to 

rankings based on the setting of the school board, the size of 

the student population, the confessional status of the school 

board and the language of instruction used in the school 

board, few differences were observed. 

Respondents were asked to indicate the percent of time 

they felt elementary school principals ideally must spend on 

various functions. "Supervision" was assigned the largest 

percent of time, followed by "administrative duties" . 
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Table 11 

Free Responses for the Most Important Expectations Held by 

Respondents for an Elementary School Principal 

Expectation 

Educational Leadership/Pedagogical 
Leadership 

Management and Administrative Ski1ls 

Supervision of Pedagogy 

Communication Skills 

Management of School Personnel/Human 
Resource Management 

Leadership Skills 

Motivation 

Development of the Educational Project 

Team Building/Participative Management 

Attentive to Students' Needs 

Community Relations 

Innovator 

Be Visible/Accessible 

Develop a Good Working Climate 

Mature Judgement 

Change Agent 

52 

N % 

45 50.0% 

39 43.3% 

28 31.1% 

20 22.2% 

19 21.1% 

16 17.8% 

14 ~\.5 . 6% 

10 11.1% 

9 10.0% 

8 8.9% 

8 8.9% 

5 5.6% 

4 4.4% 

3 3.3% 

3 3.3% 

3 3.3% 
----- - - ~---
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Table 12 

Expectations Expressed in Terms of Importance of an Blementary 

School Principal under Respondent's Supervision 

Expecta tir, "1 

Instructional leadership/ 
Ped. methods 

Personnel Administration 

Community Relations 

Student Life 

Management of Schoo1 and 
Material Resources 

Budget-Finances 

N 

88 

42 

29 

19 

5 

1 

% 

94.4% 

45.6% 

31.5% 

20.7% 

5.5% 

1.1% 
- - - - ---- - ----- - ------------------------

4.3 The Importance Given to Sources of Recruitment 

The importance given by respondents to various sources of 

recruitment is outlined :i.., Table 13. Numeric values were 

given to the responses: Very Important (VI) - 5, Important 

(IMP) 4, Acceptable (ACe) 3, Questionable (QUE) - 2, 

Unreliable (UN) - 1. The mean values appear, in descending 

order, next to the source of recruitment . 
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Table 13 

The Importance Given to Sources of Recruitment by Respondents 

when Recruiting an Elementary School Principal 

--------------------------------------

Mean Score 

4.79 

3.46 

3.26 

3.19 

3.11 

3.01 

2.93 

2.84 

2.83 

2.58 

2.17 

2.08 

Source 

Announcement within the School Board 

Newspaper Announcement 

In-service Programs 

Standard Application Procedures 

Announcement within Other School Boards 

Recommendations by Administrators of Other 
School Boards 

Contacts at Professional Meetings 

Suggestions by Central Office Staff 

Eligibility Lists 

Recommendations by university Professors 

university Placement Offices 

private Placement Offices 

Respondents perceived "announcements within the school 

board Il as the most important source of recruitment; this 

source received the highest mean score (4.79). "Newspaper 

advertisements" wore considered to be the second most 

important source of recruitment. "Private placement offices" 

were considered the least important source of recruitment and 

received the lower mean score (2.08) . 
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4.4 The X~ortance Given to Selection Criteria 

The questionnaire requested that respondents rate the 

importance of eleven personal and fifteen professional 

criteria. Numeric values were given to the responses: Very 

Important (VI) - 5, Important (IMP) - 4, Acceptable (ACC) - 3, 

Questionable (QUE) - 2, Unreliable (UN) - 1. 

A description of each criterion was provided in the 

questionnaire in order to avoid varying interpretations of 

each criterion. 

The classification of personal and professional criteria 

used in this study are similar to those developed and used by 

Newberry (1975). Deblois and Moisset (1981) used the similar 

classification. 

4.4.1 Personal Selection Criteria 

Table 14 presents the mean scores for the importance 

given to the eleven personal satisfaction criteria. 

"Personal security", "group skills", "mature judgement" 

were judged to be the most important personal criteria. These 

criteria received mean scores of 4.81, 4.74 and 4.69 

respect j vely. "Church membership", "marital status" and 

"gender" were considered the least important personal criteria 

and received the lowest mean scores of 1.96, 1.64 and 1.55 

respectively . 
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Table 14 

Mean Scores of Importance of Personal Selection Criteria 

Expressed by Respondents 

-------------------------------

Mean Score 

4.81 

4.74 

4.69 

4.29 

4.08 

3.91 

3.38 

2.64 

1.96 

1.64 

1. 55 

Criterion 

Personal Security 

Group Skills 

Mature Judgement 

Good Health 

Scholarship 

Intelligence 

Dress 

Age 

Church Membership 

Marital Status 

Gender 

4.4.2 Professional Selection Criteria 

Respondents were asked to rate criteria related to the 

candidate's professional training, development and experience. 

Table lS presents the mean scores for the fifteen professional 

selection criteria. The top six professional criteria, in 

rank order, were "decision-making skills", "human relations 

skills", "communication skills", "change-strategy skills", 

"community-relations skills" and "administrative-technical 
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skills". The rating made by "director's-general" and 

"employee of the school board" were considered the least 

i,l portant professional criteria. 

Based on the evaluation of aIl the mean scores for the 

selection criteria based on the setting, size of student 

population, confessional status and language of instruction of 

the school board, further statistical analysis, in the form of 

analysis of variance, was seen to be warranted . 
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Table 15 

Mean Scores of Importance of Professional Selectior~ \_...:~teria 

as Expressed by Respondents 

Mean Score 

4.75 

4.74 

4.51 

4.45 

4.39 

4.25 

4.17 

4.15 

4.00 

3.98 

3.90 

3.89 

2.81 

2.80 

Criterion 

Decision-Making Skills 

Human Relations Skills 

Communication Skills 

Change-Strategy Skills 

Administrative/Technical Skills 

Curriculum Development Skills 

Work with Children 

Research Skills 

Classroom Teaching Experience 

University Degree 

Academie Courses 

Administrative Experience 

Director's-general Rating 

Employee of the School Board 

Tables 16 through 24 present the results of analysis of 

variance in cases where a significant relationship was 

observed. 

From Table 16 it can be seen that school boards with more 

than 10000 students consider church membership to be 
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1000 students and schoo1 boards with between 1001 and ~~OO 

students. 

Table 16 

Analysis of Variance for Church Membership by Student population 

Size of Student Population 

< 1000 1001 - 5000 5001 - 10000 > 10000 

N M SD N M SD N M SD N M SD 

5 2.4 1.1 57 2.1 1.0 17 1.8 .72 9 1.0 .00 

L P < .05 i 
t p > .01 t 

Table 17 illustrates that school boards with student 

populations between 1001 and 5000 students consider personal 

security to be significantly more important than school boards 

with over 10000 students. 

As can be seen from Table 18, school boards with between 

1001 and 5000 students consider community relations skills 

significantly more important than school boards with more than 

10000 students . 

• 59 



• 

• 

Table 17 

Analysis of Variance for Persona! Security by Student Population 

Size of Student Population 

< 1000 1001 - 5000 5001 - 10000 > 10000 

N M SD N M SD N M SD N M SD 

5 4.8 .44 59 4.8 .32 19 4.7 .45 9 4.4 .52 

~I A P < .05 T 
--------------------------------~ 

Table 18 

Analysis of Variance for Community Relations Skills by Student 

Population 

< 1000 

N M SD N 

5 4.8 .44 59 

Size of Student Population 

1001 - 5000 5001 - 10000 

M SD N M SD 

4.8 .32 19 4.7 .45 

i P < .05 

-----------------------

> 10000 

N M 

9 4.4 

~ 

--~ 

SD 

.52 

The results shown in Table 19 indicate that school boards 
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with populations between 1001 and 5000 and between 5001 and 

10000 consider decision making ski11s to be significantly more 

important than schoo1 boards with over 10000 students. 

Table 19 

Ana1ysis of variance for Decision Making Skill. by Student 

Population 

------- -----------------------------

Size of Student Population 

< 1000 1001 - 5000 5001 - 10000 > 10000 

N M SD N M SD N M SD N M SD 

5 4.8 .44 59 4.8 .39 19 4.7 .45 9 4.3 .50 

r P < .01 t 
t P > .05 t 

In genera1, schoo1 boards with more than 10000 students 

place significantly 1ess importance on church membership, 

personal security and decision making skills as compared to 

schoo1 boards with sma11er student populations. 

From Table 20, it can be seen that schoo1 boards that use 

English, as the language of instruction, place significantly 

more importance on community relations than do school boards 

that use French, or French and Eng1ish . 
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Table 20 

Analysis of Variance for Conununity Relations by Language of 

Instruction Used in the School Board 

Similarly, school boards that use Bnglish as the language 

of instruction place more importance on curriculum development 

skills than do school boards using French or French and English 

as the language of instruction (see Table 21). 

In general, English school boards consider curriculum 

development ski Ils and community relations ski1ls to be 

significantly more important than do school boards that use 

French, or French and English, as the languages of instruction. 

Catholic and Protestant school boards differ significantly 

in their perceptions of the importance of four selection 

criteria. Table 22 shows that Catholic school boards consider 

scholarship to be significantly more important as a selection 
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Table 21 

Analysis of Variance for Curriculum Development Sk!lls by 

Language of Instruction Used in the School Board 

- - -------------------------------------

Language of Instruction 

English English and French French 

N M SD N M SD N SD 

7 4.8 .37 20 4.0 .649 65 4.3 .75 

t p < .05 Î 
t p > .05 t 

criterion than do Protestant school boards. 

Protestant school boards consider classroom teaching 

experience and being an employee of the school board to be 

significantly more important selection criteria than do Catholic 

school boards (Table 23 and Table 24, respectively) . 
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Table 22 

Analysis of Variance for Scholarship by Confessional Status of 

the School Board 

------

Confessional Statua 

Catholic Protestant 

N M SD N N 

78 4.1 .63 12 3.6 

1 p < .05 t 

Table 23 

Analysis of Variance for Classroom Teaching Experience by 

Confessional Status of the School Board 

Confessional Status 

Catholic Protestant 

N M SD N M 

77 3.9 .87 12 '.5 

t p < .05 l' 

64 

SD 

.88 

SD 

.67 



• Table 24 

Analysis of Variance for Employee of the School Board by 

Confessional Status of the School Board 

Confessional Status 

Catholic Protestant 

N M SD N Il SD 

78 2.6 1.1 12 3.6 1.1 

f P < .05 l' 

It can be noted in Table 25 that Catholic school boards consider 

research skills as statistically more important as a selection 

criterion than do Protestant school boards. 

