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ABSTRACT

The study ofpromotion or executive succession bas been of interest to edueators since

the beginning ofschools. Who should be a school~s principal? The purpose ofthis study was

twofold. First, to investigate executive succession within large, urban Canadian schools boards.

and secon~ to use a dramatic work • a play· to represent the major findings. Theatre is used to

present society and its workings~ it is a method ofdata representation tbat pennits human

emotio~ care~ contliet and tension ta become palPable, to provoke an audienc:e. The two purposes

of this study merged to provide insight unto the ..reality.... of schaol principals' promotions from

the perspective ofpractitioners.

Data on promotion was collected from thirteen seasoned school administrators througb

extended interviews. Respondents were encouraged ta relate stories of individual promotions, as

they understood them. The data was transeribed and anaIyzed using the constant comparison

approach. This method yielded multiple levels ofanalysis including areas of reference, spheres of

infra-influence (highly related concepts)~ and rules of inclusion (subsuming large amounts of

data)-

It was clear that promotion was a ·"political ad" where severa! stakeholders fought for

their interests_ Then foUowed transeendence - the movement ftom the naturalistically collected

and analyzed data to the play - the movement from science to art fonn. The NIes of inclusion

inspired the foundatioDS ofthe novella; the novella led to the play; cbaracters~ sc:enes and actions

were developed. A group ofaetors rehearsed and prepared a staged readïng. l'be play was

presented ta a group ofedueators who were asked to respond to it at two levels - the work as a

provocation device for preparing educational administrators and the work as the ....reality" of

promotion.

Clearly~ the theatrical work stimulated the audience and indieated there is a valid place in

administrator preparatiOll programs for dramatic wooo. As well. the notion of promotion as
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'4seeking the best possible candidate" was challenged as stakeholders· interests dietated bath

promotion procedures and candidate succession. The tide~ Transitiona/ Wars. seemed to capture

the essence of the work.

RÉsUMÉ

L•étude de la promotion des cadres exécutifs dans le milieu de l'éducation suscite

1· intéret des éducateurs depuis le début de 1"existence de 1~école. Qui devrait occuper le poste de

direction d·école - voilà le coeur de nos propos. Ains~ robjectif de cette étude est double;

premièrement, il s·agit d'investiguer le mode de succession aux postes de cadres au sein de

grandes commissions scolaires urbaines au Canada, le deuxième volet use d'un moyen driginal..

soit d ~une pièce de théâtre qui pennet de faire connaitre les résultas des recherches terrains de

cette recherche.

Le théâtre devient ici un medium pour présenter un aspect de la société et ses structures.

Cette méthode reprend l'information objective et la colore d'émotions humaines, de

considérations multiples, de conflits et de tensions palpables dont 1~objectifest de provoquer des

réactions chez les spectateurs. Les deux objectifs de cette étude se regrouppent jettant une

nouvelle lumiére sur la réalité de la sélection des directeurs d'école du point de vue des

praticiens.

L·infonnation a été recueillie auprés de treize "administrateurs d'écolen à partir

d'entrewes approfondies au sujet de l'histoire de leur promotion individuelle dans le milieu

scolaire telle que vécue. Cette information a été transe:rite et analysée avec une approche

comparative. La méthode usait à la fois de multiples niveaux d'analyse à partir de c:bamps de

référence des spbéres d'infta-intluenc:e (c:oncept5 étroitement corréles) et des régies d'inclusion

(et qui relient une quantité énorme de données).

Il est appana que la promotion était un geste politique où les personnes mises en c:ause

défendent leurs intérêts. La transœndanc:e inhérente au processus est la suivante: mouvement de
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la colleete~ analyse des données qui ont donné suite à la pièce de théâtre~ soit le passage de la

science à l'art. Les régies d ~ inclusion ont inspiré les fondements du récit menant à 1~évolution de

la pièce~ ses personnages~ scénes et actions. Un groupe d -acteurs a préparé et tenu une lecture de

la pièce sur scéne. Cette lecture a été présenté à un groupe d~enseignants. Ces derniers ont

répondu à deux niveau:< de questionnement: le premier approche la pièce comme un outil de

provocation en vue de préparer les administrateurs dans le milieu de 1~éducation et la seconde

interrogation porte sur la pièce comme reflet de la réalité de l'ascension des cadres.

Assurémen~ l-oeuvre théâtrale a provoqué un effet stimulant sur le public, Ses réactions

indiquent et valident l'utilité de ce domaine théâtral en guise de préparation à l'accession aux

postes exécutifs administratifs scolaires ainsi qu-au developpement professionnel

d'administrateurs établis. Aussi~ dans ce sens, l"idée de la promotion ....recherchant le meilleur

candidat" a été défié en quelque sorte car les intéressés mis en cause dictent à la fois les.

procédures et agissent suc la sélection des candidatures leur succédant_ Voilà tout le sens du tîtle

Transitional Wars au coeur même de ce travail.

II'
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C~RONE-mITRODUCTION

In 1992, 1completed my master's degree with a monograph. This had been my first

venture into the study ofeducational administration. Unlike MOst studies ofthe rime, the

monograph was a one-act play - which sought to capture executive succession l
- the hiring ofa

principal within an independent school setting. 1had been involved with one such independent

school since 1976. [t was going through yet another senior administrator succession. The

monograph began:

Principals ofschools. The literature ofacademics tells us they are leaders or
managers, problem solvers, supporters of instructional development, change
agents, and on and on. The principals we know rarely use these tenns. Principals
are a heterogeneous lot, sorne large, sorne smalt, sorne male and some female. A
few act like Don Quixote, others as Attila the Hun; most would not "char:ge" at
anything. They appear a decent lot guided by a service ethic. Most are committed
to an altruistic motifofsupporting others. A few seek promotion, many Dever
leave the school parking lot - except for a transfer. As the years go by the thrill
of"change" is replaced by visions ofearly retirement ... maybe a golden
handshake.

The monograph-dramatic piece concluded with the principal selection committee ofmy

fictional independent school coming to a realization unknown in the literature of"buman

resources management - or personnel." The selection comminee did not want the best qualifled

candidate; they wanted a candidate they couldcontrol. The play ended with the following scene.

BERT (secondary school representarive): Sc you see, from where 1sit, you don't want 100 strong
a "leader" as you claim either. You folksjust simply won't admit it.

MARYANNE (elementary school representative): We're told the Board wants thîs, or ... the
Board represents the owners, or the Board's going to question policy ... it certainly sounds to me
that you don't want a strong principal. l've been a faculty rep on a few Boards. It's rare that l've
seen a Principal stand his ground strongly to you folks regardless ofwhich Board it is. Some of
your individual or collective hidden agendas are pretty bizarre .... We each want a principal to

(Richard o. Carlso~ Schoo/ Superindentents: CtII"eers and Per/o17nance. (Columbus: Charles E.
Me~ 1972), chapter 1.

2Matthew Meyer, The '~Marginalizationofthe Principal" (Unpublished Masters Degree
Monograph, McGill University, 1992), 2.
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get US the tools we need to do our jobs etTectively without demanding too much in retum.
Whether it"s thraugh fear or intimidation we ail want sorne sort ofcontrol over hïm.

(Pause- afew moments afsilence: Finescome is deep in rhought. chen gels very serlous)

FINESTOME (Board member- finance): Do you ail grasp these implications? If most of us. even
for a moment agree with Bert and Maryanne. men we ail want a hoolc ioto our new principal.

NATCH (Board member- nominating committee): The most successful appücant truly bas to be
the one who could sustain the status quo most prosperously.

BUITERGROUND (Board member- physical plant): The candidate must, al thel~ look like a
role model ta satisfy the~ follow the academic norms required by the post seœndary
institutions to satisty parents~ he fatherly enough to keep the students in line to pacify the faculty.
and seem interested enough in student aetivities and welfare to conciliate the students.

PRESIDENT (of the Board): [t seems our first cboice is becoming clearer. Ifwe must choose one
who satisfies these ... demands~ than it would appear that in ... most probability _.. the êldest
candidate with the least administrative experience would serve us best.

NATCH: ln that way~ the new person couldn"t make any important decisions without consensus
from. minimally the majority ofsevera! groups. or at the lcast. without the consensus of the most
affeeted group on any specific issue.

FINESTOME: [assume therefore that Eden is eliminated.

(GROUP SILENTLYNODS lNAGREEMENT)

BERT: From this agreemen~ we all must understand wbat is understood.

EDWARDS: Wail! We're saying that the $Choal requires an unconscious inside person to be
utilized either as a scapeg~ spy or best yet an ïnsurrector. Who else but the weakest link of
them then ail ... current Vice-Principal and High Sc:hool Director Paul Eden.

PRESIDENT: Ifs decided. Ifs in the best interest of the school to retain Eden as High School
Direetor to ... ease ... in the transition into the new administration. IfEden doesn°t feel
comfortable, he bas the option to seek other employment.

MARYANNE: [t appears then tbat Mr. Sturgeons, the candidate with the strongest ··personality"'
and "bands on" approach is eliminated due to bis ··obvious egocentric manner," and candidate
Farridge is eliminated due to bis strong 'vision for the twenty - tirst centuryO and aggressiveness
- his desire to he the CEO.

FINESTOME: Not 50 fast. Candidate Downs, it must be agree~ is our tirst choice. He's in his
late forties with little administrative experienc:e as a low<nd assistant principal in our
"conservative" rival independent school- yeso the perfeet choice. Hell serve us aIl very wetH No
one really knows hint - no enemies. no friends.

(A CALMSETTLES OVER THE ROOM)



• NARRATOR: Paper ballots with the four candidates .. names were distributed. Each ofthe seven
members made their choice. The President colleeted the ballots. tallied them. and announced the
vote. The vote was 6 to 1 ... 3 -

This fietional work grew from my worlcings with many edueators and from innumerable

contacts with parents who bad served on boards ofdirectors ofsome private schools. Many

Montreal area anglophone independent schools during much of the late L9805 and L990s were

involved in major physical plant expansions. enrollment crises (due to the volatile provincial

politica1 situation) and for some.. major fiscal difliculties. ln short.. all independent sc:hocls bave

confronted many crises. However. the play (or dramatic piece). was simply grounded in my own

experlence.. relived in conversation after conservation in and trom the $Chaol halls. stat!'room.

over coffee and lunches, and so forth.

Did the monograph retleet the ""reality.... of practice elsewbere - with other boards, public

as weil as independent ones. with rural and urban scbool systems? WouId the practice be the

same in public unionized settings? How could sucb an investigation be c:arried out?

THEPURPOSEOFTHESTUDY

12

•

1wanted to continue my study ofexecutive succession but in a larger domain - the public

school system. Would control. 50 evident in the independent $Cboal setting, be a dominant theme

in public education? Would the practice of$Chool administration and the policy development of

school board members (aiso called schaol commissioners) come into confliet? Wouid tbere be a

conspiracy between board - appointed administrators (sometime5 referred 10 as board or

commission officers)? Just wbat were the dynamics of$Choal administrator promotion?

The purpose of tbis study was 10 investigate executive succession in large urban

unionized school boards or commissions~ in a major Canadïan city. This aim was to be achieved

by turning to people who were actively involved in the promotion ofedueators 10 the

3Ibid.. 56-58.
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principalship. These people.. some active administrators and board members and sorne receody

retirecL would be asked to look back 00 their careers and -'leU staries.. ·• narrate how "people got

promoted around here.·· The narratives thus created would then be analyzed to uncover common

promotional practices.

A second purpose of the study. as imponant as the~ was to create a play tbat would

represent the~ or a major part therein., to provoke edueators to study the ··practice of

promotion" as it DOW exists in some urban scllool boards in Canada (The play would later be

named Transitional Wars). Theatre bas been and will continue to be a way ofstudying society

and its workings. Uolike a science-based meth~ it is a metbod tbat permits human emotio~

<:are. conflict and tension to bec:ome palpable.. te provoke an audience. To achieve this purpose

there would have to be traIlSCendenc:e - a movement front scientific:ally c:ollec:ted and analyzed

data to a fictionai piece that would represent tbat data.

Ta test the validïty ofthe entire study, the play was produced as a staged reading for an

audience ofedueators. The audience was then asked 10 ponder the play, write individually about

wbat they had \\itnessed then joïn foc:us groups te discuss the production. The audience included

sorne of the originaJ people who had provided stories as part of the data base, as well as other

edueators from a vanety ofeducational settings. The following research questions were asked of

the audience:

RQ L: We invite you to take a few moments 10 write down your thoughts about
the play you have just seen. Please indicate any and all reactions to the worlc.

RQ2: Should the humanities - performing arts works.. biographies, memoirs.. non­
fiction works and the like - be used in the preparing edueators for administrative
posts?

RQ3: Should the humanities - perfonning arts works.. biographies, memoirs~ non­
fiction works and the Iike - be used in the professional development of
established administrators?

RQ4: ln your academic: studies in preparation for work as an edueator, were the
humanities - performing arts works.. biograpbies~ memoirs.. non-fiction works and
the like- part ofyour preparation?

Jj
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RQ5: Should the humanities - performing arts works. biographies., memoirs, non­
fiction works and the lilee - be used in preparing lay parents for roles on parents·
committees and $Chool commissions?

RQ6: Would theatrical works help in preparing non-administrators for
administrative ranks?

RQ7: WouJd the play this evening., Transitional Wars help in preparing
practicing administrators for improved practice?

RQ8: Did the play tbis evening., Transitionol Wars. provoke tbinking about
administrative practices?

RQ9: Did the play this evening, Transitionol Wars. present issues about
administrative practice tbat are rarely discussed in in-service or other preparation
programs?

RQ LO: From your experience, does Transitional Wars reflect the "reality" of
administrative practice?

LIMITATIONS OF THE STUDY

The data was oollected from a few public anglophone school S}"Stems in Quebec,

specifically in the greater Montreal area. l'here is no guarantee tbat the findings of the study cm

be generalized ta other Canad jan urban school systems.

The creation ofa play as representing the findings of the study is limited in two ways.

First, not aIl the data oolleetecl is represented in the play. Other plays couId be written nom the

data: other forms ofanalysis could be made nom the data. Second, while 1analyzed the data as

fairly as possible, my persona! biases may have entered into its interpretation and representation

in Transitional Won. In many respects, wbat was earüer observed in my mOllograph was found

again in a new setting - the immense concem for power and control from certain oonstituent

groups within the formai schoal system structure.

ORGANIZATION OF THE DISSERTATION

The dissertation is presented in the foUowing way. Chapter 2 - Foul'ldationalliterQlUre:

theatre as representation introduces the project's raison d'être, critical conventions and

definitions which were inspired from my readings in edueational administrati~sociology,

/.J
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qualitative research methodology~human resource management and dramaltheatre. Severa!

directional concepts. research design and other substantive elements are introduced. the Most

essential being that of theatre as representation (FAR). and its presence as an emerging method of

inquiry in the field of educationai administration research. It presents TAR ·S philosophicaJ and

anistie (field) foundations in light of several key detinitioDS. and a look at postrnodemism's

influence in ehalienging existing researeh Methodologies.

Chapter 3 - Structural pillors ofthe dissenatïon. introduces the dissertation design and

its transformational goals. The manipulation ofdata collection schemey in terms of its

interpretation and thematic (story lines) direction inc:luding cbarader foundatioDS y are in~luded.

Much of this section was inspired by Norman Denzin's ( 1989) concepts regarding --me

interpretive process.·~ The term - artistic aesthetic method%gy is introduced. It represents the

venture into qualitative research areas that, 1believe~ strongly demonstrate the fusion of science

with art [in this case theatre.] The discussion evolves into an

action~reaction~decision~consequence paradîgm.

This goes on to include a discussion ofhow theatre works as a 'life mirror-like~ human

representation. A dissenation design paradigm is reveaJed al the end of the chapter.

Chapter -1 - Data collection and ana/ysis presents the data collection scheme and its

analysis joumey. A data agenda is presented which sets out the path for data selection. The

employed natura/istic-inquiry-based interview protocol is also shown. Within the data analysis

protocol, such concepts as areas ofrejërence. their reduction iuto spheres ofinfra-influence. and

an adaptation ofthe ru/es ofinclusion technique ofdata reductio~ which formulated the data

grounding, are shown in great detail.

Chapter 5 - The Findings concems itself with two central issues: data trustworthiness and

internai data validity. Aspects of the interview experience and process are discussed to reveal the

4Norman K. Dcnzia lnlerpretive [nteractionism. (Newbury Park. Sagcy 1989)~ chaptcr 3.
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outcomes of the adaptation of the data analysis techniques set forth in the previous chapter. The

findings are distilled and presented' They are grouped through thespheres a/infra-influence.

Here. specific references are made to those rules of inclusion that were precise and particular to

an individual finding. There are also five cross-case summative f"mdings as weU. The chapter

concludes with severa! "transition' thoughts that link the fmdings to the dramatic piece.

Chapter 6 - Notions ofscriptwriting is the first of two chapters that concem themselves

with the transition from the hard data to the creative act. This chapter introduces the use of draina

and theatre-like activities as innate communication. Sorne basic playwriting mechanics are

introduced. The purpose here is to provide a brief drama and theatre background ta thase readers

who may not be familiar with the aesthetic and artistic writing techniques of three-dimensional

stage writing. The important "human interaction' phenomenon that occurs between participant

and viewer is explained. A discussion of "theme' is discussed with severa! key playwrights' ideas

on various aspects of playwriting.

Chapter 7 - Transcendence, is concemed with the questions and issues of the joumey

from the collected data to creative act end - the play. The use of the Buddhist term °ku' is used as

the 0 continuity platfonn' to begin the discussion. A detailed examination ensues which describes

the sequential steps and elements that ultimately led to the evolution and creation of TransitioMl

Wars. Included in this gestation chain are the flfSt idea images, the novella, the script

development, the "cold read" and the eventual staged presentation of the work itself. The chapter

ends with a discussion regarding the fusion between ail the human interaction elements of the

process.

The drarnatic pieœ, Transitional Wars is Chapter 8. This is the dramatic piece inspired

by the data research and f"mdings of this project. The therne and characters descriptions are given

and then the piece itself.

Chapter 9 - The public performance and viewer reactions chronicles the public

performance of the October 1~ performance of Transitional WaT.S'. The results of the viewer-
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response surveys are discussed. Some directional statements regarding future presentation

showings foUow this.

Chaprer 10 - Cone/usions and Future Directions offcrs severa! summativc statements

and introduccs some future post-dissertation research possibilities.
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CHAPTER TWO - FOUNDATIONAL LITERATURE; THEATRE AS
REPRESENTATION

INTRODUCTION

This chapter is concemed with the projeet's overall scholarly goals. foundations and

beliefs. The concept of theatTe as represenlation (FAR). is introduced in tenns of its holistic

directions. foundational underpinnings and motivations inspired from some bodies of the

humanities and social science literature. The new vehicle ofaction provocation. within the field

of edueational administration, is brought forwarët a10ng with severa! imponant definition5. This

opens the discussion to consider non-conventional uses ofdraina and theatre in the field" of

educ:ational administration.

This is expanded in a discussion, which brings TAR into the qualitative research n:aIJn,

citing several key researchers within the field. The cbapter concludes with a shon background

into the postmodem movement that. in many ways. lends its concepts ta partiaIly validating this

new use of theatre mto the field ofedue:ational administration.

Ta begin with. the following serves as the basis ofmis discussion.

THEATRE AS REPRESENTAnON (in this projea) is a research methodology
tbat leads to the creation ofa dramatic work. This dramatic: work's raison d'être
is first, ta be viewed in a üve presentational format performed by adOrs; second..
ta be presented ta working field administrators in a passive non·threatening
venue setting;~ ta serve as a provocation vehicle for eac:h viewer to question,
compare and c:ontrast bis or her beliefs, protoe:ols and the like as viewed with the
contents of the dramatic: work. As a research vehicle. THEATRE AS
REPRESENTATION falls into the qualitative research genre within the post·
positivist paradigm.