In general, Catholic school boards consider research 

skills and scholarship to be more important as selection 

criteria than do Protestant school boards . 
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Table 25 

Analysis of Variance for Research Skills by Confessional 

Status of the School Board 

Confessional Status 

Catholic Protestant 
--------------------------------------------

N M SD N M SD 
--------------------------- ------------- -----

79 4.2 .76 12 

f P < .05 

-----------

Respondents were asked to indicate additional 

qualifications that were considered when appointing a 

candidate to the principalship at an elementary level. The 

results, shown in Table 26, indicated that 96.8% of 

respondents viewed a "possession of Québec teacher' s licence" 

as a requirement for the principalship. 

A large percent of respondents (94.5%), considered 

IIlength of teaching experience" when appointing an elementary 

school principal. These results are not surprising in view of 

the fact that appropriate experience and a teaching licence 

are required by the Ministère de l'Education (1989) as basic 

employment . 
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Table 26 

Other Qualifications Required for the Elementary School 

?rincipalship as Expressed by Respondents 

Qualif ications 

Quebec Teaching Licence 

Length of Teaching Experience 

Length of Administrative 
Experience 

Member of a Professional 
Organization 

Othel' Qualifications 

N 

90 

88 

65 

4 

4 

% 

96.8% 

94.6% 

69.9% 

4.3% 

4.3% 
--- - - - - -- ----- - ------------------------

standards. "Other" qualifications reported included the 

following: 

Experience adapting to new situations 

Bilingual skills 

Post graduate degree in administration or 

involvement in the Principals Profess ional 

Certificate Training Programme and completed the 

board's Leadership Training Programme. 

4.5 The Importance Given to Selection Techniques 

Respondents were asked to indicate the importance given 

to a variety of selection techniques. Numeric values were 

given to the responses: Very Important (VI) - 5, Important 
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(IMP) 4, Acceptable (ACe) 3, Questionable (QUE) 2, 

Unreliable (UN) - 1. The respondents' perceptions of the 

importance of various selection techniques are presented in 

Table 27. The mean values appear in descending order next to 

each technique. 

It should be noted that the results obtained regarding 

the perception of the importance of the interview had to be 

considered separately for French and English respondents due 

to an error in the questionnaire. If the questionnaire were 

to be used in the future, it is recommended that the French 

questionnaire contain questions related to the type of 

interviewas was presented in the English questionnaire. 

It can be seen that from Table 27 the interview received 

the highest mean scores (4.85) compared to other selection 

techniques. 

the lowest 

"Assessment centres", on the other hand, received 

mean score (2.89). Respondents provided free 

response ratings for "other" selection techniques. For 

example, "role playing" was rated as "very important" by one 

participant; while "curriculum vitae" was rated as "important" 

by three participants. "Past performance ratings" were 

reported by seven participants as "very important" selection 

techniques and by three respondents as "acceptable". 

Participation in "leadership training programme", "personal 

knowledge of the candidate", and "written French tests" were 

rated each as "very important" by one respondent . 
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Table 27 

Mean Scores of Importance of Selection Techniques 

Mean Score 

4.85 

4.70 

4.64 

4.50 

4.20 

3.75 

3.73 

3.67 

3.37 

3.24 

2.89 

Selection Techniques 

Interview 
French Population 

Second Interview 
English population 

Structured Interview 
English Population 

Preliminary Interview 
English Population 

Unstructured Interview 
English Population 

Consultation with previous employer 

Examinations/Testing 

Application Blanks 

university Transcripts 

References 

Assessment Centres 

4.6 Selection Techniques Used in Selection 

The selection techniques used to appoint the most recent 

elementary school principal are presented in Table 28 . 
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Table 28 

Selection Techniques Used in the Selection of the Most 

Recently Appointed Elementary School Principal 

----------------

Selection Technique 

Interview 

Application Blanks 

Consultation with previous 
employer 

University Transcripts 

References 

Examination or Testing 

Assessment Centres 

Other 

N % 

92 97.9% 

60 65.2% 

SS 59.8% 

38 41.3% 

36 39.1% 

3S 38.0% 

11 12.0% 

14 18.9% 
-------------

The "interview" ~",as used by 97.9% of the respondents. 

This finding is not surprising since it is considered the most 

important selection technique as shown in Table 27. The two 

second most common techniques used to assess candidates are 

the "application blanks" (6S.2%) and "consultation with 

previous employers" (59. 8%) . 

Only 12.0% of those who responded report the use of 

"assessment centres" as a selection technique. 

In the category "other", respondents reported using 

"simulation and role pl aying" as selection techniques. These 

techniques can be regarded as assessment-type activities . 
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Also within the "other" category, respondents identified the 

"curriculum vitae", "recommendations by the most recent 

superior", "leadership training programme", "performance 

appraisals by cOlleagues ", and "French written and oral 

tests". 

Of the responder (.l.cd.ced the use of the interview 

_~ indicated that the interview was as an asst" , II"' 

the only tel .e used in selection. It was also noted that 

7.7% of the respondents indicated using the interviewwith one 

other technique, mainly tests. Therefore, 16.5% of 

respondents use only two selection techniques, one of which is 

the i.nterview. 

4.7 Selection Committee: Procedures and Responsibilities for 

Participants 

The personnel reported to be involved in the selection 

committee is presented in Table 29. The director-general 

(reported by 85.7%), the director of human resources (reported 

by 81. 5%) and the school board members (reported by 43.5%) 

were the main participants in developing the selection po1icy 

for the school board . 
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Table 29 

Stages of Personnel Involvement in the Selection of Elementary 

School Principals 

------------------ - - -

Functions 

DG ADG DRH PERS 
OFF 

Personnel 

PRIN TEAC SC BD PARENT OTHER 
MEMBER 

------------------------

Developrnent of 
Selection Policy 

Developrnent of 
Procedures to 
Irnplement 
Selection Policy 

Screening 
Candidates 

Evaluation of 
Candidates 

Developrnent of a 
Short List 

Preliminal'Y 
Interview 

Final Interview 

Final 
Recommendation 

Final Decision 

Evaluation of the 
Selection Process 
-------- --- - - -

Note: Legend 

85.7% 27.2% 81.5% 10.9% 38.5°b 3.3~b 43.5'Jj, 14.1% 8.7"" 

50.1% 18.5% 87.0% 19.6% 28.3% 2.2% 15.2% 4.3% 6.5~ 

58.2% 20.7% 82.6% 15.2% 19.6% 3.3% 23.9% 7.6% 10.9% 

67.4% 23.9% 80.4% 13.0% 29.3% 6.5% 42.4% 12.0% 15.2~ 

55.4% 20.7% 79.3% 10.9% 12.0% 1.1% 19.6% 5.4'1" 14.l'!t. 

53.3% 13.2% 70.3% 8.7% 18.5% 2.2% 34.1% 9.9% 14.1'1" 

82.6% 20.7% 82.6% 8.7% 38.0% 6.5% 72.8% 30.4% 22.8% 

82.6% 16.3% 60.9% 3.3% 21.7% 5.4% 55.4% 19.6% 15.2~ 

28.3% 3.3% 8.7% 1. 1% 5.4% 1.1% 83.7% 2.2'16 9. 7'it. 

72.8% 19.6% 73.9% 9.8% 21.7% 3.3% 44.6% 8.7% 15.2% 

DG = Director-General 
ADG = 
DHR = 
PERS 
OFF = 
PRIN = 
TEAC = 
SC BD 
MEMBER = 

Assistant Director-General 
Director of Hurnan Resources 

Personnel Officer 
Principal 
Teacher 

School Board Member 
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The director of human resources was found to be the main 

participant in developing the procedures to implement the 

selection policy, screening candidates, evaluating candidates, 

developing a short list, and conducting the preliminary 

interview. 

The final interview was reported by over seventy percent 

of respondents to be the combined responsibility of the 

director-general, the director of human resources and school 

board members/school commissioners. 

Over eighty-two percent (82.5%) of respondents indicated 

that the director-general was responsible for making the final 

recommendation 

The final decision was reported by 83.7% of the 

respondents to be the responsibility of the school board 

members/school commissioners. 

The director-general and the director of human resources 

were the main evaluators of the selection process. 

The raIes of assistant directors-general and personnel 

officers appears to be minimal; however, it must be pointed 

out that the low rate of involvement of these groups may 

reflect the small number of school boards that actually have 

these positions. 

Respondents were encouraged to describe "other" 

individuals responsible for the various selection functions. 

The following is a summary of the addl, l.onal personnel 

involved in selection . 
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In two cases, the director of educational services 

performed aIl functions except developing the selection policy 

and procedures, and making the final decision. However, the 

directors of educational services in two other boards had 

fewer responsibilities. In these latter cases, the directors 

of educational services were responsible for the development 

of the selection policy, evaluation of candidates, preparing 

a short list of candidates and conducting the preliminary 

interviews. One of these directors aiso was invoived in the 

evaluation of the selection process. 

In yet another school board, the director of educational 

services was responsible for conducting the final interview, 

making the final recommendation and evaluating the selection 

policy. 

The director of schools (~ic) for one school board was 

responsible for aIl functions except making the final 

decision, which was made by the school board. 

Others involved in the development of selection policy 

include an association of concerned people and a working 

committee specializing in selection policy development. 

Preparing the procedures for implementing the selection 

policy was delegated to a management committee in one school 

board, and in two other school boards, this function was the 

responsibility of the school orientation council. 

Human resource committee members in one school board were 

given the respo .. 1.sibility of preparing a short list of 

74 



• 

• 

candidates, preliminary and final interviews, making final 

recommendations, being involved in the final decision and 

evaluating the selection process. 

In two school boards, conducting the preliminary and 

final interviews, were the responsibility of "management team" 

which assisted the educational services department. 

In summary, the main participants in the selection 

process were the director-general, director of human resources 

and school board members including school commissioners. 

Principals, teachers and other board personnel are involved in 

selection at different stages and their responsibility varies 

from board to board. 

Participants were asked to identify the most common 

practice used in making the final selection for the 

appointment of an elementary school principal. The most 

common practice, reported by 85% of respondents, involved the 

director-general, usually acting on the suggestion of the 

selection committee, who recommended the top candidate to the 

executive committee of the school board for approval. A much 

smaller percent, or 15% of respondents, indicated that the 

selection committee reconunends the top candidate to the 

director-general for approval. 

".8 Budget for Recruitment and Selection 

Respondents were asked to indicate the percent of the 

school board's budget that was allocated for recruitment and 
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selection. As can be seen from Table 30, over 90% of the 

respondents, who answered to this question, reported no 

specifie funds for recruitment or selection respectively. 

Table 30 

Percent of Budget allocated to Recruitment and Selection 

Percent Allocated 

0.0% 

0.01% 

0.02% 

0.05% 

Percent Response 

Recruitment 

90.2% 

2.0% 

2.0% 

5.9% 

54.3% 

Selection 

92.3% 

1.9% 

5.8% 

55.3% 
--------- - - -- -

Several respondents contributed comments which provided 

an insight into the amount of money allocated for these 

functions. For example, seven respondents indicated that 

money was allocated to recruitment and selection "according to 

the needs". Three respondents indicated that there were 

"negligible amounts" of funds for recruitment and selection. 

"No specifie allocation" was the phrase described by three 

other respondents when asked to comment on the allocation of 

funds for these two functions. 

The results appear to indicate that financial support for 

recruitment and selection seems to be relatively insignificant 
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at this time . 

4.9 Possession of written Selection Docuaents 

Respondents were asked to indicate whether the school 

board ~ad written selection policies and procedures, job 

descriptions for the e1ementary school principalship and 

written selection criteria and techniques. 

Table 31 presents the resu1ts related to the prevalence 

of selection documents. 

Table 31 

Prevalence of Documents Re1ated to the Selection Process of 

Elementary School principals 

Yes No 
------

written Selection Policies 32.2% 67.8% 

Written Selection Procedures 34.1% 65.9% 

Written Job Description 43.2% 56.8% 

Written Selection Criteria 29.1% 70.9% 

Written Selection Techniques 24.4% 75.6% 
--- - - - --- --- - - --

Over two-thirds of the respondents indicated that they do 

not have written selection policies or written selection 

procedures to guide the selection of elementary school boards. 

Over half of the school boards (56.8%) indicated that 
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they do not have written job descriptions for the position of 

elementary school principal. Of the 56.8% who did not have 

written job descriptions, four respondents indicated that the 

school board uses the Ministère de l'Educ~tion's job 

description for principals as the job description for the 

principals in their school boards. 

Over 70% of respondents do not have written selection 

criteria or techniques to guide the selection of elementary 

school principals. There were differences in the availability 

of selection documents based on the setting, student 

population, confessional status, and language of instruction 

of the school board. For example, "rural" and "urban and 

rural" settings have fewer school boards that have written 

selection policies as compared to "urban" settings. 

4.10 Level of Satisfaction with the Selection Process 

Respondents were asked to rate their level of 

satisfaction with the present process used to select 

elementary school principals. Numeric values were given to 

the responses: Very Satisfied - 6, Satisfied - 5, Marginally 

Satisfied - 4, Marginally Dissatisfied - 3, dissatisfied - 2, 

Very dissatisfied - 1. 

Table 32 illustrates that, in general, respondentA were 

satisfied with their selection process as demonstrated by a 

mean score of 5.01. 

The largest percent (47.8%) indicated they were 
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Table 32 

Degree of Satisfaction of Respondents with their Present 

Selection Process 

Level of Sat isfact ion 

very Satisfied 

Satisfied 

Marginally Satisfied 

Marginally Dissatisfied 

Dissatisfied 

Very Dissatisfied 

Total 

N 

29 

43 

13 

o 

5 

o 

90 

% 

32.2% 

47.8% 

14.4% 

0.0% 

5.6% 

0.0% 

100.0% 

---------------------------------

"satisfied" with their selection process. A small group, or 

5.6% of respondents, indicated their dissatisfaction with the 

selection processes used in their school board. 

Since the majority of respondents were satisfied with 

their selection process, it is not surprising to observe that 

two--thirds of respondents (66.7%) do not have plans to review 

their present selection process as shown in Table 33. 

Even though a high percent of respondents indicated that 

they were satisfied with their selection process and that they 

had no plans to revise their processes, a vast majority of 

respondents (91'lô), expressed a desire to receive a copy of the 

results of this research (Table 34) . 
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Table 33 

plans to Revise Selection Process as Expressed by Respondents 

Decision to Revise 

No 

Yes 

Total 

N 

58 

29 

87 

% 

66.7% 

33.3% 

100.0% 

------------------------------------

Table 34 

Reguest for Resulta of the Study as Expressed by Respondents 

RequE'~t for Results N % 

---- ---

Yes 81 91.0% 

No 8 9.0% 

Total 89 100.0% 

----- ------ - ---- -

4.11 Recommandations for Improving the Selection Process 

Re spondents were given the opportunity to include 

recommendations for improving the selection process. Of the 

respondents, only 19 (20.8%) provided recommendations. 

Below is a summary of the recommendations. 

Six recommendations expressed the need for a more 
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systemat ic approach to selection, while four respondents 

provided recommendations related to improving the techniques 

used in selection. 

There were two recommendations related to the selection 

criteria used to appoint elementary school principals. The 

first suggestion related to the education pre-requisites for 

the principalship, while the latter suggestion related to the 

candidat.e' s background knowledge in pedagogy. 

Two recommendations related to the commissioners' roles 

in the select ion committee. Both commenta related to the need 

to reduce the power of the commissioners' vote in the final 

decision. One recommendation calls for more involvement of 

teachers in the selection procesa. Providing training to 

selection conunittee members was recommended byone respondent. 

One recommendation expressed the view that the selection 

p~oces ses in rural areas need not be as systemat ic as in urban 

areas. 

There was only one comment expressing satisfaction with 

their systematic selection process. One respondent indj cated 

that their school board has recently revised their selection 

process and will be evaluating this proceas in the near 

future. One school board indicated that they are in the 

process of developing a selection policy. 

".12 Summary 

The most common expectation of the elementary school 
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principal was as educational/pedagogical leader. The second 

most common expectation was "management and administrative 

skills" 1 closely followed by "supervision of pedagogy". 

Respondents indicated that "announcements within the 

school board" were the most important source of recruitment 

for elementary school principals. 

The most important personal criteria were found to be 

"personal security" l "group skills" and "mature judgement Il • 

"Church membership" 1 "marital status" and "gender" were 

considered the least important criteria. 

The most important professionai criteria, identified by 

respondents were "human relations skills", 

skills" and "conununication skills". The 

"decision making 

least important 

professional criteria were "director's-general rating" and 

"employee of the school board". 

There were significant differences observed in the 

importance given to sBlection criteria based on the setting, 

the size of the student population, the confessional status or 

the language of instruction of the school board. For example, 

Catholic school boards consider scholarship, classroom 

teaching experience and being a member of the school board to 

be statistically more important than do Protestant school 

boards. 

The rnajority of respondents feit that the "interview" was 

the most important technique used in selection. 

"Consultations with previous employers" received the second 
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highest mean score . 

The most conunon selection tech<dque used to appraise 

selection criteria was the interview. AlI respondents who 

answered this question indicated that an interview was used to 

evaluate the candidate's suitability to the position. 

"Standard application blanks" and "consultations with previous 

employers" were the second and third rnost widely used 

techniques respectiveIy. 

The major participants in the selection committee 

included the director-general and the director of human 

resources. The final employment decisiOI. was primarily the 

responsibility of the school board commissioners. Other 

school board mernbers, teachers and parents had varying roles 

and responsibilities as rnembers of the selection committee. 

There is rnuch variation observed in selection commit tee 

member's responsibilities. 

Over two-thirds of respondents, or 67.8%, indicated that 

they did not have written selection policies. Approxirnately 

the sarne percent (65.9%) reported the absence of written 

selection procedures that guide selection. Slightly over half 

the respondents (56.8%) did not have written job descriptions 

for the elementary school principal. Over 70% of respondents 

reported the lack of written selection criteria (70.9%) and 

techniques (75.6%). 

The majority of the respondents 

satisfaction with their selection process . 
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respondents do not plan to revise their selection processes . 

A large majority of respondents, 91% expressed an interest in 

receiving a copy of the results of this study. 

The final chapter will present the major findings of this 

study, and a discussion on these findings. Recommendations 

for further study will also be presented in the concluding 

chapter . 
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CHAPTER FlVE 

MAJOR FINDINGS, DISCUSSION AND RECOMNENDATIONS 

FOR FURTHER RESEARCH 

5.1 Introduction 

The purpose of this research st1.!dy was to describe the 

process used to select elementary school principal s in Québec. 

The data was obta ined by means of a survey questionnaire 

completed by directors-general or their assistants. 

In an effort to describe the process used in selection, 

the following research questions formed the framework of the 

study: 

1. What are the most important expectations for elementary 

school principals? 

2. What is the perceived importance qiven to sources of 

recruitment, selection criteria and selection techniques? 

3. What are the most common select ion techniques used to 

assess candidates? 

4. Who makes up the selection committee and what are their 

responsibili~ies? 

5. What are the written documents, if any, that guide the 

selection process? 

This chapter presents a summary of the major findings, a 

discussion on these findings and makes recommendations for 

further study . 
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5.2 Summary of the Major Findings 

ln résponse to the f irst research questj.on, the most 

common expectation of the elementary school principal was 

educational leadership. The second rnost common expectation 

was management and administrative skills, closely followed by 

supervision of pedagogy. 

In response to the second research question, the most 

important source of recruitment for elementary school 

principals was announcements within the school board. 

The rnost important personal selection cri teria were found 

to be personal security, group skills and mature judgement. 

Church rnernbership, marital status and gender were considered 

the least important criteria. 