THEATRE AS REPRESENTATION: ACI10N PROVOCATION, AS LEARNING TOOL

Artists believe tbat the need ta express is înnate. Whether it be for simple

communication, survival or artistic expression. a persan c:an not reveal a complete world view

without bath the need and the desire ta communie:ate. This bas been a working dic:tum for artists
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probably since the beginning of rime. The means to express these needs to others are vast. To

those few. to whom we refer as artists. we permit truth to stretc~ imagination to have no bounds

and structure and discipline to expand. This creative license is critical for the artistic and aesthetic

success of both the anist and bis or her work. It is also critical for the educational administrator

who, in many ways, is similar to the performing artist.

An administrator creates and sustains a ·'role." An edueational administrator bas

knowledge and study ftom estabtished sources and programs coupled with rea1-life experiences.

The role of Principal, Vice..Principal, Director General, and Department Head to name a few. are

defined in a number of ways: job description, the history ofthe position in the spec:itic institution,

expeetatio~ experimentation and ego. The raie is also detined in terms of func:tion, as dietated by

the personnel of the organization as weil as the secondary school (in our case) or school board

corporate and practicing culture and subculture (institutional and/or human). l'be administrator

who bas taken on the role continuaUy manipulates titis "role."

An actor interprets a role as weil. The aetor's function is not ta live out the role in '''real

life," it is to represent and transform the role into a temporary reality. Artists (aetors in this case)

and administrators in role-playing are similar in that a persona (true or created) is presented ta

others. This similarity becomes one criticallink for theatre as represenlation. Further, let us also

assume, tbat when an administrator is viewing a theatrical piece which depiets administrators in

crisis, an immediate corroborative similarity or association is shaped between the administrator's

experiences and the actions ofthe actor's role creation. (t is this silent bond (my words) that

becomes another link between the [wo ··role" interpreters.

Using theatre as representation is the foundation ofthis project's goal in providing a

vehicle for action provnçarion for edueational administrators be they praditioners or professors.

Since the beginning oftime, theatte bas served as a ret1ection ofhumanity ofits particular era.

From its earliest asSOCiatiODS, as a means ta help answer spiritual and cosmic questiODS, theatre

praetices have been used as training and learning devices for bath the participant and the viewer.
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Therefore theatre~ by its nature. is a provocation device. That is. it can force both the actor and

audience to refle~ consider and take a positio~ 50 to speak. conceming confliets and dilemmas

of the work - text and/or production of the teXl. (The 'uking a position" is critical for the actor in

arder for him/her to projeet the required persona of the character. 'The taking ofa position" for

the audience is the hope ofevery production - tbat is to provoke the audience members to

question (agree or disagree] the view of the production \\ithin the context oftheir own

perspectives and beliefs). A theatte presentatio~as provocation device. bas one majoradvantage

over many other such provocation devices. It is usually less threatening to the observer in that the

boundaries between reality and fantasy are considerably more defined. The audience member is

not being evaluated.

Dramatic presentation can enable its viewers to become anncbair critics or dilettantes in

areas of life they wouId not normally experience. Sociologists such as Berger andLuc~

Hare. and Goffinans use theatre tenninology to aid in the explanation ofbuman behavior.

Similarly, education and training expens such as Corsini et al (1961), Maier et al (l97S) and

Towers (1974t use theatre-like techniques ta instnlet both workers and managers to become

better leaders in their respective levels of the corporate class system. In everyday life. many

people use sucb expressions as ·'don·t be so dramatïc," or '''stop the aet" 10 ref1ect a certain

evaluation of a confliet either presented to them or one in wbicb they are involved in directly. The

military, political pundits and bistorians use the term -'"theaue" to represent battlegrounds as part

oftheir working vocabulary.

5ErvingGo~ The P"esentation ofSe/fin Everyday Lijê. (Garden City. Anehor Books. 19S9);
Peter Berger and Thomas Luckman. The Social Constnlction ofReality: A Treanse in the Sociology of
Knowledge. (New York: Ooubleday, (966); Paul Rare. Soc;allnte"action: Applicationsfrom Conflict
Resolutions. (Beverly Hills: Sage. 1985).

~J. Corsini. M.E, Shaw. R.R. Blake. Roleplaying in Business and Indust1')l. (New York:
MacMillan. 1961); M.R. Maier. A.R. Salem. Maicr. A. A. The Role-Play Handbookfo" J.,{anagement and
Leadership P"actise. (La1olla: University Associates. 1975): lM. Towers. Role-Playingfo" .\tlanage"s.
(Oxford: Pergamon Press. 197~).
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In sumo theatre has been used widely within the humanities 10 present truthful human and

historical episodes and provoke people. Herein, il will be used in a similar vein to view

educational administration.

DRAMA AND THEATRE· DEFINITIONS AND CONVENTIONS

Theatre as representation uses dramatic imagined acts as driving organic forces of reality

in a presentational medium of live representation. For theatre as method ta succeed as a research

methodology, it must clearly and successfully manipulate bath drama and theatre techniques to a

high degree of performance execution.

It is important ta understand the distinction between the terms drama and thelJlre in arder

to avoid confusion when using the lheatre as representation approach. 1 use Bernard

Beckerman's 7 definitians:

Theatre occurs when one or more human beings isolated in rime andspace
present themselves ta another or others.8

Drama occurs when one or more human beings isolated in time and space present
themselves in imagined aets to another or others.9

According ta Beckerman. drarna is a sub-form of theatre. In a theatre presentation, the

participants and viewers must be isolated from each other in some fashion. The funetion of each

and every persan present in a theatrical performance is inherently dermed. The secand difference

lies in the words "imagined acts' within the drama definition. An imagined act is the contrived act

"ta make a concept realistic." In other words lo mate believe. A theatre ad is the spectacle itself

and does not require a script or rehearsal. A child having a temper tantrum is a theatrical act; an

actar in a role cantemplating suicide. is presenting an imagined aet within a theatrical context

because the audience realizes that the actor is not actually committing the suicide act but

interpreting the "dramatic" act of suicide.

7 Bernard Beckerman. Dynamics ofDrama: Theory and Method ofAnalysis. (New York: Alfred
A. Knopf, 1970).

lIbid•• 9.
9Jbid•• 20.
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Eric Bentley takes this further:

Events are not dramatic in themselves. Drama requires the eye of the beholder to
see drama in something is both to perceive elements ofconfitct and to respond
emorionally to these elemen!s of confitc!. This emotional response consists in
being thrille~ in being strUck with wonder al the confliet. Even confliet is not
dramatic in itself. Should we aIl perish in a nuclear wat. there "ill continue to be
conflict - in the realm ofphysics and chemistry. That is not a~ but a
process. If draina is a thing one sees, there bas to be one to see. Drama is
human. IO

Perception becomes the catalyst for the viewer to formuJate responses on individuaJ

psychologicaL intellectual and professionallevels. The '·contlie:t" is not confined to a

confrontation of ideas, however, it should also be placed in a temporal context. Quoting Langer,

Gavin Bolton states that tinte never stands still. It either looks btu:kwatd or fonvard in the

theatrical context. '·It is this sense ofrime, that does not rest in the present but is continually

looking backwards and forwards that carries a tension ofcommitments and consequences...Il

Human responses occur almost simultaneously while viewing a theatrica1 piece. The human

visual and/oral experience of live tbeatre intrinsically places the viewer mto the persona ofan

adjudieator without putting him or herselfal risk

The use oftheatte, either in the observer role or in the more active participant lOle. can

aid in the praxis evolution in educational administration. We participate and observe drama

presentations every day ofour lives(Go~ (959). The designed or programmed ones are

those we experience through the media: television, cinema, live theatre and the like. The non-

programmed ones are those in our daily life al home, the workplace or al other locales.

This is an important aspect of thealre as represenlalÎon. Part of its raison d'être is for the

observer to be empathetie with the aesthetic theatre experience itself. A familiarity with such

presentational formats is critical for the suceess ofthis application. Whether conscious or

unconscious, viewers inherently use judgmental and intelleetua1 protocols. These create a sense of

security ofsorts, to sit and pass judgment on the presentation witbout fear of persona! reprisai or

I<>r:ric Bentley. The Lifè OfThe Drama. (New York: Applause Theatre Books. 1964).4.
11 Ga"in Bolton. Toward a theol')l ofdrama in education. (London:Lon~ 1979). 76.
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loss of face before another viewer, peer or superior. Whether or not the viewer is so moved to

make a true change in bis or ber personal belief (in view of the content of the presentation) is not

open to scrutiny by anyone other than himlherself. This freedom to fonn a self-designed

impression is critical to the change process because it creates within the viewer this sense of

empowerment.

Consequently, educational administrators and educators in general, after viewing a

provocative theatre piece, cao be more open to discussing a specifie problem's resolve. The

success of theatre as representation is grounded on both the above assumptions and the

traditional theatre dietum that "live theatre" is magieal and simultaneously provocative. This

magic is governed by the precept that real people many times, before a viewer's eyes and mind.

present and create temporary alter personas for the viewer. The viewer cao silently (perhaps

passively) assume the persona of a character on stage and. in hislher minci. live out the moment as

the perœived character. Providing both the theme and its technical vehicle (writing style) are

relevant to the viewer, the viewer cao respond to the work as if they themselves are its characters.

or if required. as arrnehair dilettante crilies.

The design methodology's result is an enhanced piece of creative non-fiction writing. Il is

based in reality a.'1d presented in a three.odimensional performance vehicle.

A NON-CONVENTIONAL USE OF THEATRE

In this researeh method application. theatre applications and practices are not utilized in

their conventional forms as part of the educator's teaching bag of tricks and teaching styles.

Traditionally. such developmental draina conventions as role-playing. theatre gaming and

improvisation exercises can be employed within the teaeher/adrninistrator's training curriculum.

Simulations. within the more struetured role-playing training constructions. are the medium for

virtually ail in-house teaching practices (Davis and Hancock).12 These are very active exercises

120. Davis and R. Hancock. "Drama as a Leaming Medium." Management Deve/opment Review,
6, 1993, 11-12.
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for the panicipants. The drawback to these exercises is tbat mey put the participant at ri5k of

embarrassment or humiliation from their colleagues. This is especiaJly true as teacbers and

administrators age. (Here. it is assumed that as teaehers become more adept and experiencecl

they tend to solidify their teaching and administrative protocols. They view change as only an

emergency or a "must-do" employable action when absolutely forced to).

Presumptuous as this appears. probably more oilen than n~ observers feel more safe in

the ··armchairH perspective. For the moment, let us assume tbis conçept as a givCIL Let us also

assume the following: when one is given the opportunity ta observe 5ucb a dramatic or tbeatre

piece. then asked to retleet upon il, slhe is perceived as having empowerment. Witbin mis

empowennent concept lies the premise that conflict resoJution is seen almost solely in a view of

an issue's causal parameters not ils ..Band-Âid - what do 1do now ... ,. resolution strategy.

It i5 the intention of this dissertation to cn:ate a tbeatrical piece to serve as a training

provocation instrument (henceforth referred ta as the piece) and ta become, after its viewing by

an audience ofadmïnistrators. a discussion instrument. The uses for 5uch an instrument could be

as foUows. Fi~ in administration training programs to provide potential schoolleaders with

confrontation scenarios for practicc; second. for lay edueators (parents. board commissioners and

the like) ta obtain an insight into the political and procedural possibilities, and perbaps aetualities.

of '''reallife'' at the board level; and third. for active administrators to bave a non<ombatant.

passive few moments ta compare and contrast their own individual management and leadership

styles against the bac:kclrop ofa staged piece. Such drama permits a viewer ta wateh, absorby

associate andjudge. It is onIy in this·~ofreality'·tbat viewers cao mentally and

intelleetually ttansform ftom passive voyeurs to active decision-makers without the fear of

judgment from their peers or superiors.

Such terms and usage ofnotions of "role--playing,,. the symbolism in language•

presentation., "actor'· and the like which are ac:tively used in tcacher training, classroom pedagogy

and administrative posturing as weil in many ofthe social scienc::es are not in question or confliet.
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This is also to say that all educators are presenters~ animators. reveaIers~ leaders and aetors to

their respective audiences. Theatre as representation never loses sight ofsuch "role" parameters

ofboth its aetors (in the presentational sense) and ofits designated viewers if provocation and

viewer empowerment are to OCCUf.

THE PURPOSE OF THE STUDY: REVlSITED

The purpose of this study is to determine if thearre as representation cao. be used to

enhance the study ofa salient educational administration issue. As will be see~ the issue is the

use ofpower in the administration of a large urban schoal system. A scripted dramatie

presentation is created founded on the colleeted recollections ofestablished field administrators.

This dramatic work inspires and then captures the essence ofa specifie confliet in educational

administration. This con.fli~ after presentatio~provokes thougbt and discussion from the

viewers. These may create for the viewer a new protoeol in executing more improved decision

strategies in their own real·life work.

We begin by tirst establishing a qualitative research perspective. Within the last severa!

years, there have been a number ofsocial scientists who bave coneeived ofalternative research

techniques. A predominant number bave been in anthropology, based in the works of Bateson,

Geertz. Clifford and MarCUS.13 A number in sociology have come from Berger7 Luckmann and

Goffman. l
': Those in education have come tram Dewey, Englis~ Eisner and Greenfield1s to

mention a few.

13Ma1y Catherine Bateson. Periplrera/ Visions. Leaming Along the Way. (New York: Harper
Collins. 1994): C1i1ford Geertz.. The Interpretation ofCulmres. (New York: Basic: Books, 1973): and James
Clifford and George Marals. editors. Wriling Culture: The Poelics and PoUties ofEthnography. (Berkeley:
University ofCalifomia~ 1986).

("'See footnote 2.
ISIohn Dewey, Experience and Education, (New York: MaanilJan..1938~ 1963); Fenwick English

Schoo/ Organiza!ion andJ\1anagemenl. (WonhingtOll: Charles A. Iones. 1975); Elliot Eisncr, The
En/ightened E..W!: Qualitative !nquiry and the Enhancement ofEducational Practice. (New York:
Macmillan. 1991): and Thomas Greenfield and Peter Ribbins. editors. Greenjïeld on EduCQlional
Administration. (London: Routledge. (993).
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Among social scientists who have paved the way for descriptive research is William

Foote Whyte, with bis now classic wade. Street Corner Society.:6 This is a critica1 picce for our

discussion. [t describes not only the daily lives, hopes and failures of the observed ·"subjec:ts,·' il

aIso presents such organizational aspects of the sium locale which prepares the reader for an

almost theatrica1 observation of the subjeet matter. Wbyte does not evaluate bis subjeets in tenns

of value systems. He leaves that to the reader. He remains the independent and non-judgmental

observer and reporter. The social and moral issues dw come into vicw are subtly present. His

descriptive narrative method fulfilled bis needs as a researcher. [t UDdoubtedly provoked thought,

but not necessarily action on the part of the reader. The reader was not aetua1ly witnessing the

events as lfthey were being presented in a ·"live" production.

This is primarily due to its -"tWo-dimensionaln descriptive orientation which is tY'Pica! and

expeeted of Most qualitative research. Proposing to take such research a step furtber, into theatte

orientation, with its tbree-dimensionallive presentational format, can onIy bring about an

immediate viewer (almost instant reaction to adion) response. For theatTe as representation, it is

important to realize that i15 design nature is not merely descriptive or antiseptically analytical as

in a case study. It is .1hree dimensional" because ifiu immediate ··live nature.··[n i15 ··live"·

representation format, there is no lime for the vicwer to be dormant-like and patient in conclusion

making. The vicwer reacts instandy. A viewer's first reac:tions to live action are ftom the _.gut"

before it is intellectualized and rationalized. ln other words, emotionaJ theatre appeals to one's

personal emotioDS.

POSTMODERNlSM: A FOUNDATION FOR "THEATRE AS REPRESENTATION"

There bas been a recent movement ftom within some philosophical spheres which claims

that the traditional research approaches (more quantitative than qualitative) bave come to an

impasse. The upostmodem" perspective implies mat the scientific: deductive/inductive method of

16William Footc Whytc. S".eet Comer Sociery:The Social Structure ofan Ita/ian Sium. Chicago:
University Of Chicago Press. 1943. 19S5).



•

•

definiog the world as we know it (modemism) cm oever tnlly be bias-free (Derrida. Lyotard. and

Jamesonl7
) and consequently cannot be held as the ooly fonn oftrue belief. [t is not 50 much that

modemity bas come to an end as some postmodemists have proclaimed.. it is more tbat the ··elitist

European fathers of philosophy~view is not the only view to employ in understanding the worlcl

Postmodemism is a view that chaUenges established forms of thinking (primarily ofa

philosophical orientation). This inc:ludes aU arts and sciences, their creative and research

perspectives and practices, conununieatio~language theory, and ultimately education and its

pedagogical practices.

Seen in this ligh~ modemity bas lost its position as the foremost leaming, teaehing and

research leader. Greenfielc1 beginning in the 1970'5, staled brutally in many ofhis publications

that positivism, as a working paradigm, was dead as a useful and applicable research

methodology within the edueational administration field. (1

Since the~ the debate regarding the paradigmatic shift in research Methodologies bas

been strengthenmg. This crack in viewpoint opened the floodgates for new approaches sucb as

theatre as representation. With the trend towards more decentralizatioo in educational

administration practice, incorporating such concepts as site..tJased management and individual

schools as independent school boards, it became more crucial that administrators bave devices for

rejlecnon to study aetuaI administration issues. Theatre as representation promises a vehicle for

such immediate retlection.

Postmodemism bas a1so found its way iulO the field oforganizational theory. l'berc is a

('7Jacques Derrida. "1be End of the Book and the Beginning of Writing, ft in Lawrence Cahoon..
editor. From ~\;fodemism la Postmodemism. An Anthology. (cambridge: BIackwe1l. 1996). 336-359; Jean­
François Lyotard. The Postmodem Condition: A report on Know/edge. traDS. BcnningtOil and Masqlmi
(Minneapolis: University ofMinncsota Press. 1979. 1984); and Fredric Jameson.. "Postmodemism and
Consumer Society," in The Anli.Aesthetic:Essays on Posrmodem Cu/trll'f!. Hal foster, ccl, (Seanle: Bay
Press. 1983), 111-125.

l Bntc earliest S1atcments from Grccnfield regarding this position appeared in bis papas, "'Theory
about Organization (1975) and 04Research in Educational Administration in the United StaIeS and Canada
(1979). sec Thomas Greenfield and Peter Ribbins. editaIS. G,eenfield on Educationai Administralion,
(London: RoutJedgc, (993).
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strong movement to look al alternative ways ofmeasuring an organizatioo's growth (or lack)~

maintenance and structures (Clegg~ Cooper and Burrelll~. In the field ofeducational research,.

there is DOW room for alternative research Methodologies, if for no other reaso~ than much of

today·s current research is too narrow in focus in today's rapidly changing world of the working

admïnistrator. The inconstant economic and social situations bave cballenged the ··basic factory·

basedn administrative foundations in educational administration.. Many secondary schools have

remained in the mode of (sometimes successfully" sometimes not) vocational and acldcmic

training camps feeding labor markets. This applies ta much of today's seœndary education

pedagogy. It began during the post World War fi and "'cold-war" periods and still exists in many

school boards. Many schools have DOW become social-service dispensaries with Meal programs.

Some are breeding grounds for crime and substance abuse and are incarceration-like enclaves

with security guards armed with Metal deteetors. lbese phenomena bave altered the raison d'être

of schooling al the expense of many schools ~ mission statements. The cbanging realities of '''reaI~

schoollife bave also brought to the surface the aetuality thateach schoal is a micro-entity,

perhaps attaehed to other schools or school systems by organizationallinks" but in etfcet an

independent social entity.

Let us assume for our purposes" therefore" tbat the ....conventional~' administr3tion

practiccs are not easily measured and tbat typical positivistic research Methodologies bave ooly

limited use. Positivists acknowledge that phenomena exist and they do not need ta prove its

existence. In ether words" "it~s out there and we know it," The in-school administrator re-defines

the phenomena everyday. Conventional trends bave their mots in modemity. For the most part,

historical patterns ofedueational administrative bebavior bave their roots in positivistic research

19Stewan R. Clegg, ~\'{odern Organizalions: Organizalion Studies in the Postmodern Wor/d.
(London: Sage. 1990)~ Roben Cooper and Gibson Bmrell "Modemism. Posunoderism and/organizarional
Analysis: An Introduction." Organizalion Studies~ 1988.9/1: 91-112.
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methodology. An example ofthis is Hoyand Miskers classic text20 in which each chapter

describes with clarity an evolving historical (within a genetic framework ofsorts) position and

benchmarks ofadministration organization and practice. ln many positivistic frameworks~

statistics. charts.. analysis and the like can substantiate almost any given pret~ what is not

present is much oftoday"s administrative realities.. horrors and dilemmas which face the

working administrator.

Severa! postmodem ideas serve the purpose ofassistiDg in the clarification ofsome

realities of the field as well as provide possible directions in research methodology.

Postmodemis~ as a philosophical genre.. is fairly disjointed with ManY "internai'" almost

dysfunctional arguments. However, for purposes here, the following four working CODcepts by

Mike Featherstone21 will serve our discussion purposes.

First, a movement away from the universalistic ambitions ofmaster-narratives
where the empbasis is UpoD totality, system and unity towards an emphasis upon
local knowledg~ ftagmentatio~ syncretis~ 'otbemess' and 'difference' Secon~
dissolution ofsymbolic hierarchies which entait canonical judgments oftaste and
value.. towards a populist collapse ofthe distinc:tion between bigh and popular
culture. Third, a tendency towards the aestheticization ofeveryday life which
gained momentum bath from efforts within the arts to collapse the boundal'y
between art and life (pop art, Dada, surrealism.. and so on) and the aUeged
movement towards a simuJationa1 consumer culture in which an endlessly
reduplie:ated ballucinatory veil of images effaces the distinction between
appearance and reality.F~ a decenterring ofthe subje~ whosc sense of
identity and biograpbical continuity give way 10 fragmentation and superficïal
play with images, sensations and 'multi-phenic intensities. '

From an edueatioual administration framework, we cao interpret tbis 10 Mean the

following. First, that our curricular attitude in the exclusive beliefthat the great works and ideas

of western culture (traditional classic:al and European viewpoints to the rise ofwestern

civilization) and ideas is the omy way 10 teaeh is Dot necessarily true. Sea>nc1 tbat such cultural

:OWayne K. Hoyand Cecil G. MiskeJ.. Edllcationai Administration: Th~ory. Research and
Practice. (New Yo~Random House, 1995,1987, 1982. 1978)

21 Mike Fcalhcrstone. (Jndoing Culture: Globalization. Postmoderism and Identity, (London: Sage.
1995), .J344.
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values as ··goOO" and ··bad" taste cannot he taught. Third, that the arts themselves and their

created images cao have a fake sense of reality for the viewer or receiver of the an. True

originality is rare. Founh, the marginalization of the individuaJ works \Vith the belief that the

needs ofa consumer society outweigh the needs ofan individual.

Schooling, in the modemity belie( is a political tool to create one vision ofthe

political and economic eHte. Democracy (in this schooling sense) bas as its goal ta create a work

force mat is minimally literate and follows the established political soc:ial order (good patriotic

citizens): to follow the status quo. Teachers and administrators, it bas been imp1ied,22 are not

seen as intellectuals but as instruetor-technicians ofcurricular and administrative canons, policies

and directives. Consequendy, prescribed administrative problem-solving strategies cannot be

perceived on the macroscopic dimension (as is a Ministry of Education curricular objective)

because in truth each school in itself is a microcosm in itself.

Postmodemism more than modernism recognizes cultural ethnic and gender phenomena

on equal terms with all tbings. ln effe~ it is a truer ret1ection oftoday's cbanging world.

Modemism was oot prepared for the technica1 miracles ofmass media and the results which mass

communication bas brought as il constantly ruptures the intellec:tual and social barriers tbat the

educational system bas quietly sustained for 50 many years. Lyotard,:!3 postmodemism's point

man, believes tbat witbin the Iast severa! decades alI sciences bave bec:ome more concemed with

their communications' mecbanisms of language translations, storage and data banks, and

consequent inherent problems. Knowledge (in the quantitative sense) bas become 50 abondant

that il camtot he ever ~pure'. It cao only be diluted for the masses. Knowledge in its purest form

will, by defauJt, become a political power-base tool. Madan Sarup tùrtber explains, '~Lyotard

~Sucb theorists as Stanley Aron~;tz and Henry A Girou.'C. Posrmodem Education: Polities•
Culture. andSocial Criticism. (Minneapoüs: University of MinnesoIa Press. 1991); and Thomas
Sergiovannni. Value Added Leadership: How 10 Gel Extt'aordinary Performance in Schoo/s. (New York:
Harcourt..Brace.. 1990) have implied Ibis possibility in düJcrcnt ways.

~See footDote -4.
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also argues tbat art, morality and science (the beautifuL the good and the true) have become

separated and autonomous..,24 This ··fragmentation·" argument supports the postmodem notion

that virtually all knowledge is segmented and that knowledge. in its modemistic ftamewor~

cannat be filtered clearly ftam higher echelons (intellectual.. psychological or ethnocentric) to

lower ones without being highly diluted and/or misinterpreted. [t is not a case of recalcitrant

thinking~ it is more an instance ofa traditional accepted belieftbat"true intelleauaJs" (trom

politi~ liturgical or university ~"pe think-tank or -ivory tower
o

, orientation) know more man a

grassroots persan.

[fwe accept the pre~ondition that postmodemism rejedS this beliet: we can make the

argument tbat: first. traditiooal working edueational administration practices follow more the

modemity paradigm than not (with success in manyareas being questionable; note the 30-35%

drop.aut rate in sec:ondary education throughout North America). Second. witb the unforeseen

gro~th and expansion ofcommunications teehnology and information systems~ the gap between

the intellectual and social classes bas fiutber diminished.~ with growing multi-culturaL

ethnie, feminist and gender-related phenomena fracturing even fiutber such barriers between such

parties.. then it can only be assumed tbat normative research Methodologies cao aIso be

questione<L re-detined and re-direc:ted within a postmodem parameter.

By employing the belieftbat tbpW is a taol for social change.. in the performance

framewo~ we c:an place theatrical or plastic arts (film and video)~ and playwriting.. into the

qualitative research genre. This framework implicitly requires the '''fabrication of realities"

creation scheme. The _4created rea1ity" is derived from a true reality ofan educational

administrative dilemma. Such stories and ret1ec:tioDS are colleeted &am working field

administrators.

::4Madan Sarup. An Introdllclory Guide 10 POsl-SI11JClua/ism and Postmodemism. 2d. ed.. (Albens:
University ofGeorgia Press.. L993). L45.
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The philosophical aspects of much of the postmodem paradigm open the door9 50 to

s~ for theatre as ,ep,.esentation to become a legitimate research methodology in problem

solving.lt enhances qualitative approaches by providing reflection through live ,epresentation as

its delivery medium ofdata.
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CHAPTER THREE - STRUcrURAL PILLARS OF THE DISSERTATION

rNTRODUCTION

This chapter presents the founding directions or parameters of the study. The naturalistic

inquiry method of interviewing is the working format for data collection. The collection protocols

are presented. This project falls under a type ofplaywriting entitIed artistic~esthetic. This is

explained in a paradigmatic approach. Much ofthis is inspired by Norman Denzin~swork.

Several examples ofwbat MaY be considered th~atreas representation are brought forward. This

leads to the design paradigm and an introduction ta the working presentation format.

ln this proje~ the selected data collection vebicle is a naturalistic inquiry method of

interviewing such individuals who would be probably most affected by the research itself. the

direction of the process and parameters for dealing with the data are based on Denzin~s

Interpretive Interactionism. 2S The historical immediacy ofDenzin~s beliefs also clearly fal1 in

place with those of the postmodem traditiODS.

The subjects to be interviewed for data coUec:tion (henceforth referred ta as respondents)

are those working administrators and school board officers who affect policy and who are Most

affected by the principal-selec:tion decisioDS. They are aJso the targeted audience for the eventual

theatre representation. This is the decision-mUer group. Tbese individuals carry the

responsibility and are held accountable to the community for the decisions regarding senior

personnel appointments. One group of respondents on the Board or Commission level • the

DirectorGen~ Personnel Directors, board level depanment heads and subjcet consultants - for

the Most part, had an been principals themselves and bave an insidc view ofthe position. School

Board members are the elected responsibles for their community (more specifically their

individual warcIs). In a perfect world, school board members create the selcc:tion criteria &om the

~Sec footnote 1.
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community"s viewpoint.1n a not-so-perfect worlel many tlmes there are clashes between the

working organinnion (the school commission officers) and the Board (eleeted Commissioners

who create ils policies and goals) over sucb policies

Working sec:ondary schoal principals make up the second group of interviewees. Once

~ it is their individual and collective experiences mat create highly subjective and penetrating

insights iota the school community administrative decision-making culture. l'heir ret1ections

corroborate, COUDter, cn:ate or revcal ta the various shades ofgray (in terms ofpolicy

interpretation) of interpretations ofbath the $Chool commission and The Board ofCOmnUssioners

(school board members).

.
It is critica1 tbat the closest and most real ret1eetions oftrue field experiences be

documented in order ta create the most atfecting scenario for this projeet. Sïnce the target

audience is these administrators and board members, the scenario must ret1ect enough truth to

bath seize the moment and become the hook tbat links the viewer with the on-stage performance

artÏSt. This kinship between the piece, the created cbarac:ters and the viewer ofthe picce must be

irnmediate. Therefore the synthesis ofthe coUec:ted stories from the interviewees provide the

foundations for a dramatic '''pieœ'' 26 creation.

An open-probing questioning technique,27 along with such ether interviewing techniques

as suggested by Douglas,21 otbers &am previously mentioned social anthropologists,29 and from

such human resource manaaement sources as Eder and Ferris.30 and Gatewood and Feild 31 bave

~ tbeaaic:al term "piece" refers always to the dramalic wort in question. progess or
production.

:!'I.E. Seidman.lnterviewing as Qualitatiw R.eMtUch: A Guidefo,. ResearcMt'S in Education aIId
the Social Sciences, (New York: Teacbas CoUege Press. 1991), chaptcr 2.

:!S1ac:k O. Douglas. Cnative InterviewinB, (Beverly Hills: Sage. 1985).
29Sce fOOlDOte 1.
~ Edcr, aDd G. Ferris. TM Employment Interview: Theory. Research. and Practice, (Newbury

Pade: Sa~e.. 1989).
1R.D. Galewood and H. S. Feild, Human Resorll'Ce Selection, 3d cd. (Orlando: Harcourt Bracc,

1994).
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been col1ec:tively adapted in the creation ofthe interviewing questionnaire (see Cbapter 4). Clear

written consent was required for each interview (sec Appendi.x 1). The interview questionnaire

and protocol were designed ta reveal the interviewees' thoughts and feelings from their personal

experiences as working adminîstrators. These descriptions served as the data base set where

normal --coding'" and coding procedures were adapted ta serve more as transformative devices

rather than quantitative recurring representational mecbanisms.32

This transformational concept bas two underlying rationales. Firstly.. the scenario conlCDt

and nature must seern ofconce~ reaI.. and serve as an immediate vebicle for the viewer ta be

reflexive. Seconcl the scenario must bave the thcattic:al elements (context, motive and action) for

the aetors ta create the theatrical reality ofthe representation.

Here the codïng and rules of inclusion were used in a very different light. In effec:t, the

results of the data anaIysis fonned the foundation for the salient themes ofthe piece itself. The

data came from the realities ofthe interviewees and lcd to the subsequent theatric:al scenario

directions. These directions and themes underscored and provided the insight into a number of

conditions and the tensions and confliets of the decisioo-making process. These procedures

resulted in a vehicle and provocation medium of value - the piece.

For the moment, this use ofqualitative research, using the above postmodem points~ in

the medium of dramatic performance playwriting will be refened as an artistic.aesthetic

methodology (my tenn). Administratio~by its naIUre~ is DOt a completely --rational" process.

The human element alone underscores this reality. As previously stated, the postmodem view

clearly supports this position. In most cases, true administration dilemmas do not fall within the

--scientifica11y rational world." ln the volatile real world ofworking edueational administrati~

administrators must actively wear many different bals from tbat ofa curriculum leader ta

32For traditiooal coding procedures. sec: Anselm L. Strauss. Qualitative Analysisjô,. Social
Scientists. cbap. 3. (New York: Cambridge University Press. (987).
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emotional-behavior-modification suong heavyweight to fiscal manager to cultural arbitrator to

philosophical visionary and public relations expen. Being a successful and dynamic

administrator requires more than mere scientific management practices.

The following flow chart out1ines the paradigmatic contrast between the standard

"rational" approach methodology (left) and the anistic·aesthetic methodology (righl):

EDUCATIONAL ADMINISTRATION RESEARCH AND APPUCATION

•

POSITMSTIC/SCIENCE

KNOWLEDGE

PRESCRIBED LSUMPl10NS

ASTUDY

AESTHETICIPERSPECI1VE

INTERVIEWIREFLECl10N

AcruALLa.
PLOTLINES

DRAMATIC PIECE

•

The following is a brief contrast between these IWO methods. In a typica1 piece of

positivistic science-based researc:h. a clear deductive assenion is made by the researcher.

Research questions are derived from established knowledge and databases. New knowledge must

be comparable or sirnilar ta past studies in sorne way. Quantifiable daIa is collected. correlated

and evaluated 50 that its findings, for the most part, have significant potential ta be successfully

manipulated ta sustain the assertions and claims of the original research question.. The end results

of such research is a study that is most applicable to the research model itself or in some very

generalized fashion ta other related issues.
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The aesthetic perspective methodology bas what Eisner would probably refer to as an

'-expressive leaming objective....33 In this type of research. the main focus is not 50 mueh on the

aetual knowledge gain~ but more on the experientiaJ encounter itself. The leaming experience

becomes not ooly unique it becomes very persona!. The personal nature ofthe experience is

an)thing but objective. Consequendy. aesthetics~by its nature~ coerces viewers (in our case-

subjects) to be subjective as they take a moral or poütica1 position on the presented material (the

piece). 1be viewer cannot be neutraL

DATA ANALYSIS IN THE ARTISTIC·AESTHETIC RESEARCH MODE

ln the artistic-aesthetie perspective, an inductive supposition, based upon a demonstrated

human abstraet value tbat bas been ponrayed in a specifie a.etual reallife situation, is formulated.

This perspective is explored thraugh the eyes and feelings ofedueators (in this case) who bave

experienced any nomber ofsides ofthe selected supposition issue. These experiences (data) are

not to be viewed as ··coUected knowledge" with typica1 coding as recurring trends~ happenings or

instances (as would be the case in a standard qualitative research protocol)~ but more in a

··humanistic" framework. In such an environmen~the impressions and responses from the

interview (data collection) correspond more to a retlective proaçtive not reactive rbinking. The

consequence of the analysis serves to formulate the inherent thematic possibilities for ükely plot

lines and character profiles.

The final outc:omc ofthis research is a provoking dramatic insight with a clear, spec::ific

microcosmie appüeatÏon. The end purpose is not 50 mueh ta discover a ·'trend" in the field. It is

more to provoke a viewer (a targeted group ofedueational administrators) ta probe, question and

compare their personal and probable actions ifthey were in a similar situation (to tbat ofthe

picce) as compared to those cbaracters represented in the piece. The assumption here is tbat suc:h

BElIiOl W. Eïsner. "Building Curricula For Art Education." Aesrhetics and I7ob/ems of
Educations cd. Ralph A Smith, (Urbana. University ofWinois Press, 1971).393.
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true examples provide a clear and reflexive reality for a viewer (in our case an active educational

admïnistrator).

Much ofthe working procedure of the data collection process and its manipulation,

employed many of Denzin's si.x steps to interpretation:~

1- framing the research question;
2- deconstruction and critical anaIysis ofprior conceptions of the
phenomenon:
3- capturing the pheDomeno~including locating and sinaating it in the natura!
world and obtaining multiple instances ofil;
4- bracketing the phenomenon, reducing it to its essential elements, and cutting ~
loose from the natural world 50 tbat ils essential structures and features may be
uncoverecl;
5- constructio~ or putting the pbenomenon bac:k togetber in terms ofits essential
parts and pieces, and structures; and •
6- contextualization or relocating the phenomenon back in the natural social worieL

Such elements ofthe steps as prior conceptions, pbenomeno~ natural world, and

contextualization have been consistently adapted (as the nceds arise) during the projecfs genesis.

These steps were abridged ta fit the needs ofthe responses in the script creation element of the

project. Performers and prodUc:tiOD personnel, to consistent with the interpretation, al50 used

these six steps to assist them in their preparation oftheir seleeted parts in the piece.

Therefore, three adaptations of Denzin'5 six steps were viewed within this project. The

first application coneemed itselfthe first~eanalysis of the data. It consisted ofidentifying and

probing the data in terms ofelassifying actions, reactions, procedures (standard and

improvisational) ofboth the administrative personnel and their respective organizations

(deconstruction). We listened to the ··crisis" al bath the persona! and organization Icvels by

capturing the angst ofthe interviewees in tbeir journey througb sueb pbenomena (capture and

bracketing).

The next ongoing process was ta study the interviewees' individual and collective

decision making process in a cœtext of

J4Del11in. 48.
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Action ~ l'eaction ~ decision ~ consequence

fol1owed bya sequencing process of the actual actions (construction). This led to formulating the

evolving thematic cause-and-effect relationships derived from the interviewees' experience(s)

and isolating the rcal and assumed purpose of the event for the interviewee (contextualjzation).

The cumulative contextualization of the data resulted in the foundation ofone or more

thematic plot line possibilities~ cbaracters~ settings~ and ether structural members of the dramatic

piece.

The second adaptation came about with the working script. It was in this stage of the

project that the production tcam and 1came together and dissected the script for production

preparation. Denzin's stepS were also employed during this discussion procedure. 1be third

adaptation occurred with the adOrs and myself. [ used Denzin's $leps as starting-offpoints for

their on-stage preparation. The dramatic piece metamorphosed from the two-dimensional script to

the physical rea1ity of live production. The human elements along widl the actors ~ collective

interpretation of the work and the ensuing transformation to the three~iooalreality ofa

working, breathing stage piece re-defined and re-direeted some of the data's analysis and

innuendoes.

DATA PRESENTAnON - MIRRORS OF REALITY

A theatre (or drama) presentationalfo~ regardless of the writing styl~ by its inherent

nature promises a workable "reality." 1be thought and association of the vicwer with the piece

can provoke such intimate and private thoughts tbat it will first challenge the viewer to think

about hislber persona! procedures and second to incite discussion within the field. As is the

purpose ofail theatre presentations~the themes aDd their contents must be justifiable in tenns of

the viewer's discoveries of hislher personal realities and secon~ in relation to the piece itselfas

an object dart (in mis case) vehicle.

This is not to imply that different research methods do not cross over and sbare

techniques, objectives and similar goals. Each methocfs end results have difFerent uses.



• However, [ believe the artistic-aesthetic approacll will become a typology employed more and

more in administration teaching and leaming applications.. especially for the working

administrator who on a daily basis must deal with grass-roots issues more than larger-in-scope

issues. ln the field already many researchers (Sergiov~Guba and Getzels, Eisner, to name a

few) consistently use "reallife" peoples and places in a descriptive style ta illustrate their

theories. By association., the application ofthose theories to the working administrator can be

very real.

Theatre as represenla!ion is a highly sophistieated interactive representation vehicle.