The most important professional selection criteri were 

human relations skills, decision rnaking skills and 

communications skills. The least important protess ional 

criteria were director's-general rating and employee of the 

school board. 

There were significant differences between the overall 

mean scores for each criterion and the mean scores for each 

criterion based on the setting, the size of the student 

population, the confessional status or the language of 

instruct ion of the school board. For exampIe, Protestant 

school boards consider classroorn teaching experience to be 

more important as a selection criteria than do Catholic school 

boards . 
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Based on the responses regarding the percei ved importance 

given to selection techniques, it was found that over 85"" of 

respondents fel t that the interview was the most important 

technique used in selection. 

In response to the third question, the most common 

selection technique used by respondents to asseS8 selection 

cri teria was the interview. AlI respondents who answered this 

question indicated that an interview was used ta evaluate 

candidates' suitability to the position. Standard dpplication 

blanks and consultations with previous employers were the 

second and third most widely used techniques respectively. 

The least used technique was the assessment centre, 

although there were indications that assessment centre-like 

activities were used during the interview. 

In response to the fourth question, the major 

participants ir ... the selection committee included the director­

general and director of human resources. School board 

rnembers, school conunissioners, teachers and parents had 

diverse roles and responsibilities as members of the selection 

committee. There was much variation observed between school 

boards as far as the selection committee members' 

responsibilities and level of participation. 

The most common practice leading to the final employment 

decision invol ved the director-general, u8ually acting on 

suggestions of the selection committee, who recommended the 

top candidate to the executive committee of the school board 
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for approval. The executive committee members, involving 

primarily school commissioners, were the major participants in 

the final employment decision. The directors-general rarely 

make final employment declsions on their own. 

Finally, in l.esponse to the last research question, over 

two-thirds of respondents, (67. 8%) indicated that they did not 

have written selection policies. Approximately the same 

percent (65. 9(~,) reported the absence of wri t ten selection 

procedures that guide selection. Over half the respondents 

(56.8'io) did not have written job descriptions for the 

elementary school principal. Over 70% of respondents reported 

the lack of written selection criteria (70.9%) and techniques 

(75.6%) . 

In addition, this study found that the majority of the 

respondents (80%) reported satisfaction with their selection 

process. Over two-thirds, (66.79'6) of respondents do not plan 

to revise their selection process. The results of this study 

indicate that school boards found it difficult to isolate the 

percent of a school board' s budget which was allocated to 

recruitment and selection. In fact, over 90% of respondents 

indicated that funds for recruitment and selection were 

minimal. Even with the majority of respondents satisfied with 

their selection process and not planning to re-·.riew their 

selection system, there seems to be much interest in selection 

as demonstrated by a 91% rate of respondents who wish t') 

receive a copy of the results of this study . 
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5.3 Discussion 

Despite the literature on principal selection which calls 

for school boards to systematize the selection process, many 

of the processes described by school boards in this study run 

contrary to this literature. Principal select ion, now as 

then, appears to be a task for which guidelines do not exist. 

It is difficult to understand why school boards have yet to 

acknowledge the benefits of a systematic selection proceS8 for 

appointing school princ ipals . One can ouly speculate on the 

reasons for this continued gap betwepn the recommendation made­

by researchers and the processes used in principal selection. 

Outlined below are four reasons along with sorne observations 

and elements of the current selection procesa that perpetual e 

this gap. 

The first reason may be that aince school boards hire 

mainly from within the board, due primarily to contractual 

restraints, the performance records of applicants may be 

"known" to the selectors. The disadvantage of this type of 

perception is that there may be individuals who feel it is not 

possible for them to aspire to leadership positions since they 

are not "known" to the central office. In addition, since 

there is generally no career planning fr principals in Québec, 

these individuals may feel that their chances at an 

administrative position is not within their grasp. 

potential resource may remain untapped. 

This 

A second reason is the cost of developing a systematic 
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selection process. However, this cost may be minimal as 

compared to the huge cost of academic failure due to poor 

educational leadership. The victims will be the students and 

society as a whole and not the school board'g balance sheet. 

A concentration of power may also be a contributor to the 

continued gap between the current and recon~ended selection 

processes. From the results of this study, it can be seen 

that selection decisions are kept within a small elite group, 

reade up primarily of the school commissioners, directors-

general and directors of human resources. As a result, 

selection is in the hands of too few, and these individuals 

have not been held accountable for their decisions. In 

addition, the input of individuals who are directly affected 

by the selection decisions has often been overlooked. 

Finally, another reason may be that the lack of written 

selection documents does not have a negative effect on the 

school board' s level of satisfaction with their selection 

processes. One might assume that the selectors in the 

education field have been resistant to adopt selection 

principles shown to be valid and reliable in other fields, 

such as in business. 

Although the majority of scheel boards in this study 

indicated that they are satisfied with their selection 

process, one wonders how the school boards can be satisfied if 

the product (the performance ef principals) is not regularly 

evaluated. Therefere, the indication that school boards are 
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satisfied with their selection process cannot be considered to 

be based on empirical evidence. 

Based on the current selection processes, one can observe 

that the interview i8 the most widely used selection 

technique. It appears that those responsible for selection 

have failed to recognize the deficiencies of the interview and 

have instead taken the easy way out. 

Also, it is clear Lhe directors-general or their 

assistants have clear expectations and criteria for the 

principalship. Knowing this, why would they not document 

these? The lack of documentation may reflect the selectors 

lack of knowl-adge regarding the importance of clearly def ining 

the roles, respoosibilities and requirements of the position. 

Whate~~r the reason for this deficiency, it must be seen as a 

limitation in the process of identifying the best candidate 

for the position. The lack of documentation of this kind may 

also create confusion and misunderstanding regarding the 

duties and responsibilities of the principal. The lack of 

written expectations and criteria allows selection to be 

influenced by patronage, personality traits and/or word of 

mouth recommendations. 

If the educational conununity, and socip.ty in general, 

want educational improvement as a major objective, and if it 

is accepted that the principal is a major contributor to 

school improvement, then the present select ion process must be 

radically revamped. Therefore, the lack of a systematic 
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selection process i~ one academic paradigm that must change . 

5.4 Recommandations 

1. It is recozrunended that. school boards develop a systematic 

selection process for selecting school principals. 

2. School boards are urged to develop exp] icit job 

descriptions for the position as a way of defining the 

expectat ions ta the selectors and to the candidates. In 

this way, there i8 no misunderstanding regarding the 

expectations of the position. 

3. In order ta obtain valid and reliable selection criteria, 

an evaluation system to measure principal' s performance 

i s recommended. 

4. It is raconunended that a variety of selectio"1 techniques 

be used to assess candidates. 

5. Efforts must be made by school boards to ensure that the 

interview protocol be based on the job description and on 

the pre-determined selection criteria. 

6 . There must be more participation in the final employment 

selection by personnel who are directly affected by the 

decision. 

7 . It is recommended that school boards develop career 

planning for those aspiring to the principalship. 

5.5 Tapies for Further Study 

This study was descriptive in nature; therefore, further 

studies are required in order to provide a better 
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understanding of different facets of the process used to 

select elementary school principals. For exarnple, due to the 

widespread use of the interviewas a selection technique, a 

study analysing this technique may provide detaila regarding 

the type of interview used, who conducts the interview, what 

training is gi ven interviewers, which criter:"a are assessed 

and how these criteria are assessed. 

In order to complement: the findings of thia research 

study, it is reconunended that analysis be conducted to 

evaluate how closely the selection practice resembles the 

results of this study. In addit ion, a study of the select ion 

documents would provide insight into the proceSB used in 

selection. A study could be conducted that would assess how 

closely the criteria used ~n select:ion compé're to those noted 

in selection documents. 

Since this study was limited ta the directors-general 

view of selection, it is important to study the selection 

process from the viewpoint of the principals selected and from 

candidates who did not receive an appointment. This data may 

reveal important information regarding principal selection. 

The results of further study will help practitionera 

interested in improving the effectiveness of the selection 

process. 

The need to continue the research on principal selection 

seems essential in view of the fact that the principal is the 

individual charged with the responsibility of providing the 
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best education possible to aIl student sin the school. The 

importance of this position merits a carefully planned 

selection process. 

Finally, the need to continue research on principal 

selection seems eClsential in view of the fact that the 

zesearch to date has failed to convince school boards that a 

systematic selection process can help identify the best 

candidate for a school. As a result of this lack of research, 

principal selection continues to proceed in an unsystematic 

manner . 
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A STUDY OF THE SELECTION PROCl:SS USCD 'ID SELECT ElD1ENI'l\RY 

SClIOOL PRINCIPALS IN '!HE ProvINCF OF' QUEBF.c 

'n1e purpose of uus queStionnaIre 15 to gather Infol1natlon on the process used ta se1L"Ct clerrentary schoo1 prll1cIpals. The OO)ectIve of Ulé 

research can only be ~t wIth the <XJ-operatlOn of the partlclpatlng school boards and the ll1dW1duals resp:mdwg ta the questlOnnalre. The 
n~s0archer appreclates l'our collaboration ll1 meetll1g the goals of the stu:ly. 

Responden t 1 5 Code NllITi::>E r ; 

.. 

(Ttus nurrber 15 <ll.ven ta each partlClpant by the researcher ln order ta tnalnta1n anonynuty, ta énsure 

a follo,.;-llp, and to proVlde a copy of the sUl11Tlaly, If deslred.) 

PARI' 1: mMJGRII.PHIC INFORMATIO'l 

A. QUESTIl'NS REIATED 'lJ THE RESPŒJŒNI' 

1. Tl. tl", of Respor" je:1t (Please check only one) 

Dlre..'t0l' l~ner,'l 
o;Sslst.mt Dl.l°e-:tor General 
;)lrtc'Ctor 0: l!tl:1 d."1 Resources 
Pers0~1 0fflcer 
Other Please specli:y; 

l's .. ng tl1e ~"esp- -.se Sl.\."e.'1 :"'"1 Questlon l, please .L"'"l<:hcat.e the nurrber of years nelè. 1;' t..'us poSl tl.on ° 

3. In,-ll,-~te tl).? m.:st re-..."'e"1~ œ,."'Tee obtawoo. (Please check one) 

B ... !\. .. 
B .. ~. 