Due to the performance medi~ the metbod iDstantIy incites reaction and association to the

subject matter. This is its major difference from a case history or ether descriptive two-

dimensional presentational format. It is simultaneously live.. immediate, ref1exive and Most

.JO

•

impo~ due to its subjective nature, il forces the viewer ta take an immediate position on wbat

is presented.

EXAMPLES OF THEATRE AS REPRESENTATION

Theatre as representa!ion is DOt an entirely new concept in edue:ational administration.

There are severa! examples.. however written in very different styles. ln the tirst of Fenwick

English's scenes, -The Principal as Conflid Mediator,,,3S a confliet is construed between

members ofa schoal'5 English department, wbere the Principal is depie:ted as an outstanding

mediator. Written in a higbly ··academicn and contlie:t style, the scene portrays professionals

arguing politely and the Principal.. as leader, detining problems, clarifying issues and stakes,

presenting evolving alternative solutions and the like. ln bis next seene, "1be

Principal/Superintendent Interface,,,36 a dialog occurs between [Wo bonest and honorable

administrators ftom different sides of the administration coin. 1be stary line concems

communication asSumptiODS between the two levels ofadministration and how misinterpretations

3senglish. 211-22l.
36lbid..227-241.
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incur due to the -laying on'" of mandates. English"s dramatic writing style clearly does not have

-·provocation" as its raison d"être. [t is more a ret1ective ideaIistic narrative style. However7 the

use ofdramatic presentation does succeed in presenting a working confliet even though English"s

motivation appears to be more academieally illustrative than theatrically viable.

Matthew Meyer"s" 1'he Marginalization of the PrincipaL·,,37 is a full one-aet play which

depiets an independent schoors search conunittee in negotiations in their quest for a new

Principal. The scl1oo1 community"s constituents are in a clear power suuggle for c:ontrol. [t was

written with a highly confrontational conception and was designed specifica11y for an educational

administrator audience. The piece clearly ret1eets a ··politicar" issue witbin a ··schaol community'·

in a showdown environment. Key in the content was the exposure of the school's cultural and

sub-<ultural groupings within the key politieal decision-makers of the schaol.31

As a research methodologica1 experiment, it forced its viewers 10 choose sides on the

presented administration issue7 its resolution and the use of the theatre format. In its tint public

presentation (in the foon afa dramatic reading)7 it instigated a profound open debate and angst

among the viewers.39 There was clearly a division between thase who believed tbat this research

/" method was not valid within a positivistic-quantitative framework because ofits '"story-like'''

approach. The more qualitative oriented researchers in the audience loudly auacked this stand.

They defended the method proclaiming tbat first, the content ofthe picce was truthfid and

realistic; seco~ il insidiously forced vicwers 10 take a stand on the issue and question

themselves; and third, because it suceessfully created within each viewer an aJter persona while

clearly associating with one ofthe presented cbaracters. An additional debate arase regarding the

J,Sec footnote 2.
J'The tbcoretical foundations are bascd primarüy upon the works of Vijay Satbe. Cil/hUe and

Related Corporate ReaJilies" (Homeward: Richard O. Irwin.. 198~); and Edgar Scbein. OrganiZaliona/
Culture and Leadership. (San Francisco: Iosscy-Boss.. 1985).

3~nted al the CSSEJCASEA ADoua! Convention. Carleton University, Ottawa. [IS
Presentation clearly inœnsed some. outraged others and found acceptable by still more as bodt a
provocation pieœ in the field ofeducationaJ adminisuation and as a scholarly resean:h projcct.
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feasibility and acceptability of such an artistic-aesthetic qualitative research methodology in

educational administration. By the end ofsessio~ the consensus was in favor of its potenriaJ.

DESIGN PARADIGM

THEATRE VEHICLE GENERAL SUBJECT
1

INTERVIEWS
1

ANALYSIS: DEVELOPMENTOF THEMES AND MOTIFS
1

WORKlNG SCENARIO WITH CHARACTERS
- 1

ACTUAL TEXT OF PIECE

SOME CONSIDERAnONS AND CHALLENGES

For this proj~ the theatre vehicle general subjeet (plot or stary line) concems the area

of Principal selection in a Montreal area anglophone secondary public sc:hool. Principal selection

is always ofconcem ta ail community constituents. The senior educationalleader and manager

ofa secondary $Chool institutio~ as mentioned cartier, wears many bats. As an authority figure

for all community constituents, bis or her selection also commits a school ta a persan as weil as a

philosophy. Sergiovanni.aG gocs ioto great depth revealing the components of the sc:hool principal.

The selection proc:ess of the principal varies ftom Board to Board.

In two major anglophone Montreal Boards, the tinaI acclamation ofa principal lies within

the approval ofthe Board ofCommissioners, the eleeted goveming body ofthe $Choal

commission itself. By tbis alone, the selection proc:ess is in part. ifoot ail, a potitical one. The

tinaI selection is intluenced by the politi~ social and ethnie views ofall concemed constituents:

the Board of Commissioners, the sc:hool itselfwith its parent and student agendas, and the

405ee footllOte 8 and Thomas SergiOV3llllL The p,.incipa/ship: A Reflective E7actiœ Penpective.
2d. cd. (Boston: AUyn and Bacon. 1991).
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"visionary" direction of the other major player - the Provincial Ministry of Education with its

mandate~ subsequent protocols and requirements.

The '·Principal selection" is the story issue for this projeet. The background begins with

administrators themselves. The kemel for this concept was based on the following. One large

Montreal school boar~ in 1992. created an entire leadership program for prospective

administrators. Even with this pro~ almost all newly appointed Principals from 1992 were

candidates who bad never participatcd in this program.41 Presumably~ tbis was due to the political

waats of the Commissioners ofthe Boards. The issue bere is one ofpower brokering and hence a

'1rue" subjeet for inquiry.

The purpose of this projeet was ta create a ret1ec:tion and transformation vehicle for the

viewer. The scenario context and content were highly subjective by design. As a provocation

device~ the piece was desipeel to awake, irritate and initiale the internai beliefs ofits viewers.

Each narrative had its own unique personality and tone. The data grounding brought the required

verisimilitude to bath scenario and presentation even with some ofthe problems with typic:aJ

coding paradigms. since they tended ta be based upon an empirical approach ta the data.42 The

personality of eacb interviewee, together with myself as interviewer~ inevitably tlavored the

perspective ofeach narrative.

The transformation from data through analysis ta scenario is mu1ti4imensional. It is

two-dïmensional in mat the data anaIysis~ with its c:odings (areas of reference. and spheres of

infra-influence. sec Chaptcr 4) and interpretations. culminates in a document (a script) that

resembles more an empirical-objeetivistic looking text. It then bec:ame a three~ensional

411be Board ofCommissioners of this panicular Board. in 1995 cancdled the program believing
it was unneœssary. However. many 04insiders'" believed it wu due 50 tbal certain coDUDÏssioners would DOt
lose their power to appoint whomever they wanted as opposed to gaing througb a more scrutinizing
process.

.s::Strauss.25.
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highly subjectivist vehicle onstage with its live Interpretation. In bath dimensional frameworks. it

provoked controversy.

PRESENTATION FORMATS

There are t'wo creation steps for thealre as representation after the data bas been

analyzed. The 6rst is a "background scenario,..43 which depiets ail the events and criteria that lead

up ta the theatrical piece itself. Much like a short story~ the scenario establishes the characters

with their confliets and personaIities. 1be stakes ofthe vehicle are clearly established: the what­

is-Io-be-'lained and the what-is-be-lost within the çanfliet. 1bere are no gray zones within the

scenario. It is written in the third persan in a fairly twCHlimensionai narrative style. This story

foundation sets up and leads ta the second section· the theatrical piece itself. The audience does

not read the scenario since it serves as the nourishment for the piece.

The second creation step is the picce itself. As in ail theatrical presentatiODS~ its thematic

foundations must be clearly set and clearly discemible carly on in the piece. It is dialog text with

no description for the viewer. Its three-dimensionallive aetors represent and portray the direction

and goals rather in a insidious subliminal flow ofconfliet and dialog.

CONCLUSION

The piece is unique in its fonn and manner. It is DOt a case study or story or surface

description ofa phenomenon. It is a live representation with a primary inteDt to provoke its

viewers to play critic and serve as a proxy (in their own mind) cbarac:ter or participant. This

occurs in the passive state ofan observer. The goal ofprovocation is to force the viewers into

taking a stand (in bath etbics and pradicc) on the presented confliet as tbcy are watehing the

picce unfold. The ad ofprovocation in and of itself can initiate discourse between the viewers

themselves. In other words, the play provokes dialog withïn the viewer, challenging wbat one

"knows" or thinks one "1cnows.~'After viewing the piecc, they cao review their positions and

~JIn this dissenation sec Appendi.'< J. îbe NoveDa.-
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hopefully initiate a discussion ofproactive stralegies to resolve the presented issues 7 conflie:ts.

The issues are either ofa persona! or human (of the character) nature~ ofan organizationai

political structure or a combination ofthe two. Administrators are leaders and decision-makers.

They deal with reaL sometimes heartbreakin& issues. Dot purely theoretica1 ones. Theatre as

representation is a research and presentation methodology that assists the field administrator in

clarifying hislher decision-making prorocols. EventuaUY7 ifsuccessfid, the play could be

employed as a teaehing tool in administrator preparation or perbaps as an animation taol for use

at conferences for working administrators.
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CHAPTER FOUR - DATA COLLECTION AND ANALYSIS

INTRODUCTION

This chapter presents the joumey wough the data and its grounding. ln this study the

·"data collection" and the ··data analysis" are intrinsically intenwined. therefore they bave been

included the same cbapter. As \\;11 be seen. the data - the interview contents. serve as bath factual

information and as potential story and cbaracter profiles. Consequendy, throughout mis .

·"analysis" journey, the underlying raison d"être for the data is always that the data serves as the

inspirational first §teps for the piece"s life. There are severa! key questions that are pervàsive.

ubiquitous and tilter into the analysis:

L- At wbat time does the transition between the researcher and the artist occur?
2- Wbat is the path from the grounding ofthe data and the data

management to the transeendenc:e into the creative work?
3- Wbat are validation and tn1StWorthiness in an inspired creative work?

There are data management cules or guidelines and there are playwriting guidelines. 1bey

are not mutually exclusive. Much ofthis chapter describes the course ofthe data management

guideline. The one great challenge in writing a play is defining the theme or purpose ofthe piece

itself. ln this instance this theme must bave severa! specific aspects. Primarily, its end result must

provoke its audience into questiomng their own personal problem-solvmg mecbanisms in

comparison or contrast to the presented scenario and its finale. This is not 10 provoke value

judgments on the part of the viewers, in the sense of the scenario's realism; il is more 10 vex the

viewers, through their persona! imaginative prowess, ta be sHent invisible participants in the

scenario.

Secondly. this theatrical piece's thematic scenario must also be grounded from, or

perbaps in., reality-based "inspired" creations. 1bese creatit:'!'.! must havp a more tbaD marginal

amount of tnlth. At minimum, the picce must have an appea1 ta the relative experience sense of

each individual viewer. The prospective audience members are deemed 10 be active professional



•

•

secondary school administrators. The characters~ issues and confliets must immediately relate to

each viewer's reality.

The data tbat inspires these theatrical elements must be faetual. The plot scenarios and

created characters can only be founded on material spoke~ inferred and referred to from the

aetual data. FaetuaJ evidence is the link belVi'een the "scientific'~ data grounding methodology

and theatre ·..aesthetics and art production" creation end produets. A theatrical picce is not

theoretica1. [t is reaI. Relative~ for Ibis projec:t'5 success, was the required compositional

element. As previously mention~ the jump-otfpoint from data ta transcendence is not clear.

Sïnce ··inspiration" is a highly individual constituent ofone~s (in this case a pla)Wright)

personality, each joumey of inspiration is different from the next. This will be dealt with more

detail in Cbapter 5.

At the outset we explore the following questions:

1- What data is appropriate for this type of inquiry?
2- How will this data reduce itself into understandable or workable categories?
3- How will validation be defined?
4- What validation mechanisms will be employed?

PARTI-OATAAGENDA

Based upon concepts from Miles and Huberman (1984),u the following data agenda was

fabrieated to be completed in four broad steps:

Data collection: Extended interviews are to be condu<:ted with individua1s dircctly
involved in the process under scrutiny. The interviews will be transeribed, read and reread.

Data reduction: The data will be anaIyzed and reduced through a sorting inta distinct
detailed categories and subsequently into four areas ofconcem.

Data display: Using an adapted ru/es a/inclusion approach, the data will be further
clarified into clearly defined patterns afbebavior byadministrators.

Conclusions: drawing and verifying: The conclusions will be drawn ftom the --ru1es of
inclusion" (to be discussed later on in this chapter).

.&4M. B. Miles and Michael Hubennan. -Drawing Valid Meanings From Qualitatnre Data: Toward
a Sbared Craft.n Educalional Researcher (May. (984): 20-30.
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In this applicatio~ the rules will serve as pan ofthe tindings. The findings will a1so

include directions for the theatrica1 play (or '·piece''). 1bere are two ~'Pes ofverification for this

project - internai data and external view. These will be discussed Iater on in the cbapter.

DATA COllECTION

The data was collec:ted in two tinte periods: Junel99S-February 1996 and January 1997-

February 1997. The targeted interview group (a pwposeful sample) was composed ofexperienced

adminïstrators. An edueational administrator had referred each subjee:t ta me on the basi$ of

persona! knowledge. On my first contact with the subject, [always mentioned that ·"so and son

bad referred me ta them. This was an important credibility element. (t also made the sutijec:t feel

....respected" by a peer.

There was a clear defined strategy with the interview proc:ess itself. 80th the

questions and the questioning order were deliberately designed 10 a1low the subjee:t:

1- ta fecl comfortable with me as the interviewer;

2- to believe that the information be or she was supplying was bath important and useful
for a ·worthwhile· piece of sc:holarsbip;

3- ta realize tbat bis or ber time spent with me wouId be time weil spent.

The interview questions were guided by a natura[istic inquiry paradigm. This bas

become standard fare for much ofthe current qualitative researc:~ for it is based upon interviews

as its primary source. Muc:h of the interview's protoe:ols are founded in Lincoln and Goba·s

Natura/istic Inquiry (1985).45 However~ many researchers have based tbeir metbodology in

similar or other grounds suc:h as a psyc:hologiçaJ pbenomenologica1 oudoolc.. Giorgio (1985),

sociologi~Goffinan (l9S9)~ and nanative~Reissman (1993).46 80th Denzin (1989) and

4SV. Lincoln. E. Goba. Naturalislic lntpliry. (Newbury: Sage.. 1985).
.s6A. Giorgio. "'Sketch ofa Pbcnomenologica1 Metbod.ft in Phenomenology and Psychlogica/

Research. (Pittsburgh: Duquesne University Press. (I98S); E. Ooffman. The i'nsenlaliOlf OfSelfin
Everyday Life. (Garden City: And1or. 19S9): C. Reissman. NQI7'alive Analysis. (Newbury Padt: Sagc~
1993).
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Seidman (1991t 7 influenced the construction of the aetual questions and interviewing guidelines,

especially during the latter interviews.

The interviews had several goals. ln th.is application they are posed as questions:

1- What are the series of principal selection parameters that typify this principal selection
process?
2- What are the personality charaeteristics ofworking administrators and candidates for
semor administrative positions?
3- What are the contliets that arise in the praçess ofprincipal selection?
4- What are the underlying moral and ethical issues that will lead to the eventual thematic
foundations ofthe picce?

A TYPICAL INTERVIEW

This joumey begins with the interviews. Each interview participant (referred ta as

respondent or subject) was either a current or recently retired administrator. 'The years of6eld

experience for each interviewee ranged from between 25 ta 35 years. Every administrator bas

bee~ or continues to be, a field practitiooer, bas made administrative dec:isions, taken risks, made

mistakes and bas had great vietories in the field ofeducation.

The subjeet detennined the rime and locale ofeach interview. The interview's ··comfon'·

level bad ta be high. My goal, with a very ··open ended" series ofquestions, was for the subject ta

feel relaxed 50 tbat the interview would take on a more conversation aura than a straightforward

business-like session. Typically, each question·s responses led to a series ofprobing questions.

The responses, even if they went offtapic a bit, pennitted the subject to expand 00 bis or her

observations and lend fiuther credibility ta the interview. It showed a concemed interest on my

part and usually led ta deeper underlying issues ofthe educational arena.

The following interview guide served as the skeleton ofeach interview.

4'N.Denzin. lnte'p,etive Inte,aclÏonism. (Newbury Park: Sage. (989); L Seidman.lnte1'\liewing as
Qualitative Resea,ch. A Guide For Researche,s and the Social Sciences. (New York: Teacbers College
Press. (991).
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INTERVIEW GUIDE: PRINCIPALSHIP SELECTION STUDY

PART 1- OPENING

1- INTRODUCTIONS

2- TIŒ STUDY - 1WANT TO DEVELOP A PLAY THAT EXPOSES ISSUES
RELATED TO THE SELECTION AND PROMonON OF EDUCATORS Ta 1lfE posmON
Of SECONDARY SCHOOL PRINCIPAL. INPARTlC~ 1WANTTO DRAW UPON
YOUR EXPERIENCE - WITH SPECIFIC CASES Of PROMonON, OR1lŒ LACK .
TIŒREOf AND nIE EVENTS SURROUNDING lliEM. MY INTENTION IS TO
INTERVIEW A NUMBER OF EDUCATORS AND WRITE A PLAY THAT IS BASICALLY
OESCRlPTIVE AND REVEALING Of nus PERSONNEL PHENOMENON WI1HIN nIE
QUEBEC ANGLOPHONE CONTEXT. .

3- GUARANTEES

A- COMPLETE ANONYMlTY fOR YOURSELF, YOUR SCHOOL SYSTEM AND THE
PEOPLE YOU MENTION.

B- 1WOULO LIKE TO TAPERECORD nIE INTERVIEW. NO ONE BUT MYSELF
WOULD HEAR THE TAPE.

c- TIŒ CONSENT fORM

0- [S THERE ANYTHING YOU WOULD LIIŒ TO ((NOW?

E- CAN WE BEGIN?

PART2-BODY

1- QUESTIONS: BA.CKGROUND

A- WOULD YOU TELL ME ABOUT YOUR CAREER AND EDUCAT10NAL
BACKGROUND?

2- QUESTIONS: PROMOTION

A- CAN Y~U DESCRIBE THE '''omclAL'' 4 PRACTICE, PROCEDURE OR
POLICY THAT YOUR. SCHOOL SYSTEM USES IN PROMOTING INDIVIDUALS TO nIE
PRINCIPALSHIP OF A SECONDARY SCHOOL?

o&8Such words as "ofti~ unoflicial" may or may DOl bave been used depending upon the position
of the interviewer in the aetual selection proœ55. Other phrases would be used. for examplc.. ~formal or
infonnal." There was a risk that there may have existed a subliminal agenda on my part. however 1do DOt
think this was the case.



•

•

51

(PROBE fOR ANYll-UNG ELSE)

B- CAN YOU DESCRIBE THE ··UNOFFICIAL" PRACTICE~ PROCEDURE OR
POLICY THAT AUGMENTS THE OFFICIAL POL[Cy?~9

(PROBE FOR ANYTHING ELSE)

1 C- PLEASE THINK BACK TO THE LAST FEW YEARS. CAN YOU TELL ME
ABOUT A FEW CASES YOU ARE AWARE OF TIiAT ILLUSTRATE TYPICAL AND
ATYPICAL 50 PROMOTIONS? PLEASE DESCRIBE THE CASES IN SOME DETAIL.

(PROBE FOR onœR CASES OR POINTS)

D- IS THERE ANYll-UNG ELSE YOU CAN THINI( OF AT 1HIS POINT THAT
YOU WOULD LIIŒ TO TELL ME ABOUT PROMOTION TO THE SECONDARY SCHOOL
PRINCIPALSHIP? .