:3.&:1. 
,te.;. 
'.,,5c .. 
, ... ~ .. 
Ph .... ~. 
~'L"1è!.4 ?lease St:eCl~.: 

::::;5: 2'-'::~;_: -,. ::-=.~ :::~ .. 
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4. Have you carplE ted courses 111: 

Scho:::>l Adrrunl.st ration 
Schoo1 PersonnE l 

B. QUESTIŒlS RELATED 'JO 'ruE SCIDJL BOARD 

Yes? No? 

1. Indl.cate the SE tting of the school board: (relative to K1ndergarten and Elerœntary schools) 

Rural 
Urban ... 

2. Student populat~on m the school board: (Relative to Klndergarten and Elerrentary schools) 

Less than 1000 
Between 1000 ar d 5000 
Betv.oeen 5001 ar d 10000 
Qver 10000 

3. Rehgl.OUS statl.s of the school board: (lèlative te I<l.ndergarten and Elem:mtaIy schoo1s) 

cathohc 
Protestant 
EcuIœnlcal 
Other Please specl.fy: 

4. Language of lru.tructlon ln the Board: (Relative te lundergarten and Elem:mtary Schools) 

Enghsh 
French 
Beth Engll.sh & French 

-

Page _ 

Other 
Ple~ Speclfy: __________________________________________________________________ ___ 

5. Nurrber of elemf~tary schools ln the sdlCx>l board by level: 

Klndergarten tCI Grade 6 

Grade l le Grade 6 

PI...LASE CCNrINUE 00 'l'IO:: NEXT PAŒ 

.... 
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6. Nuni:ler of elesœntary school pnncIpals: 

7. NumlJer of elemEntary school prl.ncl.pals who have scheduled teachl.ng responsll)l.ll.t:l.es: 

PARI' II: IULE OF THE ELEMENI'ARY SOIOOL PRINCIPAL 

A. \~t are the three rrost liTpOrtant expectatl.ons of an eleITEI1tary school prl.nclpal? 

1. 

2. 

3. 

B. \~t are your expectatl.ons M at1 elerentary school prl.nClpal under your supervlslon? 
Rank order the fol: O"o'l.ng ex-pectaUon frcrn l (rrost ~rtant) te 6 (least ~rtant): 

Iludclèt· fm.1.'1ces 

Car.rnunl.j~ relatl.ons 

InstnlC' lonal Leadershl.p and pedagoglcal rethods 

~illlaŒm~nt of schoJl bw.ld.l.ng and natenal resources 

r't:!rsvl'J't'l ~nl.stratl.on 

Stuœ'1t l..l.:e 

• 

Page 3 

C. ;:', lOur -=,pl..l1l0n, .... ~lat ~:~rce.~t of her or h15 t.J..Ire must an elerentary school prl.nclpal ldeally spend 1:1 eac.'1 of tne :ollONwg areas ln orlfo: w(.-0:? 

Admlnls ~·atl .. x: 

Clerlca IX..th"s 

L\.-.mruI'.1 _:: ~lauons 

~t.al: \lG~%: 

%) 

%) 

î) 

StJF€n "1S10n 

Teacl1l.ng 

Other: 

: ..... ~~=- ::n~r.:_= ,,-"J~ 

%) 

%) 

%) ?lease s:-uecl~'.!: 

~ -::- . ...-. 
'-- '. 
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PARI' III: RECRUI'J.l1INr 

Rate ail the followlJ1g l.tems as to mportanoe when recrw.tlJ1g an elerrentary school prl.ncl.pal. Oleck one block for each ~tem. 

lEGEND: Very Inp::>rant • VI - Inportant •• IMP - lIcceptable •. AC!::. - Quesllonable .• QUE - Unrel1able .. lJR 

Annotmc:erents Wl. thl.n tl te school board 

Announcerrents Wl.thl.n other school boards 

Contacts at profeSSl.OlWl neetlJ1~ 

Cll.gl.bl.ll.ty ll.sts 

In-5ervl.œ prograrns 

NeNspal-€r advertl.semenl 

Prl.vate placement offl.<es 

Iea:mœndatlons by adrruustrators of other sd1oo1 boards 

Reccmrenclatl.ons by W'U'lersl.ty professors 

Standardl.zed appl1catl.on procedures 

Suggestl.ons by central offl.œ staff 

Unl.verslty placement o'floes 

Other (Please Speclfy) 

VI IMP ACC QUE UR 

PLEASE CXNI'INUE 00 TIIE NEXT PAŒ 

• 
po 

Paqe -l 
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PARr IV: SELECTlœ a:M-D:TrEE 

A. At what stage m tle selecUon prooess of elaœntary school pnnc~pals are the persormel below lnvolved? (Cucle the letter for the 
appropnate personrel m front of each funcUon) 

LEGEND: (a) 
(b) 
(c) 
(d) 
(e) 
(f) 
(g) 
(h) 
(1) 

Dlrector General 
AsSl:: tant Dlrector General 
Dlrec lOr of I!ùman Pesources 
Perscnnel Offlcer 
PrmLlpal 
Teacrer 
Boarc Mentler 
Parert 
Otl'el: SpeQO.fy: 

~velopnent of a :elecuon FOllcy a b c d 

~\-eloprent of prccedures to lllplerœnt selectl.on fOll.cy a b c d 

Screenmg of La'1dldates a b c d 

Evalll.'ltlon of ;;ppllcants a b c ct 

n=\~loœ~nt o~ a ~hort llst a b c à 

PœllJ1U.I1~ I:1ten "l.e'o'S a b c d 

F1.1,'Ü Int.elYl€'l>'S a b c à 

FL'U': ~xcT~ndatlon a b c cl 

Fln..Ü ~151v:1 a D c è 

Evalua!:10r\ af the sele...-t.lvr; process a b :: ~ 

?:.E..;s=: nr.:::-...-"E Cr; 7:~ ~:E'..'=- =-.~--==-

e f g h ~ 

e f g h 1 

e f g h l 

e f 9 n 1 

e f 9 n 1 

e f 9 h l. 

e f g ,. l 

e ., 
9 :: 1. 

e = S n ::. 

e : ':: n l 
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ra~1e tJ 

B. Wlnch of the folla...~ng practl.c:es ~s used lJ1 malung the fllidl select.l.on for the 3.q:x:nnt:Ire."t of an elarentarv school orlllC1.t>.:Ù7 ld1eck 0n",1 

The Ouector GenE ral reo:mœnds ooly the top candldate ta the school board for tœu approval. 

The D~rect:Dr GenEral reCClT1œrlds the top canchdates t:D the school board. 

'!he SelectlOn Catrruttee rea:mœnds only tœ top candldate to the D1rector General. 

The Select~on Cccrnuttee recx::mœnds the top candl.dates to the D1rector General. 

Other: ([Jlease cescrlbel 

.. PARI' V: SELECI'ICN TEn1NIQUES 

A. O1eck the techri1qtlEs used by your school board ln selecUng the rrost recently aPIXnnted elerœ.ntary schoJl prlnc1pal. 

App11cat10n ~ 

Assessrœnt Centers 

Consul ta tion Wl. t:r candl.date' 5 superv1sor for prev10us employnent 

ExanunaUons/'I'est l.ng 

InteIVl.ews: Stnctured 

Unst ructured 

IntervJ.ew5: Pre] munary 

Seccnd (or rrorel 

Performance apprêl.sal raUng 

References 

unIversIty TranscrIpts 

ather: (please "peC1fy) 

PLEASE CJ:WrINUE CN THE NEXT PAGE 

.,.. 
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B. Rate all of the folloJlng tech1ll.que5 for the degree of the~r l1T{lOrtance 111 the selectl.On of an elenentary school pnnc.lpal. Clleck one block for 
each 1tem. 

IEGéND: Very IIT;lortant .• VI - Inportant •• IMP - Acceptable •• ACe - QuesUonable •• QUE - Unrehable •• UR 

Apphcat~on ;3anks 

Assessnent Gmtres 

Consultatlon wlth Candldate'S superv1sor for prevlous employment 
Exanunat~ons "Iest.ll1g 

Intervlelr>'S: Structured 

UnstrùCtured 

IntezYl.,,"-,'S: Prel.l..-una.t"}' 

s...~d ($1: rrore) 

Perfornaï~ lpplalsal ratlng 

Referenü>s 

lfrll.Vers1t, t -anscr1i?ts 

Other: \ple.iS€ speclfy) 

VI 
( ) 

PARr VI: SEIECrIŒ CRI:'E.:uA 

IMP 
( ) 

ACe 
( ) 

QUE 
( ) 

UR 
( ) 

Rlt<? dU of th.:- follo..'ulg ;Jersonal and proresslOnal selection cntena for L'le degree of r."Cl.r l.!"pOr-..anCE: L'1 the selecuon of an elaœ::tarj "cnrnl 
pn.nc~,uL (1)~k one blo:ok fer ea= 1t.ern. Cl1 the llnes follo..'l..11g each crlterlon, des=::..:::>e ~";e -;..stl ":ca~<r.. :0:- the use Gf thE: C!:"ltE:rlO:-. a:-,d 7C:,,"oS 
~,f .l>i:3t?ss:oe.. t • . 

LE~D: \'t?r~ r:--~"l"tant., \'1 L'TQrtant .. nl? - Acœptable .• ACe - Questlor.a:;::'e .. QCE - :"':-.=ellan::'e .. :'"R 

.=\.. ~~~'--~:l0- "'::::-.!.":èrl...3. 0:- r"t'!:-s.,:-.:-..a.: Ct..al.l.~:...es 

L':? ;.::x. 

.~~'<! 

~~ ",-": .... "'...:l.. .. ~..i:l~e :-e::: ""'-.-::.s s-..:..~:.~.:..~~ f:Jr a.. .... a.dï..l.-'U.s~a~",e ;:cs~~c::-

,::.s.;.s:: ::1::-:::-L:: .:1. ~::::: ':=::c ?::':;:: 

OL'E n' 
v .. " 

-
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Church r-arœrsh1p: ~ ·Sh1p Ul, and regular attendance at, a recogrllzed church Ul candJ.àate's <XlTtl1U\'1lty. 

Ores::.: Quallty, appropndteness and style of attlre worn by the appll.cant. 

Good Health: Possess saUlrl physl.cal cmd rrental health as shawn by a consistent posl.t.l.ve attendance 
patterns at present career functl.ons. 

Group Skllls: Abl.hty to acru.eve oonsensus aI1Dl1g peers regarchng a specl.fl.c prcblem by the use of group 
tedllllqœs 

Intell1gence: Possess above average IOOntal abllJ.ty. 

Mantal Status: ConslCleriltlOn lS gnren as to whether a candJ.date 15 slngle, narned or dlvorced. 

Mature Judgerrent: Abl.hty to see the whole plcture when exaITU.nUlg a problem, and ablhty to relate lt ta a 
b1:Oader context sa that a ratlonal adI1u.nlstratlV'e actl.on results. 

Personal Secunty: D1SplclyS an errotlOnal Stabll1ty; a healthy self-concept by dealmg wlth a cnSlS ln a 
pa Uer t • calm manner. 

PLEASE CXNrINUE 00 '!'HL NEXT PAGE •• 

• ~ 

?d~ S 

\'I L'olI' lIJ...'L QL"E 1.~ 
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Scholarsh~p: Ev~dence of sound educatlOnal background and kn<:Mledge base of educat~on as lnrucated by success ln 
academl.c ac -uevcrrent at UIU vers~ ty . 

Sex of candl.date: 

Other: (please Speclfy) 

B. &!lectl.on entena of Pro esSlOnal oiiackground 

.~c.'I.deml.c Courses: ~oogn z~ courses for credJ. t at an a=edl. ted UI1:1. veI"l.Sl. ty. 

A..inu ru st ra t 1. .... 10' E: .. :~r1è11oe Pr"'Vl.0US e.xper1.enc:e at the 'I.'l.ce-prlllCl.pal or other admuustratl."Je level. 

A.iru.nl.stratl.'I.'\? "'l'echrucal :,k111s: Abl.ll.t;, ta plan, OrgaIUze, dl.rect. and conuol .1."1 areas 0: staff ~~ll.zaUor., 
:L""\.3l1ee, offlee :rdl.dger.E."1t, a."1è p] 3!1t mal.nt..eru'_"1œ as e'l.'J.::er,œè by a kna.ledge 
baSè ln these adilu.rustrauve areas. 

Change Strate-,,--;,- S'ulIs: tnciers::and ~'1e process cf cha:-.ge ~ a sc.'"1OO1 orga"1l.zat:.o=-:, ::;:' 'C"o .. ;lege ~: do.: :east œ-,e 
r~l 0: ~"e .:::a-:ge ?J:'OC'ess. 

':~~~:5sn ... '-'- ~a~~:,~ ~:~:::-lt':-~: a;:-: ........ l: e..'.."PE-r1.e::-=e as a .:-:assro;::::r- :..e.ac:~ at :,.-e e:~:..;:r:~ :'e."C: .. 

- ---- -------------

• 

Page 9 
VI IMP ACC Qur; UN 
( ) ( ) ( ) 

( l 
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O::mnurucat~on SJulls: CapaCIty ta exchange ~fOl:matIon ~ oral and wr~tten forro as 1nrucated by aoll~ty ta 
speak and wnte rressages that are unclerstCXJd by the recel\'er, and the ab111ty to 
~terpret the rressages sent by others. 

O:mnuruty RelatIons SkLlls: Alnll.ty to \oIOrk effecuvely Wl.th cc:mmmIty groups to develop ob]ecuves for the 
local sdxx:ll, and to develop strategIes for ~fo=ng the ccmnuruty of pollCles 
and actl.Vl.Ues of the sdxx:ll, and to provIde a rœans of feedback fran Car1TlllIuty 
to school. lIlnl1ty to analyze cx::mmm1ty structures and the ~fluence of varI0US 
elerrents . 

... 
CUrrIculum r:evelopnent SkI Ils : Knowledge of recent =n.culum developœnt and ab111 ty to asSISt teachers 

l.I1trodu::e new programs ~ classrocms as shawn by personal 1nvolverrent l.I1 at 
least one currIculun umovatIon. 

[)eclslon-Mak1ng SJulls: A1Jlllty to def1ne a prd:llern; p.::1se and evaluate alt.ernate solutions so that a rational 
declSlon results. 

DIrector-General Ratuq: Raung of a learn~g SIL..Jation 1n a classroan as noted on the nost recent offICIal 
report of the Dlrector General. 

Ellployee of Local DIstnct: flnployed as a teacher or arlmuustrator l.I1 the school system where t.'1e 
app:Jl.I1t::Iœnt ~s to be made. 

PfFASr. 0JN'l'TNUF. œ 'l'lIT: Nr.X'I' PAGe 

• ., 

raSè :0 

\"I L'lP A<X QCE. I..~ 

) 
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Human Relations 5lu.lls: Involves r.ouvauon, attitude, develofXllel"lt, understamhng of hurran needs, develofXllel"lt 
of poS1tl.ve norale and of human resources. Feqw.res apprec1at1oo, enpathy and 
conslèlerat1on for others based on a pattern of 5ucce5Sful 1nterpersonal relat10ns as 
shawn by exper1ence 10 worklng effect1vely and eff1c1ently w1th other people. 

lËsearcl1 Skllls: Abl1lty ta help select relevant data for the solution of a prcblem, and employ the 
appn:f:lrlate r-.:..::e"'!"y'l tools so that analys15 and lnterpretation of flndl.ngs ll'ay lead ta 
adeqt.3.te and accurate 1Oferences . 

.. 
Uruwrslty Cegree: A l~~ruZed àegree frar. an accredl.teè uruvers1ty 15 a pre-reqw.Slte to app:nnt:1œnt as a 

SCr'x>l pnnclpal. 

\\\.'rk WU:.h Culdren: IX>ronsttaœd sua::ess patterns 10 ~rk1Og W1th d1l.ldren by Dlrector General '5 rat10g of 
classrcx:rr t:eachL'1g 5ltuatl0n. 

~"\t.her: \pleas.= :;peel f} ) : 

,,-... L."\t.!1f2'r \.,,1L-:!: ~ :-::"~"\t..l.':·.S Re;,~~ 

• 

Paye 11 

VI IMP ACe QUE url 

\.'hè~-.I.; Ü'Œ1 t.:lt? :.:.st :"-.elc. ~.hJSe .:r1.A3~lflcat.1or.s l'OU OOr.slÔt?r Io.nen ;ra:oQI1q a.'1 app:nI.tr"er.:: ::0 tne Frl.:1ClpalSr • .l? at a."l elaœr.r.arJ le":el. 

~1 .. ~_~ ........ : ::.;.'t:"?,::. .... Xl::3 .3L-=-..:..:-.:.s~a~:.\.ë e...,"'";)e:'-1.e:"'I..::E. 

: .. er ..... T""~: ...... : ~':~'.- ... 0~ :ea":::-;'':''''iS' è..'\..~-.:..e.ri~. 

,~~':. .. :': .. ~ :. .. ! ....... ..,:è~ ~:. .... "\-~: .::*, .... 3..: :':'=::":"::--.• 

:\. ... .s.~s~.: ....... ~ ..... :..1 ;:~,,=--lt..~ :-t2~=.€:-'S ~Ct2:""~. 

..... ~ ~.. . \,. ~_ Jt= .... :::~:~~~~ :3 --.. .... _ 

-::..z.:~ .:!l ;:-:' ::::: --, . ..... -:- '-:-,­
'- " 
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PARI' VII: MISCELlA .... wt;S 

A. Lhes your sclP::Jl ro.rd ha'le a wntten p:>l1cy for the selectwn of elerrentary school prL"1clpals? 
If 'jes, WJuld you k ndly send a coP'f of your fDl1cy. 

B. D::.es JOur school bo..rd have wr~tten procedures for t."1e selecb.on of elerrentary sc..'1oo1 prmclpals? 
If les, '"uuld you k ndly send a =Pi' of j'Our pnx:Jedures. 

C. D:es your school DOdrd have a wntt.en 100 descnptlon for the role of the elerrentary school prlllClp:ll? 
If 'les, would you k..-ndly send a copy of }'Our Joo descn.pt:lOn. 

u. [Des 'jour sc[o:)l rou:d have a WTltt.en personal and professlonal crHen.a for assesslng prospectlve 
elerrcntarj sch:;ol p-mcl[als? If yes, ~uld you kll1dly send US a copy of these cntena. 

E. D::.es your school bo.trd have a WTl. tter descrlptlon of the select10n techn1ques used ta rreasure the personal 
and professlonal cr,tena f0i"proSpectlve elesœntary school prmcl.pals? If yes, woulà you kmdly send us 
a COPi' of thlS d:x:uHent. 

F. What percent of the scncol board's budget 1S allocated ta the recIUl.bœnt and selectlon of elementary 
sdhool prl.ncl.pals? 

G. Ho..! saUsfled are }")U Wlth the present selectlon process used ln your sc:hool l:x:lard te select elementary 
school prlnclpals? 

Very Satl.Sfl~ Satl.sfl.ed Marglnally Sat~sflcd 

Marglnally DlSsatlsfled Dlssatlsfled Very Dlssat1sfled 

H. Ibes your schcx>l baud have any plans to reVl.se lts selectlon pnx:ess of elenentary school prlnclpals? 

1. Peccmœndatwns YOU bel1eve ~lÙd lllprove the selectlon process 111 your school board relative to elerrentary 
school boards. 

J. !):) you wlsh to rec€ l ve a oopy of the resul ts of thls study? Yes No 

The researcher thanks you for your oo-operatlon ln resp:>nchng te thlS questlonnalre. 

e 
.". 
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'les ~ 

Yes No 

Yes No 

Yes No 

Yes No 

Recnu. t1l1g % 

Select~on % 

Yes No 
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A STUDY OF THI: S~ION PRlXESS USED 'ID SELECI' EI.D1ENTARY 

SCHCOL PRINCIPALS IN 'IHF PRJVINCE Oï (2UEBEC: 

'nle purp-:>se of tius qu"suonna~re ~s ta gather ulformat~on on the pnx::ess used to select elerrentary school prUlc~pals. The ooJect~ve of the 
lesearch can only he m.·t wlth the co--operatlon of the partlC1patlng school boards and the ~ndlv1duals respondUlg ta the quest~onna1re. The 
l èsearchcl apprecldtes your collaboration 111 Iœetlng the goals of the stOOy. 