J- QUESTIONS: PERSONNEL

A- IN youa EXPERIENCE DOES THE CURRENT PROCEDURE WORK
SUCCESSFULLY? DO EXEMPLARY PEOPLE GET SELECTED FOR11Œ
PRINCIPALSHIP?

B- DESCRIBE WHAT YOU THINK ABOUT THE SELECIlON PROCEDURE?

C- WHAT HAPPENS TO maSE nIAT ARE APPOINTED BUT FAIL AT BEING
SUCCESSFUL AT nIE PRINCIPALSHIP?

D- WHAT HAPPENS TO maSE SELECTED CANDIDATES AFTER TIŒY HAVE
BEEN APPOINTED?

E- WHY DOES A PERSON WHO SEEKS A SECONDARY PRINCIPALSHIP NEVER
GET lT?

PROBE QUESTIONS
A- WHAT DO YOU THINI( ABOUT SUCH ISSUES AS:

-AGE
-GENDER
- INSIDER VS. OUTSIDER
- ETHNIC, RACE~ RELIGION. ETC.

B- WHAT IS 1HE ONE PHENOMENON Of A CANDIDATE lHAT MUST SATISFY
YOU IN ORDER TO APPOINTTHAT CANDIDATE?

4~ questions and foUow.up questions were ofa "Ieadin~ type. Subjec:tivity~ or a point of
view was soughL lbcrefore. in many cases lcading questions aIso servc:d as part of the verification process.
Or in some cases. whcre anodler intcrviewee bad rcspondcd to the same incident mentioaed. a leading
question was used as a quasi-ttianguJation verification medium.

soSinùlar to footnote 48. other phrases c:ould bc employc:d dcpending on the paspective and
position of the subjeet.
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C· (PROBE RESPONSES)

D- lMAGINE YOURSELF SITIING IN THE AUDŒNCE WATCHING A PLAY
ABOUT ADMINISTRATION. WHAT WOULD VOU LIKE TO SEE?

• WHATISSUES?
- WHAT lYPES Of CHARACTERS?

PART 3- CLOSING
l·THANKYOU
2- WOULD VOU BE AVAILABLE fOR A SECOND INTERVIEW?
3- WOULD VOU RECOMMEND SOME COLLEAGUES OR OTHERS FOR ME TO

INTERVIEW?

Typically each interview lasted between one hour and two hours. Usually it was ailer the

first section, dealing with the subject's background, that 1felt that the subjec:t was warmcd-up and

felt comfortable towards the interview. [believe this was due ta the satisfaction resulting ftom the

telling ofone's persona! history. It gave credibility to the process. It aJ50 enablcd the respondent

ta expand his or her answers including examples from and references ta reaI-life experiences. In

effect, one anecdote led to another anecdote and 50 on. This allowed me ta otfer summation

statements for the respondent to agree or disagree~ to expand to anoth« inquiry method or

zero in on a specifie point.

The following example &am interviewA~ lines 46504695 illustrate tbis point. The

interviewer's questions and comments are in italics. The summation question begins at the~

In this example, the respondent was discussing how schaol board commissioners deal with

giving, or in some cases, bestowing the final approval on a principalship candidate.

1 would as.nmre thollgJa. a.r an elected official tlrq sort ofset policy, lnIl as (lIf adminùt1'QtÎtle appoinlee tlrq
would cany 0fIt pollcy. so COlUequDII/y i"s part oftire mandole ofei,IrD- titis &œJHl'11'letrl 01' the DG as to
come up witlr a shon list upon wlriclt tire commÎSSionen have the filUll ward.

That's rigbt.

[t's basically an official rubber-srampillg. Bill l"s not trJming out tirai way.

Not entirely. Bccause what you say is true. lbal"s the way it should wort and the short list sbould 10 to the
them. However, who gets OD the short list?
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So mal's the e/ement here Thal we don 'c see.

That's rigbt. thafs right.

Couldyou œscribe a few specific cases thatyou con think ofwithollt mentioning nomes 0' mention nomes
and [ won 'c mention them?

Sure. [ can think ofa recent case where the job description says a minimum ofS years or 8 years depending
on the position for the job in terms of tcacher experienœ. WeIl 1 can think of a case wbere the tcacher had
onJy been teaching .. years and bas bœn placed into an adminiSbaIÏVe position. Because the commissioners
liked tbat panicuJar individual. Now having said that, 1cm aIso tbink ofa case back in 69 wbcrc a young
friend of mine. a lady teacher, was promoted after 3 years in the classroom by the people who made the
decisioDS al tbat tilDe who were the adminisIrators. Sa DOW people. wben tbis bappcDed recendy, people got
very indignant al the politicians. Il basn't cbangel it's just a dift'en:nt group tbat's maldng the final
decisions. seems to me.

(lines 4678-46821** "'hatyou 're a/50 saying is tMt the commissioners who an nol the fronl/ine
administrators, lMym~fëe/they have a po/iticaJ need depending on whalever .._ They appo~nl people, in
e.fJèct. in many cases they may be appointing the Wl'ong people fOr the wrong reaso1lS

Yes thcy may be _..

And the rela/latory ejJëcI ...

And there is always a danger of that although on one band tbese politic:ians generally know their
communities very welle They oRly rea1Iy infIuenœ the sc:bools witbin tbeir region and tbey may only have
two or threc schools within tbeir paniaùar area. 50 within that community of2 or 3 sc:bools. tbey gOl
elected because they kDew the people who went and vote. 1 tbink they're fairIy sensitive.

On a certain leveJ.

Yeah.. on a cenain leveL yeah.

At this point, in the interview, this led ta a cliscussion that revealed much insight into the

moral and ethical ramifications of sc:hoal board commissioner interference in school commission

policies and protocols. From this point on, as in Most ofthe interviews, the re5pOndent's

comments would go back and forth on a vanety ofrelated issues.

The structure of the interview began with a general question foUowed by series-speeific

··probing" foUow..up questions. When most ofthe questions were sufficiently aD5wered and the

respondent felt very relaxed. the final series ofquestions began. The thrust ofthis series of

questions began with asking the subj~ "'In your capKity as an admïnistrator, sitting in a theatre

setting and warching a picce on edueational administration. wbat scenario would you want to

seeT' After usually a bit of pause, or perhaps a bit ofquestioning conceming the question, the
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responses consistently revealed a wanting for a confrontation between high end board officers

and board-eleeted commissioners. Since a theatrical picce is a highly subjective - not objective ­

\,,·o~ the interview itselfcannot be a passive conversation. [t must result in a relationship of

"trust" and truth - a mutual ··guC ftiendship-like bond between the subjeet (respondent) and

researcher. Every respondent in some way indieated that subjeetivity is a large and critical

element of leadership, decision-making and administrative life. Respondents answered questions

honestly and where !bey believed tbey could not answer honestly or completely tbey stated. such.

A point ofview was assumed.51

PART %- DATA REDUCTION

There were 13 interviews in total. The chosen interviewees were not randomly seleeted.

The interviews are defined as the data. This data, ailer reduction and analysis, servecl as the

inspirational ignition spikes for the theatrica1 piece. lnduetive conventions were required in order

for the data ta speak out in tenns ofpersonalities, issues. dilemmas, settings and human strengtbs

and frailties.

Sïnce the core ofthis projeet concemed high-ranking administrative decision-making

protocols. only experienced administrators were targeted as inteniew subjects. As mentioned in

the previous chapter, a cross-section of respondents was required. For the projeet'5 PUrposes,

experienced administrators were defined as administrators who had a minimum of ten years

teaehing experience and a minimum ofthree years in one administrative post.

The interviews were completed in four successive stages. The first stage designated

recently retired high-end board level administrators who bad spent many years in many positions

in administration except assistant direetor general or direetor general. These admïnistrators, for

the most part, had foUowed a career path tbat included such positions as depanment he2d, vice­

principal, principal and board level mandarin (e.g. edueational services, personnel, special

51 See Riessman. 64.
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educatio~ special projec:ts~ etC.). These retired administrators set the initial parameters and set the

tone. They bad no allegiances to their former school board employers~ no loyalties to prot~ and

had no qualms reporting anything they each felt about their respective boards~ colleagues or

current school board peticies and potities. More imponantly, in terms of the prineipal-selectioD

process, they each had patticipated in the ereatio~ implementation or process of ditTerent

protocols throughout their respective careers.

The second group ofrespondents was active vice-principals and principals. These were

consider~ as ""line" (as in "'on the front line-) admînistrators. 1bey dealt with the day-to~y

challenges and responsibiüties of running and clirec:ting a secondary schooL 'They wer~ "·Iocal

level'~ poliey makers - within their own schooL "They exeeuted administrative and/or bureaucratie

directives from their $Choal commission·s central office. Line level administrators were aIso the

communication first Iin.ks between students~ parents and the school commission. In fact, they

served almost as a public relations arm for the sc::hool commission. Scbool Principals and Vice­

Principals were also responsible for the supervision oftheir school ~s teaehing and support staffs,

student affairs sueh as curriculum implementation; time-tabling, bealth and safety and student

bebavior standards and discipline as it applied to their schoal. It is quite clear tbat the school itself

did ""belong" to the Principal. 1beir perspective on administration wu ftam on the receiving end

ofcommission polieies. They were not often consuJted in commission-wide policy creation.

Interaction with Board Commissioners wu usually limited to contact with the eleeted Ward

Commissioner responsible for their school.

1be tbird group was in-serviee Regional DiredOrs and Commission Department Heads.

A Regional Diredor is an administrator who is responsible for all the schools witbin a designated

geographical ward. A Commission Depanment Head is responsible for a specifie administrative

body such as personne~cunicu1u~special edue:atio~ secondary edueatio~ educational services~

and the like. 80th Regional Directors and Commission Department Heads were typically 6rst

very experienced Principals. They knew intimately the reaIm of requirements for operating a
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school. [t was at this level tbat involvement \Vith Board Commissioners it was shown on a

constant level.

The founh and final group \Vas Director Generais. A Direetor General is the highest

appointed administrator ofa schoal commission. The Director General is responsible for the

eotife operation ofa school commission. He or sbe typically bas had lengthy experiences at ail

the previously mentioned positions ofadministration.

The group tbat is conspicuously missing is Board Commissioners tbemselves. 1be

CommissioDSy at the fast minutey refused to.participate in the study.

PART J - TRANSCRIPTION PROCEDURE. ANALYSIS INTO AREAS OF
REFERENCE, AND TUEN INTO SPHERES OF INFRA-INFLUENeJ:

THE TRANSCRIPTION PROCESS AND PROCEDURE

AU interviews were tape-recorded. After the interviews were complet~a word-by-word

transcription of the interviews was initiated. Prevailing wisdom suggests tbat interviews be

transcribed immediately after recording. Howevery [ purposely waited until ail the interviews

\Vere completed before transeribing them. This was for a specific purpose. From a playwright's

vie\V, [waDted to feel for each respondent's '''soul'y and ....guC and each respondent immediately in

tum. As [ listened to the voices of the interview (the subject and myselt), [ disc:overed that many

ofmy initial '''gut'y feelings ofthe individual Interviewees bad cbanged. Perbaps it was due to the

rime between the interview and the transcription tbat [ found myself more understanding and less

bi~ towards or against those interviewees [bad perceived sorne "hidden agenda" or perbaps

felt threaten~ to some degree, with sorne ofthe questions and responses ofthe interview

session.

The aaual pbysical ad of transeribing the interViews was completed in two rnontbs. The

transcription procedure included using a Dictaphone Model27S0 Express Plus Standard Cassette

Voice Proc:essor unit. Microsoft Ward, version 6 was the employed word processing program
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using an IBM compatible operating system. Each transeribed line is numbered sequentiaJly from

the first line ofthe first interview to the last line of the last interview.

DATA ANALYSIS (GROUNDING) -
SfEP /- /NTO AREAS OF REFERENCE

This transcription process compelled me to become a more open listener. It was a catharsis. With

each examination (the combined reading and listening ofan interview)~a more lucid vision of the

issues came ioto focus. Allowing for the inductive analytica1 process to take ils course, in the

second reading, the data began to fall into areas ofreference (my term).

The grounding of the data (the interViews' content) was an evolving phenomenon. It

germinated several simultaneous inquiry.like seed1ings: aetual administrative issues, dear

principal appointment procedural protocols t persona! (of the subjeet's) values and moral

questions~ school commission etbics~ personal courage and decision making. From the outset, it

was clear that these seedlings bave a synergetic (working together) interconneetion with each

other. In an almost osmotic (a subtle or graduai absorption or mingling) fashion, tbey

symbiotica11y (the living togemer oftwo dissimilar organisms especially when this association is

mutually beneficial) live within each other. 1bese areas came clear with each examination of the

data. Objectivity was not a given or expected. Ali respondents in sorne way indiaued that

subjectivity is a large and critica1 element of leadership, decision-making and administrative life.

The areas ofreference resulted in what eventually became a hybrid-like classification system.

The responses bath individually and collectively surreptitiously found their way into categories of

professional, causal, philosophical, and spiritual natures. On the third reading 1narrowed them

into more specific aRas. With the aid of high-lighters. 1calor coded each transcription line into

one of the fonowing specifie areas as foUows:

• orange: principal cbaraderistics. selection processes;
• purple: persona1 goals;
• green: pedagogy;
• blue: leadership references;
• t1uorescent yellow: any reference to politics;
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• pink: ethics and values;
• dark yellow: evaluation ofany sort;

• rose: schoal board officiais or scbool commission policies:
• fluorescent green: references to potential plot scenarios for the eventual

theatric:al piece.

[t is important 10 note tbat these areas ofreference are specific distinct eategorical subject

data bases. With eac:h subsequent examioation ofthe~ these areas spread out and were re-

grouped into more broad encompassing data base groupings. This wu fina1ized by the fifth

examination. lbese amIS am aIso be looked upon in a fiamcwork protoeol ofwo,ldn~fromthe

general to the specifie. l was always asking myselfthe questio~ ""Wbat is this penon saying 10

me7" This necessitated and led to a more detailed breakdown ofthese areas using an .adaptation
•

of the constant comparison method. This resulted in a component-building inquiry pamdigm

loosely based upon a rule ofinclusion structure.

Sl'EP 2-
DATA REDUCTION /NTO SPHERES OF INFRA-INFLUENCE AND THEN INfO
RULES OFINCLUSION ADAPTATION

These more broad-based data groupings are labeled spheres ofinfra-influence (my term).

They are made up ofclusters of fac:tored data rooted ftom the initial areas ofreference. 1be

distinctive clement ofeach sphere is tbat the sphere's data areas are independe~ in the sense ofa

catcgory, but cm 'influence' or be influenc:ed by other factored data ftom within sphere. Henc:e

the "infra ". In otber words, the information clusters and inter-links witbin the areas ofreferenc:e

and influences each otber. Metapboric:ally it adS mucb the same way siblings factor within

families: they are independendy dependent on each otber.

There were four spheres ofinfra-influence reduced ftom the data:

1- principal selection cbarac:tcristic:s, procedures, requirements;
2- personal goals;
3- politics;
4- ethics-politic:s.
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Such domains as pedagogy and evaIuation atfeeted ail of the spheres' data reduetioDS.

Similarly, both theoretical concepts and aetuaJ field administrative experience permeated ail

spheres. These were the common threads shared among the spberes.

As previously stated, the results of the data reduetion are to primarily inspire, animale.

and motivate the creation ofstory lines, tbematic foundations, and character types for the piece. It

is al this point where the bulk of the research takes on a transfonnative, or perhaps

transcendentalive direction ftom normative qualitative research protoeols and conventioDS. 1bere

are several critical objectives of the research genre of THEATRE AS REPRESENTATION. The

key word is representation. There are many parameters to the use of the term. Here are a few:

"'representations - a description or statement as ofthings true or alleged; a Lockean form of

subjective idealism in which the perception ofan abject represents exadly the primary qualities

of the object itself; the pradice or principle of representing or depieting an abject in a

recognizable manner, especially the portrayal ofthe surtàce characteristics ofan abject as they

appear ta the eye..,52 The notions of things trUe 0,. a//eged and po,.traya/ ofthe surface

characteristics are closest to the theatre aspect of the project. Ifthe goals are to capture the spirit

ofadministrative dilemmas then exact verisimilitude is not required. It is assumed that the

viewers ofsuch a dramatic piece will recognize the ethical, persona! and professionalism of the

portrayed dilemmas. Subsequent to tbat, the research must project the rep,.esentations ofthe

piece.

Where does this lcave the process ofdata reduction? Data reductioo in this application

forges into overlapping spheres of infra-influence. which, from an aesthetic-philosophical

viewpoint, are coDCCived tbrough the administrative beliefs (and their subsequent

implementations) that were derived thraugh the aetual actions (described from and tbroughout the

data). Aetual issues are never in isolation. They supplant and infiltrate each ether. In due time~

52The Rondo", Bouse Dictionœyofthe English Language (Unab,.idged). (1971).
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they ultimately coalesce and through a morphogenesis of sorts generate a credible story line and

characters. To get to morpbogenesis9the next step was ta rake the spheres afinfra-influence as

collection points for rules of inclusion.

RULES OF INCLUS/ON ADAPTAnON

The use ofthe rules of inclusion (ROI) concept bas been adapted for use in this

application. AetuallY9 the ROI application is integrated with two otber analysis fonnulas: part of

Denzin's -·Six Steps of Interpretation" and Lincoln and Guba's "the constantco~ve

method ofdata analysis. ,,53 This bybrid use ofthree anaIysis formulas bas a specifie purpose and

that is ta create a data analysis formula ta fit the responses in the script creation elem~nt of the

project. Further, to keep consistent with the interpR:tatioD, the eventual selected aetors will use an

adaptation of this analysis fonnula to assist them in the preparation oftbeir seleded roles in the

eventual dramatie piete.

Rules of inclusion are results ofdata analysis using the constant comparative method are

explained by Maykut and Morebouse.54 BrietlY9 Ibis metbod consists ofanaIyzin8 the data by

systernatically coding the data into distinct categories as it appears in some defined manner (in

this case the arder of interviews). A distillation is formulated regarding the foundationa! concept

of each distinct eategory. For the purposes oftbis study, the categories are dedueed from within

each sphere of infra-intluenœ.

1be continuai grounding ofthe data tberefore must serve al lcast lWO fime:tions: first the

funetion of the research in the sense ofdetermining clements ofa relative reality of trutb; second,

the function oftheatre production (mise en scène, character and role preparation, and the like).

ROI adaptation (to include aspects of Denzin's and Lincoln and Guba's works) accordingly will

focus the areas of infta-iDfluenœ in ternIS ofcreating sueh mies (or perbaps causal and/or

5ly. Lincoln and E. Guba. Nall"aJislic lnquiry. (Newbury: Sage. 198~).
S4p. Maykut and R. Morebouse, Beginning Qualitative Research: A Philosophie and P1'acnelll

Guide. (London: l'be FaImcr~ 1994).
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conceptual frameworks) for the data analysis~ interpretation of the data and the persona!

directions of the actionslreactions of the respondents.

As previously mentione~ the process of the data reduction through ROI was executed by

analyzing and cutting up each interview in terms of the four spheres of infra-influence. There are

sorne categories tbat have a more causaI cbaracter as opposed to purely funetional or descriptive

demeanor. In some ways the ROI are part of the data anaIysis findings even though traditionally

mies ofinclusion tend to be deemed more a 1001 for data analysis. However. in terms ofa tbeatte

creation applieatio~ they guide the piece.5 playwri~ diredor and cast into a fuller, more

complete. understanding of the personalities ofthe eventual created cbaracters, their p~fessional

environments and the interaction of these phenomena.

PART 4 • RULES OF INCLUSION

SPHERE OFINFRA-INFLUENCE 1: PRINCIPAL SELECTION CHARACTERlSTICS.
PROCEDURES. AND REQUIRF.MEVTS

AREA.: Principal Selection Choracteristics. procedures. and requirements
CATEGORY: Selection protocols: historicaJ aspects
RULE OF INCLUSION 1.1: Nepotism and "who you Icnow" give way to selection comminees
because the needs ofsecondory education andfairness in the application practice are needed.
and when examined. are upgraded.

From almost ail the interviews. the history of principal selection in most local school

boards went through a similar growtfl. Thcre bad becn three basic phases ofprincipal selection

procedures. Until the mid 1960'5, the working concept for principalship selection was, Ô

4It

appeared ta me tbat the policy of the rime was ta feel the body, and if it was~ they lOOk it"

(ARIM.6O-61).55

ss-rœ intcrviewee identification code is as foUo\\'5: the first tetter is the eategory.
A= administtalor: R= reIir'ed; P= principal; VP= vicc-principal; RD: regional dira:lor; DG= Director
General. 1be number is bis or ber orcier ofbeing interview. The leuers Mor F indie:ate gendcr. ne
nwnbers that foUow are the tiDe lœations in the data. ARtM. 600061 is administtator retired. first
interviewed. male. Unes 60-61. For dissertation purposes ail interviewer transCript words are in ita1ics. A
[ •1appears at the beginning ofeach difJerent respondcnt or interview.
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Tbrough the population expansion and rapid school growth ofthe late sixties and seventies. a

candidate'5 promotion was ordained by word ofmouth from a principal ta either a regional

direetor or director general.

The second phase began sometime in the late seventies. Promotions were taken more

seriously. Selection committees within the board structure were created to sift through needs and

candidate applications. It was at this rime that the tirst women applic:ants (for secondary schoal)

began to appear. Doring the 1980'5, formai structures were put in place. "Wc saicl ifyou want to

become an administrator you bave to jump~gh certain hoops ... al best a structure," (AR1M,

137-139). "1'here were no formai procedures until in place untill went ta the board in ,86,"

(AR4F, 3000-3001). The third phase, in use sinc:e the late eigbties, includes mucb of the

following:

- At this point in tilDe. let me answer that in 2 - tbere 's a theoretica1 model and lIIeœ's a real modeL The
theoretical model is the offic:ers. that is the senior people in tbis building, they are S rqioaal clircctors.
d.i.rectors of the major departmcnts, tbcre may be 3 or 4 people. and the 2 senior - the Dircc:tor General and
the OOG. Those people tbcoreticaUy mect. go duougb the applications that people mate. and have made
over lime. 50 tbere migbt be quite a large numbcr oftbcse. You're taIking of2000 teaebers. Sa (001'0 is 200
applications. 50 S% is a lot. Thcse people will sit around and discuss. let's say ~'re looking at the
foUowing schoal year. they'te starting maybe January. they'le looking at wbcre the nceds are going to be.
how many people are retirin& etc. 50 how many jobs are wc looking for? And tben tbey'U tty and come up
with a list ofpeople who they believe wiU be suitable; and al the same time to move people from one
schoal to anodler; 50 2 things go: people are moving - lateral moves - and new people coming in. Now. the
theory is tbat they are working with people who formally applied for promotion. Because tbey bave met the
criteria that'5 statecl on the job applications. they scDd out tbese circuIars aDd ask for people who have the
basic qualifications and requirelllClllS and dico they seDd in tbeir c.v..5 etc. The next SIep. onœ tbey bave
made those dccisions and thiDk tbey bave picked the appropriate people, they' re supposecl to t.ake tbose
recommendations to the commjssioners (A6M. oIS99-4614).

AREA: Principal Characteristics. procedures. and requirements
CATEGORY: Selection protocols: the needfor upgraded candidates
RULE OFINCLUSION 1.2: A. candifiatejOr principal or vice-principal is considered 010
"higher quality" ifthey have gone through additional educational upgrading such as ohtaining a
masters degree, ta1œn on leadership roles in the school. or participated in "principal training
activities. ..

ln the major anglophone schaol boards during the early nineties, in-house principal

training sessions or programs were in place where prospective principal candidates completed

tasks, seminars and the like in such things as sbadowing aetuaI administrators, and special

seminars in time-tabling, finance. discipline. Ifappointed, the nat series of!teps was being a



•

•

63

vice-principal for at lcast 3-5 years and then to principaL These training programs slowed do~

were put on hold or abolished by June 1994.56 [t seemed that there was very lime movement in

promotions; a surplus ofcandidates accrued in Most boards. However, in one major Montreal

anglophone school commissio~ it was more political. (We will explore this further in the palities

sphere).

Currently, the basic requirements or characteristies for a potential vice-principal and

principal are: an interest in the role, demonstratcd initiative in taking on leadership roIes in and

out of the classroom, building up a visible profile ta those higher stationed in the command line,

and some effort in furthering one's higher education (a master's degree or completioD of the

principal's certifieate program through McGill University).

AREA.: Principal Characteristics. procedures. and requirements
CATEGORY: selection protocols: personality chDracteristics
RULE OF INCLUSION 1.3: an acceptable candidate must have the abtltty to establish SIlccessjUl
communication procedures. be a lceen listener. and be a col/oborative leam leader.

- [ look for a quick study. [ look for quick intelligence.. a persan who either knows al ifa quesliOll is
phrased stupidly by the pcrson who is pbrasing il. is quiet CDOugh to say, '6r cIon't UDda'sIaDd die question.
what are you trying to get al?" Somc:body tbal ÏSIl't going to get sabotagcd by somcbody e1se's inability and
aJso somebody who vezy directly answers the question and doesn't go on. droning on and on for 15 minutes
or ... and that bappeos more often then DOt that people fccl tha1 tbey got to expel a lot ofgas and they don"t
have to. They should direct themsclves to the question and answer the question and tbcn maybe say. "Do
you want me to go on any furtber into this e:<planation'r or somedling aloog those lïnes. rd say more
people kill themsclves in an inteniew by over-talking tban under-tallting (DG12M. 8~98.s6(6).

- [ look for a candidate. 1 thiDk the given is ac::ademic sttengtbs: intelligence, and aIso the ability to eslablisb
relationships and worlt collaboratively witb individuaJs. a belle! in the value ofbuman beings and the
understanding tbat the tcam al the scbœl nccds to be working togetbcr to produce the best results. We aIso
have great interest in those who are sttong believers in professional development. and our orpnizatiOli
believes that leaming is lifetime and we are. wc are streIIgthened as an admiDisuative group by people
joining it wbo bave dcmoDSlrated participation in growth aetivities - we bave bad a lot of Sbldenf5 do tbeir
masters. a lot of teaebcrs do tbeir master5. and participated in the post grad program al McGill and other
institutioos. And we bave people who have participated in institutes tbal just cover worlt.. Sa wc: are reaUy
influenced by people open ta funher leaming and developmenL

- Sa 1can cake that la meanyoll 're loo/dng mo,e[or an educQ/o, mon than a manager? WOllid thm be[air
ra say?

~e documentation of the program bas bcen obtained. However. the Board meeting minutes.
which indicated the canœl1ation of the program. wu unobtainable. [t was a closed meeting. 1be creator of
the program was one of the respondents to this study. Otber respondents corroboralCd the demise of the
program.
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- Yeso an edueator more than a manager but one who respectS the need for some management (DG13M.
9408.9422).

The consensus lS that a successful principal serves more as the educationalleader ofa

school first before demonstrating his or ber managing siriUs. The definition of ....an educational

leader" however is immense. The data indicates a trend to include such qualities as being a

nunurer, a person ofactio~ a very good listener. a promoter ofprofesslonal development and a

leader who strives towards consensus but not total democraey. This eategory covers quite a bit of

ground ln terms ofboth the requirements of the potemial administrator and how the interviewer

interprets wbat is witnessed during a candidate interview itself

SPHERE OF INFRA-INFLUENCE 2: PERSONAL GOALS

This general area was deceptive. 1be goals of being an administrator were. ofcourse,

always stated in hindsight. However, persona! goals seemed to be very important and serve as

motivation vehicles for many.

AREA: Personal goals
CATEGORY: Non-altruistic
RULE OF INCLUSION 2.1: Becomtng a administralor brings such compensation as jinancial
reward. recognition as an aurhority figure andpossibilities for career advancemenr in an
otherwise non-promotion profession (teaching).

- Has (ha! question ever been asked? Why do you wont to become principal?

- Oh yeah. sure sure. We ask that and WC get snowc:d. No one is going to say to get more mooey, tbat'd be
ridicu10us to say thal ifyou want the job. No, No, tbey say r m al the point DOW wbere 1want somcdling
different in my lüe, 1 lite being re5pODSlble. No one bas ever said 1lite the power. 1 likc wearing a badge
like a policeman bas. 1bat's put of it too, because of the psyche -.. Why do you becomc a teacber? Put on a
unifonn ... You gel a lot of respect _.. net 50 much anymore. From the community you got a lot of respect.
too. You don 't gel tbat anymoœ. EspeciaJly bere. in lname of town). Everybody beœ bas a Pb..D. At one
ùme wben 1was a teacber, ifyou bad a bare-ass BA. yeu were better edU<:ated tban anybody in the
community except maybe tbc doc:tor or a Iawyer or a dentist. Vou were in the top ecbelon. Everyonc put
you on a pedesta1 and looked up to you. But nowadays ifyou have a BA. everyone in me community is
ahead ofyou. 50 tbatdoesn't work anymore (ARIM. S02-S13).

AREA: Personal goals
CATEGORY: Altruism
RULE OF INCLUSION 2.2: Being an administrator hrlngs such altruistic compensation as
mentoring. serving as Q positive role-modelfor orhers. demonstrating good community
citizenship through responsihle acts.
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Sometimes the reasons are a bit more subde - to help people improve themselves -

serving as a mentor.

• lOm <adminisuative tide) Wbal tbat means is ... lOm responsible for the continuous gro\l1h ofall of the
employees ofour system. Sa l work with Principals. bUll worle with a lot of tcachers. ( wode with
caretakers. managemenL central office. My role. in a sense. is to belp people in our system to worle with the
whole professionalisation proœss. grow as individuals. as pupils as weil as professionals as weU as workers
as weIl as employees (ARlM. 1042-1046).

Self-reflection is another persona1ity trait. The principal must seek a balance between his

persona! and professionallives. This is not consistent between administrators. This is sometimes

met with a great deal ofsuceess and sometimes not. Dedieation also seems to carry with it a priee

tag.

AREA.: Persona/ goals
CATEGORY: Persona/ andfami/y sacrifices
RULE OFINCLUSION 2.3: Being an administ1'alor hrlngs challenges to a/l his or herfami/y
members in sharing the difficulties re/ating to the requirements ofthe position.

• lt's ditlicult to be a famiIy person and an adminismuor. Thal's just a generalizatioD. [t'5 very difficult to
he a good administrator. a good husbandlor a good we. to be a good mothcr or fatber, tbat's a preny full
load to handle.. and to be a home-owner and to be 5Omebody's son and somebody's friend .... (PE3M. 1726­
1729).

Anotber goal is the quest for persona! determination and fulfillment. The next

biographica1 excerpt demonstrates thÏS.

AREA.: Personal goals
CATEGORY: Personal growth
RULE OF INCLUSION 2.4: Being a front-Une administrator brlngs persofllJl growth tn terms of
courage. careerfül.fillment and the abi/ity to taJce on not-4S-yet-erperlenced challenges.

• After high scbool. [went ta Macdonald CoUege for 2 years for the œnificate program and tbcn [ started
teaching elemeDlaly schaol worked on My Bacbelor of Arts degree al Sir George al nigbt and summers.
After l finisbc:d my degree.. (wu immediately pushed into tcaching higb sdlool. 50mething ( reaIIy hadn·t
asked for, but as soon as you got your degree in those days, ["m talking about 1959-65, you were pusbcd
into a bigb school position 50 [ taught high school for 9 years. .... no. elemenwy schaol for 6 years then
higb schaol for 9 years. 50 after' 15 years of teachiDg, my principal said to DIC. why don't you apply for a
position of increased responsibility? lbat's the way it was termed in those clays and 1 said [ would do it
because 1 did a lot oforganizational thiDgs in the bigh scbool [ was a departmcnt bead - Englisb and
history•... 50 [ appüed and was aa:epted as a Vice-Principal in an elementary sc:haol. 50 after gaing from
elemenwy sc:bool to high school. badt to elemenwy scbool as a Viœ-Princi~ [ was a elemenwy VP for
2 years. and tben [ was promoted to Principal. where ( was for 5 yeus. When 1went to • [
decicled to work towards my Masters Degree al McGill .... about 1978 - beause 1got my masters degn:e in
1983. 50 (worked on tbalat nigbt and during the SUDUDer. and then (went to another elelllelltary $Choal as
Principal for 3 years. and tben 1got very tired at elemenrary school and wanted to go back to a bigh school
setting. 50 l asked to go to a higb school as a Vice-Principal. And when ( wenl to the Director ofPersonnel,
they were just thrilled. bccause al tbat point very few women wanted to go into high school. lbat's always
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been a problem they say, that women. espeàally al our board. that women are not promOled inlo higb
schoo1. 1but vety few women want to go into high school administration. So ( was there for 2 years and al
that point (applied. [was very interested in personnel.. for the job ofassistant director ofpersonnel because
[ was interested in personnel [ enjoyed the work [ did with al McGill. 50 1dedded [ wanted to
work in personnel Now [ didn't get the job. The present persan gOI it instcad. and [ was told by the cIcputy
director gencral no. the regionat director al that tïmc. tbal the reason 1didn't get the job wu that 1never
had been a high schoal principal and that 1was a woman. Those were the two reasons [ didn'l gel the job.
50. immediately, this is June 30. he comcs to teU me 1didn"t gel thcjob and. "'You're DOW promolCd to
higlt school." And 1 hadn't asked for a high scbool Principalsbip al this point. So 1was promOled to (name
of School) (AR.4F, 2876-29(0).

Successful principals must take the initiative ta encourage their staffs to be al their best.

Laziness is not in the definition ofa suce:esstùl admïnistrator. Leadership must be considered a

personal goal.

AREA: PersonDl goals
CATEGORY: PersonDl sense ofdedication and llfe expansion
RULE OFINCLUSION 2.5: Being afront-fine admi,,;strator hrings out the eilher the besl in you
or the marginDJ in you.

4 But the job is wbat you mate of il. Yau can do tbe bare minimum. you canjust do wbat is required by the
school board. Malte sure everyone is in class and il will be simple. Simpler. Ifyou want to bave an
involved scbool wbcre you bave more active programs going on.. wbere you encourage the teacbers to gel
involved and working on things and so on: ... Onœ you do tbaI. you bave a more eft'ective schoal but your
job inaeases (P5F~ 4457-4461).

Finally, humility is also a personal goal. With bumility comes optimism and pragmatism.

This final excerpt is from a DG who was about to retire. We were al the end of the interview.

AREA: PersonDl goals
CATEGORY: Personal sense ofhumonity
RULE OF INCLUSION 2.6: Being a front-line administrator requires enough passion for the joh.
humility and humanity which positively affects man)' others.

-J'm going to stop it hen [Ihe inle"'iewJ. Ta/lcing 10}'Ou ;s reallyfanlastic because. yoll /cnow, yoll sOllnd
so optimistic abOlIt yourselfand about where Ihings tue going in Ihis botll'dand 1 haven '1 Mard 100 mllch
optimism in et/ucolÏon. It's reaJ/y rejreshing 10 Mar.

Weil, [think if lleave anytbing with this board is that there is a balf·filIed glass.

As opposed to an hallemP'Y glass.

And that no one can do alone. [t cao be done togetber and tbere will be barricrs along the way but baniers
create oppommities. Ifyou think of thcm oRly as barriers or a bouDdary, 5Omeone else is going to get (in
the way?), so [just reaIly believ~ and [ never exprcs_ this earIy in my life, [œver re:alized the impact of
me saying SODle ofmy bclicfs bad on Olbers. So il'S amazing how people will react to IDe. Il is to be
optimistic. [(you always are spcaking vehemendy. NIl (DG13M. 10102·10115).
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SPHERE OF INFRA-INFLUENCE 3: POUTICS AND LEADERSHIP

These two areas are grouped together for a variely of reasoos. First, palities, by its nature,

concems power-basing and sbared beliefs as proclaimed byone faction towards another. The

spokesperson for a particular view may oftentimes be the leader ofthat faction. Second. in

decision making. there is a conflict between viewpoints and the makers and shakers of those

viewpoints. 1be leaders ofthese viewpoints are the strongest believers of the specific viewpoint.

AlI teachers~and subsequently all administrators. are leaders by default. They are given

responsibilities in their respective domains which require decisions and a foUoWÎDg (students.

ranJe-and-file tcachers. office and support personnel and the like). The competencyand suceess of

his or her leadership and decision-making abilities are not mutually exclusive. Even though

"consensus" might be striven for in a specific situatio~ there are always minimaIly two views to

every issue. Proponents ofeach view wiU be "happy" or "unhappy" with a final decision. The

leader is ultimately responsible for tbat decisioD. In many cases (such as in a classroom). it is

more a case of blind acœptance. not ofdiscursive decision making, for the following.

AREA: Potities
CATEGORY: Leadership through eompetency
RULE OF INCLUSION 3.1: A suceessfu/ administrator demonstrales leadership through
demonslrated competency nol by tille a/one.

- TIùnk some teachers have a hclluva more impact tbat tbcir adminisIrators ... Just al a staffmeetings.
they' re sttong. good and people listcD to tbem. Thal's leadership. Leadership tbrougb compeœncy not
through tidc. So. if you bave a very competent princiJlll. If he'5 going to be able to show a lot of
leadership. But ifyou cloDOt bave a principal who is competem in education. tbcn somcbody in the staffis
going to end up being the leader ... and is going to rise to the surface (ARIM 495...5(0).

Omnipresent are the members of the Board ofCommissioners~the eleetcd parents or

concemed citizens who run for the school commission. As any political animal. a school

commissioner listens te bis or ber constituents. Leadership and/or a decision made by a Principal

or Vice-Principal can afFect the "'"view" ofan administrator.

AREA.: Polities
CATEGORY: Leade,ship complaints[rom commissioners
RULE OF INCLUSION 3.2: IfQ complainl is /oud enough. il will he heard
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- Starts off probably with a schoal board member talking ..• has the ear of some parent who said. this &Uy is
temble, not doing mis thing .•• then he"n caU the principal and they'U confer about il. 1be principal may
agree or not agree. Depends on how much layaIt}' (ARIM 567-569).

There are times in principal selection where cenain issues take precedence over candidate

competency and educational needs. It is at these limes in the selection process where other issues

come inta play. These issues are socialogical. consequently, politicat in nature.

ARE.A.: Po/ilics
CATEGORY: SociaVpoliticaJ factors in appointments
RULE OF INCLUSION3..3: When the po/ideaJ winds oflime and clumge are apparenr and/or
popu~ decisions will reflecl mue chœtges.

- Yes, l think mat has happened in each of the. in terms of the race, or multicultural naIWeS, of the language
issues, certainly in the gender issue. l think that bas been a concem of schaol commissionetS, same school
conunissioners in particular. There bas never really been a group of schoal commissioners tha1 have
espoused a certain kind of value that there has to be a group of young males or we need more femaJes. 1
think that's been more situation and more individual man coUective direction. but cenainly that bas pIayed
a part in il. Sorne of chose people are very influential and sa have influenced cemraI office adminisnaors.
and schoal administralOrs in their tbinking along those lines and ta be aIso kind of eencral office
administtators and schaol administrators on their own point have been thinking of tbose things as weU
(A!UM. 1147-1155).

ls men aIIY Idnd oflDlOfJicial way t/IQt OM b«oma a prilicipaJ? You ffV1IdoM!d dUs rJWw aboMtpo/ides?