Respondent' s COde ,,~ r: 

A. QLTh!'IONS RF..IATE.D ''0 l'HE ~TlENI' 

('nus nurrber lS 'uven ta each part1C1pant by tlle researcher Ul order ta maJ.ntaJ.. .. 1 anonynuty. ta (;f1."Il: e 

a follo,..-up, and to provlde a copy of the surrmar.:l, 1f des1reà.) 

P.;m' 1; I»DGAAPHIC INro~lATIŒ 

1- TH 1<0' ,)!' Res~X) .. "ie."lt (?lease check only one) 

['ll ,::~ ... tù-:'- Ge":1t.~r .. l 

.::-..s,; l,;t.x't Jl)'e\ 'tOr ~neral 
Jllt."'-'tL'l ù~ Ilu:UJ~ Resourœs 
Per&."'1:lt.~l 0!"fl",~r 

\..1tl!èl Please Spec1f:': 

l SIn" t:1è rL'sp.lr~e -:: ~ \"e." 1.."1 (\lestlon l, p::'ease L mcate t.'1e nurri::er of redIS neld 1:- :.:U5 :,os.: :.:or . 

I·),:~i,,"'.3t-t.? e\~ :'l. ~~ :-t\...~ ...... t. ~"'7œ OOt.a.~~. !'?:~ c.."1ec.-.. .:Jne 1 

E~.A. 

S.:;:-. 
~.s..~ .. 
" .. ;. 
\'.~'. 

~~. ~4,.:. 

:-- ...... .... ~ .. 
..... "':-..... t.-::.:. ?:ease s~:=: ------------------------------------------------------------------.---.---

?:..E..:...3-: :'='~:';-=: :r --r-:- "::-_'-:-

,~ 
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4. Ha'Je you canple rAd cours~ ln: 

5<.:;hool Adm-_nl.st ratlon 
Schcol ?e:sonne l 

Yes? No? 

B. QUF..5Tla<S RELl\TED 'JO nIE SODJL BOARD 

L Inchcate the SE tUng of the school board: (~lauve te Klndergarten and Elementary schoolsl 

Rural 
tJrban .. , 

2. Student populatJ.on l.n the school board: (Ièlatl.ve to Klndergarten and Elerrentary schools) 

wss than ] 000 
I3el-ween 10C" ard 5000 
I3et:ween 5001 ar d 10000 
OVec 10000 

3. Ièll.gLOUS stattS of the school board: (lÈlatlve to l<..l.Mergarten and Elenentary schoolsl 

Catholl.c 
Protestant 
EcurelUcal 
Other Please specl.fy: 

4. Language of lm tructl.on l.n the Board: (Relative to IUnc1ergarten and Elerrentary schoolsl 

rngllsh 
french 
Bath Dngll.sh & French 
Other 

Please specl.fy: ________________________________________________________________ ___ 

5. NUllOcr of eleITlf.ntary schools l.n the school boaro by lcvel: 

Klndergarten to Grade 6 

Grade l te Grar e 6 

PID\SE aNrINUr: ctiJ 'l'lIB NLX'J' PAGE 

e 

!'..h~L:' _ 
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6. Nl.lITber of elemEntary school pnnc~pals: 

7. Number of elemfnlary school prmc~pals who have scheduled teaclung res[X>nsllnl1tles: 

PARr II: roIE OF THE El..EMfNrARY SClIOOL PRINCIPAL 

A. What are the three rrost lIlpOrtant expectat~ons of an elerrentary school prlnclpal? 

1. 

2. 

3. 

B. \'ihat are your e.,~ tatlOns ~ an elenentary school pnnclpéü under your supervlslOn? 
Rank or~r the fol:O'wU1g e>..1-€Ctau.on fran 1 (rrost J.lllXlrtant) ta 6 (least lIllpOrtant): 

BudqL't - fln.:U1ces 

l~TmUj!1ltl relatlOns 
lnstr-lct .\.L'·~l I..eadersmp and pedagoglcal :nethoè.s 

~'an.aqemt.'1t 0:' school blllld.l.ng and rœ.t.erlal resources 

i'crSOI1l1. 1 Adrumstratlon 

Stu.Jènt L.1.fe 

• -". 

ParJe 1 

1.'. In yOUl L'!-ll.:1l0n, \001.3t t-~l".:-cnt of !"leI' or hlS urre must an ele::-e."1t.ary s=ool prL"1Clpal làeal1y s:;>end ln each of tne fo11a.'lDC] areas u:. ork · ... <:.tk? 

;"T.t:.I~lS rd t 101' %) 

........ :.~::-1.ca ::\.;~~c2'$ %) 

~"'...........,-r:-..z::. ~latlL'r.s ~) 

:"0t...1.1: \lC0~ , 

S~r\-:J.slon 

:'eac.."':.!J1g 

()+-~'1er : 

t) 

~I 

~ , ?:'ease s:-.....ec.!.=:~: 

~:;.:;s=- '::'1~:::-~=: :f. 7-::: ~:::..-=-

-----------------------
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PARI' III: RECRUI'INENI' 

Rate al! the followlng 1terns as to :urp:>rtance when recrul.tJ..ng an elementary school pr1nc1pal. O1edc one blodc for each lteM. 

IEGfND: Very Inp:>rant.VI - Irrp::>rtant..IMP - Acceptable •. Arr. - QœstlOnable .. QUE - Unrellable .. UR 

AnnOlmC6Tents w1.tlun the school board 

Announcements w1th1n o:her school boards 

Contacts at profeSSl.Olùll Jœetl.Ili~ 

cl1gLb1~1ty 11sts 

In-servlCe programs 

Newspaper advert1.semen_ 

Pr1vate placerœnt off1..:es 

R=ccmœndaUons by admuustrators of ather school boards 

Reccmnendat1.ons by uru Jers1ty professors 

Standarruzed appl1cat,wn procedures 

Suggest1.ons by central off1.ce staff 

Un1.vers1.ty placement o~f1.oes 

Other (Please speC1.fy) 

VI IMP PCC QliE ù"R 

PŒASE roITINUE 00 T1Œ NEXT PAŒ 

• 

Pa"'1e 4: 
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PARI' IV: SELECrICN ClM-lITI'EE 

A. At what stage ln thi'! sclectl.on pnx::ess of elesœntary school prl.ncl.pals are the personnel below lnvolved? (Cl.rcle the letter for the 
appropnate persoIUli'!l ln front of each funcuon) 

LEŒ:ND: (a) 
(b) 
(cl 
(dl 
(el 
(f) 
(g) 
(h) 

( 1) 

Dlrector General 
AsSl.stant Duector General 
Dlrector of HUM.n Resources 
P~rsonnel Offl.œr 
PnnClp,il 
Teach=r 
Board ~~r 
Parent 
O~r: SpeG6iy: 

Ee\'elopnent of a s2lect:.l.on tnl1.CY 

tevelopœnt of pn::~ures to lllplerœnt selectJ.on pol1cy 

SCn~Illns .:Jf CanlÙ:lateS 

l:.Valll .. 'ltlon of AppllcaI1ts 

L"e\'€l'-'pœ!lt of a Sî0rt llst 

Pre h.l1l.U\al"} L-,ten lewS 

Flnal I:1~n"leo,.."S 

Fl..:1al Re...~U::)n 

:l: ..... ll ceclS1O:: 

E\"31:""ltl0!1 0: Ù1t? se:~-........:.0r: Frccess 

?:L~=-

a b c à 

a b c è 

a b c d 

a b c d 

a b c d 

a b c è 

a b c d-

a b c è 

a b ç d 

a b c .::: 

~::::;-... =: J.~ ~~ .. ~.:-:-

e ~ 

9 h 1. .. 
e f 9 h l. 

e f 9 h 1 

e f 9 h 1 

e f g h l 

e f 9 n 1. 

e f g t l 

e f S h :.. 

e '" :; n l. 

€: "' ~ .. 1. 

. .,.. 
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B. WhH:h of the follo..lllg pract~ces ~s used ln maJunq the fl.nal selectJ.on for the app:nnt:rre."1t of an elem:ntarv school prU1CHul? (Ch<!C'k. ùn~) 

The Duector General rea:rnœnds only the top candJ.date to the school board for theu approval. 

'ftIe Lluector General recx::rnœn::l.s the top cand.lClates to the school board. 

'ftIe Select~on O::n~ttee reo::.m:ends only the top canmàate to the Dl.rector General. 

"nle SelectJ.on O::nnuttee rea:rnœnds the top candl.dates te the Duector General. 

Other: (please c~scribe) 

... PARI' v; SElECl'ICN TEOlNlQUES 

A. O1eck the techruques u.sed by your school board in selecung the nost reoently appol.nted elerœntary school pnllCl.pëü. 

App11cat1on Banks 

Assessment Centers 

ConsultaUon Wl.th candJ.date' 5 supervl.sor for prevl.Ous arployrœ.nt 

Examl.natLons/Testl.ng 

Intervl.ew5: 5tnctured 

Unstructured 

Intervl.ew5; Prel1.ml.nary 

Secx:nd (or rrore) 

Performance apprel.sal raUng 

References 

Un1vers1ty Transcrl.pts 

Other: fplease fpeCl.fy) 

PLEASE CDNTINUE CN THE NEXT PAGE 
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B. Rate aIl of the foIlo./lng techrllque5 for the degree of their l1IIJOrtance 1lI the select~on of an elerrentary sclxx:>l prlllc~paL Check one block for 
each :Ltem. 

ŒGEND: Very lrrpJrtallt..VI - Irr{:lortant •• IMP - Acceptable .. ACe - QuesUonable •. QUE - Unrehable •• UR 

Appl1catlOl1 r~anks 

Assessrœnt Omtres 

Consul taUon Wl th canhdate 1 S superv1sor for prevlous errployment 

ExanunaUons '1'estlng 

Interv1ew5: Structured 

Unstructured 

Inten.'1.ew5: prel1l'tUJ1aI'y 

Second (..- nore) 

Performance ,lppra~sal ratlng 

~f~ences 

l1ru \'erSl ty t -anscrlpts 

Oth~: lple lSe spec1fyl 

VI 
( ) 

PARI' \'1: SELECI'IŒ CRIrr-RIA 

IMP 
( ) 

MX: 
( ) 

QUE 
( ) 

UR 
( ) 

Rdtt." doll I..'f t.'1t? f011L'oo.'~)g personal anà profess10r.al selectJ.o:1 cntena for the àegree a! theu l.!""p:lttance 1..11 t.'1e selecuon of an ele"entarJ school 
rr1rl"::liJdl. QJ~k I..~nos blv: ... for each Han. (Xl the 11l1es follo,.;wg each cr1tenon, descr.u::.e t.ne justl:::lcauoD for me use c! ':I.e cr1t.erlor. and n::u:.s 
of asS€S~-.t. 

:..E~::' • \-=~ L~-crtant. \'1 Irpor--ant.. IMP Acceptanle .• ACe Quesuonable . . Cl.=: L':'.rel1able .. ù'R 

. =\. Sc21t..~u0:'" Œ: ~erl.a of Per50:1.3.1 Q"ùa.ll.ues 

AJt? 

:~~ ... 'f :.a..--'..il.~i3~e :.-ef: ?\:''":5 5-1~:'::':'t'; for arl a..±-.u-.. ~stra.~'\"e ;xJs.!..~or ... 

\~ I!~ • f'r' ............ <JCE r..~.,; 

------------------------------------------------
'..::...-~:.. .:::::t::-:::-.== :1. -:'-~ ,;;:::.-:- ?:'2 
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Church Merrbersh1p: Merrbelsh1p ln, and regular attendance at, a recogrllzed church ln canclldate's oœmun1ty. 

Dress: Qual1ty, appropn, teness and style of att1re worn by the appl1cant. 

Gocx1 Health: Possess sourd phys1cal and rœntal health as sl"lc::1Nn by a OOnslStent poS1Uve attendance 
patterns at present career funct10ns. 

Group Skl.lls: Ab1llty to achleve consensus anong peers regarâ::.ng a specl.fl.c prct>lem by the use of group 
techmqtles 

Intell1gence: Possess alx.ve average mental abll1ty. 

Mar1tal Status: Cons1den.t1on lS gl.ven as to whethe-o: a candJ.date lS sl.ngle, marTl.ed or dlvorced. 

Mature Judgerrent: Abll1t) ta see the whole plcture when examullng a proolem, and abl11ty to relate l.t to a 
broadel oontext sc that a rauonal admlru.stratl.'.'e act10n results. 

Personal Secunty: D1Sphys an emotl.onal stabülty; a healthy self-ooncept by deallng W1th a crl.Sl.S ln a 
pat1ent,calm manner. 

PLFASF. CXNrINUE 00 'l'Hl: NF.XT PAGE .• 

• 

Page 8 
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Scholarshl.p: Evl.dence of so\IDd educatl.onal background and krlc:7Nledge base of educanon as l.ndl.cated by success l.n 
academl.c actueverrent at \IDl.versl.ty. 

Sel.: of cancù.date: 

0ther: (please specl.fy) 

1\. Sèlectlùn Cn tena of Pro 'essloI1àl..i3ackground 

ACJ.~c Courses: f€.:xJgr _zed L-.:JurseS for credl.t at an accre::ll.ted tn'Uverl.Sl.ty. 

i\...ir.uIUst ratl ve El-.-perlence Prc\"l.O-lS e.:q;:erlt!I1ce at. the Vlce-prl ... '"lClpal or other adIlu.rustratl.Ye level. 

.'\dlu.lustraU\~ 'Iec.'.Iucal .»o.lls: .:'.lnll.ty t.o plan, crga..'"llze, d:..re..."""t a..~d cont.rcl = areas of s'=.aff uull.zauon, 
fL--:ance, offIce r.an.3ger.-Je.'1t, a..'1à plant rdl.I1t.ena..'1ce as eVlàe.noeè by a KnQ\,dedge 
base 111 these adm.l.!llstrau \'e areas" 

(llan'lt! Strat~"'1' Stills: :~l·s:.and ë..'1e p!""lXeSS c: d1a:.~ :...-; a scheol 0rgar.lZatlOr., b:' :r..ro .... lege of a: least one 
:o:3el 02:: -::"~t? (:''"1.a.'"'ge prc>...~s • 

....... :.a.SS!\:'-.T :t?.3. ..... __ -.. .: .. ::; 2x:-~~:t:.~~· .~-:_1.: t2-'\~':'t?..,~ as 3. .:-:a.ss::-ca- ~::~e= 3~ ':::€ ~:S""E..-~. _-2---= __ 

---- - -------
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Ct::mm.Inlcatlon Slulls: Capaclty ta exchange lnformatlon ln oral and wrltten fOIm as l.nrucated by abÜl.ty ta 
speak and wrl te rressages that are understood by the reœl ver t and the ab 1. 11 ty ta 
l..nterpret the rressages sent by others. 

O:mm .. lI'Uty Relatl.ons 5kllls: Abl.lJ.ty ta work effectl.vely Wlth cx:mnunl.ty groups ta develop obJectl.ves for the 
local school. and ta develop strateg1es for 1nfornung the caTm..ll'l1 ty of poll.cl.es 
and actiVl.tles of the school. and to provlde a rreans of feedback frcrn ccmmmlty 
ta school. A!nllty ta analyze cx:mtUJnlty structures and the lnfluenoe of varlOUS 

elerrents. 

CUrrlculum Deve1q:rrent 510.115: I<n<J,.Iledge of recent currlculum developrent and abl.llty to asSlSt teachers 
l..ntroduce new prograrns l..n classroc::lllS as shawn by persona1 l..nvol vement l..n at 
least one currl.culum l.ru1OvatJ.on. 

Decl.sl.on-Malu.ng Slulls: Abl.l1ty to defl..I1e a prcblem; [X>se and evaluate alternate solutions so that a ratl.ona1 
declslon resul ts. 

Dl.rector-General Ratlng: RaUng of a learnlng sJ.tuaUon ln a classrcx:m as noted on the llOst recent offlcial 
report of the Duector General. 

Enp10yee of lDca1 Dlstrlct: Errployed as a teacher or admJ..nl.strator l..n the schoo1 system where the 
ap[X>l..n tIrent l.S to be made. 

PIFASr: CCNl'INUr: eN THE NF,}."!' PAGE 

• 
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Human Relauons Slulls: Involves rrouvauon, atutude, develo~t, understanchng of hunan needs, develo~t 
of poS1t1ve rrorale and of hunan resources. Req\llres apprec1at1on, enpathy and 
ronsl.œratl.on for others based on a pattern of successful 1nterpersanal relat10ns as 
shawn by experl.ence Ln worklng effectl.vely and effl.Clently Wl.th other people. 

F\:!search SJulls: Ab1.l1 ty tD help select relevant data for the solutl.on of a prcblem, and enploy the 
apprcpnate research tools sa that analysl.s and J.nterpretauon of fl.nchngs rnay lead to 
adeqlate and accurate J.nferences. 

U:llVerslt} regret': A lecoqazed degree frem an accredl.ted un1verSl.ty 1S a pre-reqtlls1te to appoJ.ntnent as a 
sc)-ool f.lnl1Cl~l. 

\ok)rk \üth Q1l1dren: D:{;\)!'.strat.e..-: su~ss t=atten1S l.n workLng wlth d1l.1dren by Duector General 's ratl.ng of 
ClasS1LXXn tea~~g SItuatIon. 

L"ltne r : \ F l e.:l5<O' spe'::l. f-: ) : 

L·~ L~.!~l 0'~~1:~_':~1tJ..\"''):~'''':':''~ 

• 
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P.~ vn: ~1ISCELl.A\ID.JS 

A. Ir.JE:5 your schc.ol èŒ rd have a Wrl.tten p:ll~cy for the select~on of elerrentary school prlnc~pa.ls? 
If 'jes, vnwd J'ou kJndly ::.end a =P'I of your FOhcj". 

B. I:J:>es your sch<xll èŒrd have v.Tüten procedures for the selectl.on of elerrentary school rrUlclpals? 
If 'les, would you k. ndly send a =py of your procedures. 

C. [))es 'Jour school ro.rà have a wntten ]00 descnptwn for the role of the elerrentary scl1oo1 prUlc~pal? 
If 'les, would you k.. ndly Sf'...nd a =py of your ]00 descnpUon. 

D. D::es your sclxx:ll rotrd have a Wrl.tten personal and profess~onal cr~ter~a for assess~:1g prospectl.ve 
elerœntary school p;·1.!1c~pals? If 'les, would you k1.!1dly send us a copy of these cr~tena. 

E. [):)eS your sa1eel rotrd ha'Je a wntten descnpUon of the selectl.on techruques used ta Iœasure the personal 
and profess~anal cr tena fO~ prospecUve elerrentary school pn.nc~pals? If yes, lt.Uuld you hndly send us 
a =Pl of tlus dOCllll'mt. 

F. What percent of the school lxJard 15 budget 15 allocated ta the recrw.t:l1l.;mt am selecuon of elerrentary 
scheel pr~nc~pals? 

G. Ha.ol satlsfled are ynu wHh the present selectlon process used l.11 l'our scheel lxlard to select eletœ."1tary 
school prUlClpals? 

Very Saüsh.;d Satlshed Marg~lly SatiSÜed 

Marg~nally DLssatisf~ed D~ssatlsf~ed () Very D1Ssatisf~ed 

H, D::>es your school oorrd have any plans ta reV15e ~ts select~on process of elerrentary sc.'1ool principals? 

1. RecamendatJ.ons you bel1eve lt.Uuld Inprove the selecUon process Ul your scheel board relative to elerrentary 
school boards. 

J. CO l'ou wlsh to recelve a copy of the results of thlS stooy? Yes No 

The researcher thanks y~u for your co-operatlon Ul respondUlg ta thlS questIonnaIre. 

- , 
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Yes No 

Yes No 

Yes No 

Yes No 

Yes No 

Iècrul. tl.11g % 

Selection % 

Yes No 