Oh now, yes •.. Now it's complerely, 1 mean, the mulling, 1 think you'd bar it front anyone al <NAME OF
SCHOOL BOARD) that unias you were. and that's "he's" not going ta be promoted unless you're GreeIc
or black, you're not going ta get promoted. And yet .•. Now it's very politicaL It's a sbame. We now have
an employment equity thing. 1was involved in mat toc, a whole employment equity rhing. You're supposed
to be employing wornen. cenain groups. but they're not abiding by it (AR4F, 3064-3083).

Politics are IlOt confined to commissioners atone. Teachers and front-line adminïstralon

will politic to their advantage in and out of the school itself. This can have a ripple effect one way

or another.

AREA.: Polities
CATEGORY: Front-lille Ddlninistmtorpoliticking
RULE OF INCLUs/ON3.4: Front-Une administTators bJow thatpolitical a/limlus CQII be usefid
to the enhancelMlll oftheirposilion.

- SOI dleoredcally, QII itllIofI.se cœrdidate __---J. ifcitey wen S1I'fIUf ellOlIgh to pick IIp 011 dIi.r. collld
mDke SOIM polidClJl allitmces.

Oh yeso ob yeso

Welll've seen it happen becluse 1 think it happened in my school. 1thinlt it hIppened al 1be
person that ••. See. wbal happened wu in November of my second yar there. my enmDment went up. As
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you know. you get a Vice-Principal after you mt a cenain nomber o( over 800. So in November. my
numbers went 50 mucb. [ was allowed ta appoint another vice principal. 50 my commissioncr says. -Oh. [
would like this teacher." And ( dlink he wanted mOL because he had been a very popuIar~ he had done
a lot of politicking \\oith this commissioner in the paSI- He had been on the school committee wim this
commissioner in the pasL As a tcacher. ifyou go on these parent comminees. that'5 another imponant
thing. the parents gel to see you in another role (AR~F, 3~3·3~78).

The different goveming levels of the Board Commission each create and set --agendas'·

for administrative position selection. Each leveL from front-Hne up to the Director General's

office. bas a view to wbat type ofperson should be appointed as weil as the persan (al times) him

or herself.

AREA: PoUlies
CATEGORY: Selection for administrator agendiZing
RULE OF INCLUSION 3.5: Ifan administrator desires a specifie type ofperson or a particular
person for a designated position, the administrator will set into motion a plan ofacquisition./Or
thot person.

• When .wu have an opening, andyou are a principal andyou know there is going to be an opening,
because someone ;s ret;ring or whatever, can.vou put a request in ... notjôr a person butfor a type of
person?

You can. sometimes you get what you wantand sometimes you won't bcc:ause wben they·re doing the
placements they' le working with a lot ofditferent restrictions on mem.. 1bey goua place everybody. head
office will bave their own son ofagenda that they'le working by. They try to dove tait.

This is the regional direclor who does _..

And the mgher ups though. the regional director bas some say. but the very top of the board the
commissioners and so on. [t doesn't always work.

1've heard some very ;nleresting things about boards ofcommiss;oners in the school board. ho'W
chey have their own (agenda), ... there is one theory ouI there chey have the;r own ...

[ wouldn't want to gel into il. but there'5 always the feeling lhal ifyou know the rigbt people. you wouJd
evolve.

So that would be the unofficiaJ ...

Yeah. thaf5 the ...

PoUties?

Yes the polities. It depends on how you handle it (PSf, ~77-n03).

The political in-fighting between the upper echelon organizational constituents can get

fairly antagonistic and politicized. It can get ta a point where a senior board official will give in.

not negotiate or discuss to a commissioner'5 beliefal the cost ofhis or her own personal ideals
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and integrity. This, it seems, in one Montreal area board, is DOW commonplace. This leads to the

demoralization of the govemance systems (the personnel) of the board, and it also contributes to

the demoralization of the teacher corps. Power can not ooly corrupt an individual it can also

pervert the organization's integrity.

AREA: Polidcs
CATEGORY: Blalantpo/idem interference
RULE OF INCLUSION3.6: When it is to the advanrage ofa politician (an elecled boan:J
commissioner), ora demonstralion ofpoliticaJ power or ann-twistillg (refured to as power­
basing), the cretlibility ofcommission gOllemance wiU be """*rcut and flUll'gilf4liutL

• To your fcnowledge. ole. ifSOfMOl'Je wanœd to become an administrrltOr. vp 0"principaJ. we '11 rt:Jftk them
cogether[orthe moment, w/rQl wollid H the procedrue a.ryoll IaIow il, the officiGlproc~ Q$YD" bIow
ie?

You get friendly widl a commissioner, powerful.

Thal's che ojJicÙJI way ofdoing il, 0,. che unojJicÜJl?

That's the unotficial way. But uw's the way 1 look al il, l'm afraid. There are people who are very, very
good people around that will never make whallhey wanl because they cIon't; because the positions are
being filled. l caR give you a very good example. l know someene who haJUIl come inro die multicultural
department from the personnel department who wu a substituœ ceacher and wa 50 despised by bis
colleagues that they barely spoke ta him. He wenl !rom that ta a principal of a eJementary scbool in chis
commissioner'5 bailiwick__o He went !rom mere 10 coordinaror - from principal of
elementary ta coordinalor of personnel. He's now had of the (a direc:tor's swus). This is a man who is 1ft

asshole. [mean really. But he's a friend of (a paajçyJar powcrful ÇQmmiuioncr), bis nut door neigbboror
something - ridicuIous. People are o•• for example dlere are people on düs staff who wouJd like ta he
administrators. but will never mate il, and it's because they're nol"COmperenL 1cm Ihink of some tacally
valued. talented. creative, assertive. confident people who will not mate il bec.use d1ey don't fit die
underground profile. Thal's the reality <VP7F, 5341·5360).

- These people {the scbool board senior staff} will Sil around and dïscuss, let's say abere're lookïns al die
following school year, they're staning maybe January, they're loolting al wbere che needs are goinl te he,
how Many people are retiring, ete., 50 how many jobs are we looking for? And thm they'U b'y and come up
with a list of people who tbey helieve will he suitable. and al the same rime co mave people from one
schaol ta anolher. Sa two thinp 10 - people are movinl, lateral moves. and DeW people cominl in. Now,
the theory is that mey are working wim people who formally applied for promotion. Bec.use tbey bave met
the criteria that's star.ed on the job applications; chey send out dlese circulan and ait for people who have
the basic qualifICations and requirements and then they send in theil' Cov.'s ete. The RUt $tep, once the)'
have made those decisions. and tbiDk 1hey have picked the appropriare people. dley're supposed te take
thase recommendadons te the c:ommissioners. What bappens in tbis, is chat SOlDe of che commisIionen let
involved in the process before tbey have completed cbeir adminisIrative consuItaIion. 50 you wiU bave
situations where a commissioner will he speaking ro a regiona1 c:tirector and say, 1 think there is a taeber
MX" in schaol MY" who 1 would like u a principal al one of my scbools. WbedIer dW incIividuaI bas ail die
qualifications as stated on the application in the general circul.. doesn't neceasarily count for .nydlinJ
anymore. Bec-use if the regional director reminds the commissioner tbat -l'm sony we JUIl CUl't accept
that individual for the following reuons," that regional director is l0ing to very quickly find that theil' job
has become very diff'acWt.

So dais is sort ofcM IUIOfficü:Jl MIJ' people get •••
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Thal's right [fs not '" r m DOt sure that it is noL [ think ifs common knowledge. aetually because the
interventions tha1 you see in some of the appointmems. are 50 blatant that the ttoops outside know. the
troops ...

The ceachers?

Oh. the union let"s them know what's going on.. and the union is not afraid to say what is going on. God
bless them. So ifs really not a panicularly healthy situation ... on one level .... But men you know" when
you think about it if1could just '" But when you think about it and this bas upset me over the years.
coming to the end of my career. and rm sony ta be going off in a somewbat cynical mood. but when [
think about il. how is it di1ferentto wbal it was 20 years ago when 1gol promoted to __ (of from
interests ofdifferent parties? wben il was just a diJferent process) • Il was the regional din:ctors or senior
management who were making the dccisions. tbc presumpbOll being il tbat tbey Imow more than the
politi~ but rm DOl entirely sure they knew!

Would.vou consider chis then sort ofa jurisdictionaJ kind ofquestion?

Yeso

1 would assume, lhough. as an elected official they sort ofset policy but as an administralive appointee Ihey
would cany ouI policy, so consequenl(v /1 's part ofthe mandate ofeilher this depanment or the DG as to
come up with a short list upon which the commissioners have the final word

That's right

It 's basica/{v an offiCiai rubber stamping. But it's not tuming Ollt that w~.

Not entirely. because wbat you say is truc. tbat'5 the way il should work and the short üst sbould go to
them. However. who gets on the shon list?

So chat 's the element here that we don 't see.

Tbat's right thafs rigbt.

Couldyou descrlbe afew specifie cases tluJlYOIi con think ofwitholll mentioning nomes or mention nomes.
1 won 'r mention rhem?

Sure. [ cao lhink ofa reœnt case wbere Ihe job description says a minimum of 5 years or 8 years depending
on the position for thejob in telUlS ofteachere:qJerience. Weill can tbink ofa case wben: the teaeher bad
only been teaehing 4 years and bas bcen placed into an administrative position. Ba:ause the commissioners
liked thal panicuJar individuaL Now having said tbat 1 caB also think of a case badc in "69 wben: a young
friend of mine, a lady tcacher, was promoted after 3 years in the cJassroom by the people who made the
decisions al thal lime who were abc adminisuators. Sa now. people. when tbis bappened reccnl1y, people
gol very indignant al the politiciaDs. Il hasn't cbanged. it'sjust a different group tbat's making the final
decisions. seems ta me (A6M. 4604-&676).

The political system ofelected commissioners bas the possibility ofcreating sorne

commissioners who are involved for what sorne might consider omer tban the benefit ofthe

students and the communitv. In other words. some commissioners are involved in the system for- -
their engendering of personal power or perhaps as a steppïng-stone for a future political career.
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AREA: Po/itics
CATEGORY: Personal power
RULE OF INCLUSION 3.7: When certain commissioners gain (00 much political power and
exercise thot power over the;r peers or suhord;nates. if creates a clear hierarchy o/the "haves"
and "have nots .. within the stratum ofany constituent organizational group.

- Buc ifchere .....ere a couple ofsrrong. oh_ commissioners who have been chere. re-elected and re-elecced
chey probab~v do have same sort ofpower-base. even wllhin the commission irself

Yes. no question.

And chat 'Nould a/so. / am malcing the assumption here. cOlildprobably inflllence particu/ar decisions _._
f'm sure chat any po/itica/ organiZalion. and a schoo/ board is noc exemptfiom this _.. can you rhink of
cases in .'lOllr erperiences where .VOli might have seen commjssionersfrom variOIlS odle, areas saying. .• on
che hand. Joe might be right ,.

Yes. oh yeso mis is quite common. and there are IWO commissioners who do have this kind of power and do
this kind ... e.xelt Ibis kind ofcontrol and do influence. do bave suppon.

From Lower based commissioners or Lower _

Weil. for just in geneml they do have tbat by the sttength of their personality. wbatcver. They do e:<elt a
conuol aver otbers within the group .....

And chat /mrtsYOll?

[n one instance [have in mind the saddest group within the board (A6M. 4702-4725).

- The unofficiaJ plticy is that '" weil ru give you an example. Rcœntly, you sec the differencc ... There
is an elected Board. and the elected Board. like any Board should be therc in an advisory capacity. They do
not [make) pllicy, they malte n:commeDdations. They do DOt cany out pllicy. they eva1uate how weil the
poliey was carried ouL Therc was a position open witlùn the Board itseJ( in administration. The mandate
was given to the Board. Ot1icers. as it should be. to short-list people who appüed for the job, then to
interview the short list; and then to come up wim who they felt was the most wotthy candidate. 50 they
came ... 50 this was thn:e years ago - reœnt enougb - they came to the boanl with their cboice. They said
we have gone through this whole proccss. the job was postecl it was advertised.. people responded and they
were selected. mey were short-üsted they were interviewed. The winner is .... And the Commissioners led
by a couple ofcommissioncrs who bave tJùs wonderful mesmerizing etfec:t on the otbers il seems. said
-No. we' re not interested in tbal persan. He or sile is not apprcpriate. We wanl this penon." 50 then the
response from the Board OfIiccrs al the point wu. ·weU that persan is not on our short Iist. In fact. come to
think of il. that peI'SOn never even applied for the job. It cIoesn't matter. that's who gets the job. 50 do
whatever you have to do as a group. Saamble around DOW. re-organize yourselves. bring that persan in for
interviews. but tbey're getting tbejob." And tbat's wbat happened. Now. that was for a fairly significant
position itself. ln tenus ofadministrative appoinunents in the sdtools. again rec:onunendations will come
forward from the regional directors. from odler admjnisttative levels. and when it's brougbt to the table and
a lot of these names would be tIuown around and. 1once bcaJd fccdback from one of thosc mc:ctings where
one of the commissioners said that persan wiU oever. ever have an adminisUative position anywbere as
long as [ am a commissiooer in this board. and wben asked why. that pason said bec:ause Ibis penon is.
and it was. a comment about the person'5 character. But first ofaU would it be imposs1ble for this
commissioner to know of. 1 man it was ofsexual nature (bi-sexual?) and certainly was something tbal
never emanated out of this persan's professional career. 50 matter how appropriate this penon was for the
job, this commissioner conc:ludcd tbat he or sile represented a œrtain personality or cbaraderistic: • and that
was iL Don't ever bring the name forward again. 50 when you think then about some of tbese people who
had been asked to joïn Ibis selection proœss. who had taken their courses al Mc:CiilL had taken very-well-
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put-together courses by , who had given op lWO nights a week to do all thïs, and DOW know that
there will be no way they'lI ever get anappointment and it was aIl for naughl. This was ...

[·m assuming This must have gone down very poo,,(v in the ranks.

Abso(utely. absolutely, because ... At first. a (ot in the ranks.. a (ot offeedback was. -Weil let them do that
at the board. we have our own little schoal and weII ..... But now. it takes a whiJe, but does percolate
down. And now in the schools there is that sense ofcliscouragement. weU. realizing that what really
happened was that for a long lime. adminisuators in the schoal n:aIIy didn°t say much of what was
happening above them. Sa that cenain inconsistencies and inadequacies or other negalive dynamics tbal
were happening - you know, the statfmight say, weU these are anomalies. wbatcver. and maybe even look
critically al their own admjnisttator. but DOW thcy're realizing tbat a lot of the tbings lhat are happening are
a direct consequence of tbis type ofenvironment that exists al he board (P8M 6041~1).

SPHERE OF INFRA -INFLUENCE 4: pounCs. ErHICS AND VALUES

Ethics and values are areas !bat are exttemely wide and evolving. Minutiae, within

different or opposing viewpoints, are highly subjective. Rational thinking and procedures may

inspire specific ethics and values. However, they are always subjective. Corporar.e cultures,

spiritual influences, political dogmas and sometimes common sense devise value systems. Scbool

commissions, due their democratic foundations, daim to prot~ ret1ect and are responsible for

the maintenance oftbeir territorial responsibilities. School commissions maintain the moral and

ethical statu! quo of its ronstituents as detined by tbeir mandates. Each schoal commission

constituent, whether appointed or eleeted, is a visible and active proponent ofthe organism.s

cultural, politica1, ethical and moral beliefs. The schoal Vice-Principal, al the lowest

administrator level and the Director General, al the highest leve~ are the standard·bearers ofthe

commission~s perceived ethic:al body ofmoral tendS.

Moral dilemmas arise when differences ofbeliefensue between any of the community~s

constituents, whether they are the creators of the moral tenets (elected board commissioDers)~the

executors (appointed board administrators) or the rank and file (teachers). A moral dccision is a

final outcome. It is the weighcd beliefofthe rigbtness ofan issue. Decisions bave residual and

percolating effcets up, down and throughout all the organizations' constituents. Positive and/or

negative attitudes are immediately shaped by each decisioo. These end resuJts ultimatelyaffect
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the corporate effectiveness and success or failure ofboth the individual constituent and the

corporate collective's vision and end product.

AREA: Ethies and polities
CATEGORY: Deprecaling zntegrlty
RULE OF INCLUSION -1./: The virrues oftnllh. self-respecl and personal honor are tested by
patronage demands when performed as part ofone 's dulies.

- JVhaI 's an underground profile? Give me some characterzst;cs.

OK. there are two very top commissioners al me board. One is Black and one is Greek. And they scratch
eac:h other's backs. Tbere is a job thal is available right DOW - C(H)rdinalor of Personnel wbidl bas been
vacated by this person 1wu teUing you about. My regional director was in. We were sitting chewing the
fat because he and 1bad ultimately talked over what it wu tbat had bappcocd ta me. He wu very
apologetic:. It wasn't bim. 50 1SOit ofswallowed and got on with my life. 50 he was in Iasl mondt. and the
Principal and 1were sitting and chatting. The subjec:t bad just came up, 5Omcbody in personnel the persoo
who is aetually doing the job on an interim basis and wu very tired. caUcd me and said why didn'1 you
apply for thisjob.....You know you'd be perfec:t for il." 50 1said. "'rmDOl going ta apply. ['ve iCmovcd
myself from it. rm oot playing any politics rm not asking anybody for anythïng. ('m very happy, and ilS
true. 100% honest. l'm very happy here."
And [got aver my reseobDent because 1OOn'l give a damn. And 1 said 1 rdUse to dance that dance and l'm

not going to do il 50 he saieL "You know. somebody bas la stand up to this man." WcJL it's DOt going ta be
me. Who am (? And rm going to stay where [am. An}-way, my regional director was in. and the subject
came up. And [ said 04__ said [ should apply for the job, but ['m not going to and these are my reasons
['m not going to play this pme."
-Sa." he said.. "you wouldn't want it anyway, you know what bappens there," [l'm gaing offon a tangent,
but it is sort of germane to the main point). The said.. ....Let·s say ~'ou did get the job. (the
Greek commissioner) and (the black commissioner) wiU come in and say. "'bere are fivc
names from my community, give them jobs. And. ifyou don·t. you' re out on your ear." And that's wbat
happens. And you Jose your personal inlcgrity. And 1bave discusscd this with people who are in far higher
positions then [ al the Boarct people who are not necessarily close friends of mine, but people wim whom 1
have worked and who are DOW ta the wherevcr and have inlegrity. And there are sorne al the board for
whom 1have the grealcst respect for their commitmellt ta education. People. like our director general and
our deputy director gencra - kissing ass. and it makes me siCL And [say, Why somebody is lota1ly
hwnilialed? There was a situation for example, wbcre a woman. who bas DOW Icft and gonc tG a much
higher position al a CEGEP. She was calIccl ÎIL sbe was in Student Services. And sile wu caUed into the
director genera!'5 office. The DiRdor General was tbere. the Deputy Director General was there. Ibis wu
one of the senior officcrs (of the Commission). And thcre wu a parent thcre, who was a friCDd ofone of
these commissioners and he acaased ber of sleeping ber way ta the lop. Neither the Dim:tor General nor
the Deputy Din:ctor General said 3Il)1hing ta this man. They dic1n't say, "lcave my office," or ....how date
youT ... ln arder to maintain your position in the board. you have to lose your integrity. And [ bave said to
a nwnber ofpeople. whom [ trusl why do you put op wim this crap? They say. it could be done to the
director genera1 for e.umpl~why docsn't he stand up? 'The answcr bas a1ways becn, he couId lose hisjob.
50 1 mean. what an l tell you?

So you,. undel"g1'ound profile is rea/(v more ofan un.,.",ining rea/ity.

That"s right. you have to be. you have ta be close to a powerful commissioner. You sec thae arc 15
commissioners al the boarcL as rm sure you know, and there is a smaIl group tbcre. 1be question tbat is
askecl not just by me, by otber people as weil. is where are the others? Whcre are the odler bcrocs? Why
did they fall into fine? [ mcan people who don't ncccl to rau iUlo linc lite (anod1er
commissioner) for e.umple. is a very bright autonomous woman.. 50 if docsn't linc op
"ith somebody, then her schools doo't gel the funds. And ifs as simple as tbat (VP7F. 5363.S407).
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Loyalty~ the faithfulness to comminnents or to people.. is a distinct element of the

teaching and administration phenomena. Most levels ofadministration see loyalty going ta the

constituency to wbich one is responsible: teachers to students: vice-principals to tcachers;

principals to tcachers and students; regional directors to principals. At the board level this tends to

change. Bœrd level bureaucrats.. mandarins or department heads deal solely with tbeir territories

(or kingdoms) ofresponsibility. The uppermost leve~ the exeaative Direc:tor General and Deputy

Direetor General must carry two banners which many rimes are in cont1i<:t: the generic

commission and personnel needs as opposed to the needs - personaL collective, staled or intended

of the Board Commissioners themselves.

AREA.: Elhics and po/ilies
CATEGORY: Loyalty- students fint
RULE OF INCLUSION 4.2: !fteachers and administra/ors are educalionolleaders and role
models. then the responsibility ofloya/ry goes first to the student. not to one 's personal gain.

- fou ',e watching lhis play on principal selection. Whot do you wont 10 walk away wilh?

OK.. l guess you' re talking about the best ofall possible cduc:atiooal worlds. Somcdûng tbat dea1s widl. 1
think we' re talking very mildly here about educationalleadership and educalional scbolarsbip. Fust rate
people holding imponantjobs. People wim fine miDds wim people skills with a Iittle ïntegrity, and 1gucss
the reverse of the coin might be an interesting way to go too. because the impact tbat leadership,
educatiooalleadersbip bas on the student body, dealing with the negative aspectS. How one teac:bcr cm
lotally destroy a kid's life or totaUy malœ it worthwbile. ( truly believe tbat. 1do believe tbat sorne tcachers
cao lotally destroy because they're asses ... or bdped. or belpcd to develop in a positive way. Something
thal draws a very stroog~el between the eft'ect ofone human being on another. whetber that human
being is the adminisuator and the teac:her, or the teaeber and a student - neplive and positive - might be of
inreresl. ln administration as weJl ( believe my primary n:spoDSlbility is to the studcnt. but my very. very
close next responsibility is to my c::oUeagues.

50 you see Q realloyaJty split hen?

Yes.. very muc:b so.

How big an issue is loyaJtyfor you?

Very big. LoyaIty doesn't bave to be mindless loyaIty.

•Hindless?

That's rigbt. 1think ilS possible to be moral and critical. 1think tbat is one of the uagedies whcn we talk
about inc::ompetent teacbers. 1do tbink a lot ofpeople lUIl away from tbeir things because tbey aœ
incompetent and it is unc:omfortable. But you bave to say to yourself. whose interests sbouId 1be looIdng
after hen: and rea11y the bonom line is the kids' intCftStS (VP7F. S80J-S8Jl).
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The cadre of front-line administrators [ose faith with their immediate supervisors, the

executive, and the Board ofCommissioners when they feel that the integrity oftheir mandate and

collective respect from the commission have been compromised. When this lcss occurs, morale

drops and the cadre feels disenfranchised from the organization. This result feeds the belief that

they are on their own.

AREA: Ethtcs and po/trics
CATEGORY: Loyalty and colleagues
RULE OF INCLUSION 4.J: When reachers be/ieve thaltheir administrators are pawns ofthe
Board ofCommtssioners. They [ose faith in the system: and to others. credibility with both thetr
superlors and the organizafion as a whole. Front-Une administrators can also feel this loss.

- At first. a lot in the ranks, a lot of feedback was, we~ let them do that al the~ we have our
own little school and we'll ... But now, it takes a while, but does percolate down. And DOW in the
schools there is that sense ofdiscouragement, well, realizing tbat wbat reaIly happened was that
for a long rime, administrators in the school really didn't say much ofwbat was happening above
them. So that certain inconsistencies and inadequacies or other negative dynamics were
happening. You know, the staffmight say, wel~ tbese are anomalies, wbatever, and maybe even
look criticaJly at their own administrator, but DOW they're realizing that a lot ofthe things tbat are
happening are ofdirect consequence ofthis type ofenvironment that exists al he board.

When those things ra/œ place. the association ofadministrators. do (hey voiee a ....

Yeah. they did. Weil 6rst ofall there is a probleDL Whcn you have an association. you all gel together and
sorne concems were raised. You know that these are n:al problems. and tben. one of the persans that raised
one of those concems - men gal a phone cali from one of those commissioners tbat night who demanded an
apology. So what does mat say? It says that·s how mucb your association is wonh.

The emascu/ation ofthe association?

WeiL indeed. it tums out. that one of your Cellow adminisIrators is in the back poeket ofOIlC of tbose
commissioners (PSM. 6074~94).

Many times al the board level, top-end and executive administrators are threatened with

the potentialloss oftheir jobs and/or positions ifthey do not surrender ta the beliefs, or, al times,

the whims of some board conunissioners. When this occurs, perceived or real, the view oftrue

and honest consultation, in the democratic participatory sense, is deemed compromised or at

worst that such ac:tions are the price ofdemocracy.

A.REA: Ethics and po/iries
CATEGORY: High-endjob security
RULE OF INCLUSION 4.4: An administrato,.·s fJersonal survival will takefront seat to higher
democrattc principals ofgovernance.
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- fou just submined a list Co che board[orfinal approvaJfor principals. and a nome appears thalthey [a
commissioner} br;ngjôrrh or something. How do youjéel about chal?

Nobody likes il. They baven'tdone il n:œntly. Now there's a bener way ofdoing il. They taJk to the
officers of the board. and say. "rd really tike to sec that person in a job," and they're the ones who ha\'e the
final sayon the selection ofofficers and there are people who they have put into thesc positions,

So there 's manipulation has caken place here in a cerrain degree,

Yeah...

1 can s~ chat, ilS OK.. 1would assume chat even the upper echelon ofche commission. meaning che DG and
DDG and Regional Directors. probab(v don 'r like thm kind ofinvasion ofchange ofmandale or invasion of
area responsibi/ity. la.s.srurre chat has raued a[ew eyebrows ill the past.

Let me answer il tbis way. Commissioners hile and tire the Director General and the Deputy Director
General: and they have CODtraets thal go a certain number ofyears. If they raite in the commissioners too
many limes. they find themselves out ofa job eventually. Sa their job is a very diflicult one too. They've
got the people undemeath them • the bureauaats. and tbey have to do the liaison with the poülicians and.
depending on .... They walk a tightrope. they bave polilicians who say. canOt you get my cousin ajob, and [
hear that person is really good. and they're not the ones who ncœssarily stand in the way ofcandidates who
come out.

Sa democracy does have some problems here?

Like in any pllitical system.

rou 're so polite _._

rU (:"GHTER)

l don'( know what it'5 like in otber boards. This board is very politicaJ.

1've heard lhat.

And there's some very powerful people tbal conttol a lot (AIOM. 7205-7246).

[t is a reality tbat each level ofgovernance promotes its o\\ou agenda regardless of its

moral outcome or definition. Board officers bave become more aware of the agendas oftheir

superiorsy the Board Commissioners. With this knowledge7 board officers must generate

candidates that fulfill the perceived needs ofa ~ific commissioner (ofa school in bis or her

jurisdietion). 1bere is the implied reality that assumes that the needs or qualifications for a

position are defined trom the viewpoint of the c:ommissioner7 and not necessarily through the

eyes ofa schoors aetua1 needs. 1bereforey the action ofa board officer(s) ta generate the

candidate list must include the perceived political agenda of the commissioner (s) to avoid
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confliet. This action may in fact also create an ethical dilemma for the board officers. In the en~

the board officer will surrender his or her ethics to the needs of the commissioners. Ifnot, he or

she must consider leaving the board.

AREA.: Ethics and Politics
CATEGORY: Po/itical common sense
RULE OF INCLUSION -1.5: The use ofpolitical acumen QSs;sts in brealdngdown the adversaria[
relationship between the elected commissioners and the appointed commission officers. However.
This does nol necessarily have positive outcomes with the l'onk andfile front-/ine administrators.

- ... For ail the regiolf direclors. ilprlts.VOIt. perlrDps. sofMlimu in a very difficrdt position. 1 woufd
assume. where)lOu guys spend hours oflime interviewing. people, gelting a short lise up and lhen another
short Iist appelU's !hat you have no ... .

Yea.b. weil DOW, most ofus tait with our commissioners of the boards wbcre we operate. And disaJss
polential candidates. 1bere's no use in putting 5ODlCOnc on the table wbich tbey will just shoot clown
anyway because what ends up happening, tbey bave to discredit one to poIROte anocher one. Abd you don't
want to sec wbolesa1e auaeks on people that are very competent JUIl 50 that the odIer penon looks better.
50 there's no use puttiDg 5Omeone Corward they'U say no 10. And the rat of die commjsciooers are IlOt

interested in having the other commissioners teUing tbem wbo thcy are going to gel. 50 Id's say the
commissioner of this area bere if tbey say, ...( don't want tbat persan.." the ocbcr commissioners won 't Corce
it. They have a lot ofcontrol over their scbools.

So who goes in?

We have to seU it to tbe~ and ifwe can'~ they get and say befon of the rest of the board. "1 cIon't want
that person." or. "rm Rot happy." or. -rm conœmed about tbat persan."1be rest won't force it on bim
because men it could happen to them.

So basical(v. what 1u"derstand by reading through whal )'Ou ·re saying. now, specifically. since the last
couple ofyears, since the leadership program has been rejecled. the regional directors. such asyourse/f:
must work much more c10sely wilh you, commissioner to have a very good wor/dng re/ationship belWeen
che cwo.

That·s righl

So, therefore. whalever,)'Ou wanl. in a sense in lenns ofwhethe, it be administrative 0' something else. you
have )/Our gJlY on )IOur si« ",d vice versa.

Yeah. YOU can't. They bave final say, 50, ifyou can'tconvûK:e thcm that tbis is the best penon for the job
or this persan is DOt •.. you Imow they might come up with a namc and say, "'Wbat about tbat pcrson? rve
heard thal persan is reaUy good?" And ifthat persan is good ... iflhey're equal and thcy'U say, --rbat's one
1want."

This must have modifications down the line thollgh, 1 wOIl/d expeCl in temrs in ytJur polentia/ adnrinistrator
ranks ... the political appointee system. patronage system ....

No it doesn't. In~ our administtators are DOW in a semi-sttike position wbere tbey are DOt sitting in on a
lot of meetings - Iilœ joint meetings with the Board people. They Ceel tbc commissïooers are going to
Collow their own rules.. bccause there was a persan appoinlcd to a position of regional director and did DOt
meet the critcria written down wbat was posacd. And tbey fclt that a lot of them bad appIicd anc1 tbey met
the criteria but somcone else "'35 selceted. And they said ...
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It was polilica/ nasons?

It's more of who you know than ....

Whatyou know?

The qualifications - and 50 mey really made a big deal about il and you mighl have heard about mat case; it
was in the papers

It was emixuTr:zs.sing (0 me botud, the sehool commission •.• so what MIaS me bactground ID me
commissioners tJrat orchestrated tllDt whole ming?

(long pause) Politicians are sensitive ta theu electorate. And they are a bit sensitive lO the media tao. But
often when mey are auaeked.. they get defensive ramer than .•• mey attaek back ... ralber than ••• mey
don· t cower. Sa 1 think dlere is more m attempt ro be fairèr and. 1 guess. Jess likely ra thtow ÏJl poliücal
appointees. 1sort of hate (0 use the word politica1 appoinœes. Ifyou look at the system of. let"s say 1950
and 1960. most administraton were son of an old boys network. Like it's always been Chal way, itjust
depends who"s got the power as ta who gets the job. Sa being the most qualified penon sitting al sc:hool
doesn't mean anything. It's as if you're known and weil thought of by whoever bas the power. In the old
days il wast l guess the officers of the board. It was sort of a group. rman that dlere were a lot more
incompetent people put in men. 1 think. than there are now. Sa the system bas just cbanged but 1don't think
it was ever mat the best man always got the job.

So rigltt MW the administmtiOIl rank œtdjile - principals and 'lice - principals Qr't! flOt lM IrDppiestgroup
ofpuppies around hue?

No. They have seen jobs go to teaebers directly inlO principalships when there is a wbole pile of Vice­
Principals who felt mey should have that job.

Obviously the board untkntaNIs. 1 metDI, brows about mis.

1have had feedbac:k !rom commissioners that mey ... and there are some new appoincments coming up right
now and they're sayin,. "Well. you know.let's notdo somelhing tbat·s going ta initate tbem.let's not Iry
and pull a œacher. Can you find a Viee-Princ:ipal?" Sa l think there have been sorne changes in the
feelings. They have been meeting wim the commissionen a number of limes recendy tg cry and resolve
this, 1 don't think mey want the principals against them either CAlOM. 7249-7332).

PART 5 - SUMMA.Y· .ULIS Qf INCI,uSWN

SPHERE OFlNFRA-/NFL1lENCE 1: PRINCIPAL SELECT/ON CHARACTERISTIcs,
PROCEDURES, REQUIREMENTS

AREA: PrincipGI Selection Chl:utlctuistics. procedures. and reqllin1MftlS
CATEGORY: Selection protDeols
RULE OF INCLUSION 1.1: Nqotislft and ·whoyoll bIow If give way to selection eolfllftilteu
because the Metis 01secondDry t!ducation andlaimess in the application proctice are ne«Jed.
and when emmined, an upgrud«l.

CATEGORY: Selection protDeols: upgrru,œ 01candidatu
RULE OF INCLUSION 1.2: A cœuJïdDtelorprincipal or Yice-Principtll is considuwJ ·higw
qua/il)''' if they lulve gOIle througla odditionaJ educationaJ upgrading SIlCIa QS a masten Mgree,
toJœn 011 leadership tolu in the sclaoo/, or Iu:Jve participGted in ·principGJ tTaining activitia. •
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CATEGORY: Selection protocols: Personality characreristics
RULE OF INCLUSION 1.3: An acceptable candidate must have the ability ro establish successfûl
communication procedures. be a leeen listener. and be a co/laborative ream leader.

SPHERE OF INFRA-INFLUENCE 2: PERSONAL GOALS

CATEGORY: Non -altruistic
RULE OF INCLUSION 2.1 : Becoming a front-Une administrator brlngs such compensation as
financia/ reward. recognition as an aulhorityfigure andpossibi/ilies for career advancemenl in
an olherwise non-promotion projëssion (teaching).

CATEGORY: A/l1'Uism
RULE OF INCLUSION 2.2: Being afront-fine administrQtor hrlngs such altruistic compensation
as menrorlng, providing a positive l'ole model 10 others. demonstrating good community
citizenship through responsib/e acts.

CATEGORY: Personal Qndjàmily sacrifices
RULE OF INCLUSION 2.J: Being Qfront-/ine administralor brlngs challenges to aJf IfIs or her
family members in shoring the difficulties re/ating to the requirements ofthe position.

CATEGORY: Personal growth
RULE Of INCLUSION 2.4: Being afront-/ine administrator hrlngs personal growth in tenns of
courage. careerfü/fiIJment and the ability to tau on not as yet experienced challenges.

CATEGORY: Personal sense ofdedication and life expansion
RULE OFINCLUSION 2.5: Being Qfront-/ine administrator hrings out the either the hest in you
or the marginal in one.

CATEGORY: Persona/ sense ofhumanity
RULE OF INCLUSION 2.6: Being a front-/ine administrator requires enough passion for the job.
humi/ity and humonity which positively affects many others.

SPHERE OF INFRA-INFLUENCE 3: POUTICSAND LEADERSHIP

CATEGORY: Leadership through competency
RULE OF INCLUSION J.1 : Â successjü/ administrator demonstrates /eQdership rhrough
demonstrated competency not by title Qlone.

CATEGORY: Leadership comp/aints from commissioners
RULE OF INCLUSION 3.2: IfQcomp/aint is /oud enough. il will he heard.

CATEGORY: SociaVpoliticaJ factors in appointments
RULE OF INCLUSION 3.3: When the po/itical winds oflime Qnd change are apparent Qnd loI'
popular. decisions will reflect these chDnges.

CATEGORY: Front-line Qdministrator politic/dng
RULE OFINCLUSION 3. 4: Front-line administrators Icnow that political alliances con be use.fùl
to the enhoncement oftheirPOSitiOn.

CATEGORY: Selection for administrQtor agendiZing
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RULE OF INCLUSION 3.5: Ifan administrator desires a specific type ofpersan or a porticular
person for a designated position. the administrator will set into motion a plan ofacquisition[or
chat persan.

CATEGORY: Blatant po/incal interférence
RULE OF INCLUSION 3.6: When il is (0 the afivanlage ofa politician (an elected board
commissioner). or a demonstration ofpolincal power or arm-twisting (rejèrred to as power­
bastng). the credibility ofcommission govemance will be undercut and marginalized

CATEGORY: Personal power
RULE OF INCLUSION 3. 7: When certain commissioners gain too much po/itical power and
erercise thot power over their peers or subordinates. it creales a clear hierarchy ofthe "haves"
and "have-nots" within the stratum ofany constituent organizan01lQl group.

SPHERE OF INFRA-INFLUENCE .J: POUT/CS. ETH/CS AND VALUES

CATEGORY: Deprecanng integrlty
RULE OF INCLUSION 4.1: The virmes oftruth. self-respect and perso1UJl honor are ~sted hy
patronage demands when performed as part ofone 's dunes.

CATEGORY: Loya/ty- s/Udents fint
RULE OF INCLUSION 4.2: Ifteachers and administrators are educati01lQ/ leaders and raie
models. then the responsibility of/oyalty goes first to the student. not to one 's personai gain.

CATEGORY: Loyalry and col/eagues
RULE OF INCLUSION 4.3: When teachers helieve thot theiradministralors are pawns ofthe
Board ofCommissioners. they lose jailh in the system. and to others. credibility with bath their
superlors and the organization as a whole. Front-line administrators con aiso feel this loss.

CATEGORY: High-end job security
RULE OF INCLUSION 4.4: An administrator's personai survivai will tau front seat to higher
democranc principals ofgovemance.

CATEGORY: Po/incal common sense
RULE OF INCLUSION 4.5: The use ofpoliticai acumen assists in brealcingdown the ad'tlersaria/
re!atÎonship belWeen the e/ected commissioners and the appointed commission officers. However.
this does not necessari/y have positive outcomes with the ranlc-ond-file front-line adm;n;strators.

PART 6 • CHAPTER SUMMARY

At the beginning ofthis cbapter, the following tbree questions were presented:

1· At wbat time does the transition between the researcher and the artist occur?

2- What is the path ftom the grounding ofthe data and the data
management to the traJlS(:endence into the creative work?

3· What are validation and trustworthiness in an inspired creative work?

The answers to these questions fol1ow.
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/- At what time does the transition hetween the researcher and th~ artist OCCU,.?

In this project the researcher and the artist are one and the same. There is no transition

period. ln a typical research proje~ quantitative or qualitative~premises~ research questions and

data agendas are formulated. The researcher~ whether in a deduetive or inductive mode~ in the end

must substantiate the project'5 findings. The creative ani~ in this the case the pla~wrigh~works

on a provocation foundational motif. Research metbodology is a means ta an end. It starts out

with objective and quasi-scientitic protoeols. In artistic researc~ the data must fimctiOIl in two

critical areas: the identification ofareas ofco~cemand an inspiration creation taol for dramatic

themes~ characters and scenarios. The researcher is bath the objective investigator and the

creative aItÏSt. A theatrica1 picce is a subjective work. The contents may be listed or eategorized

in a scientific manner into areas ofconcem. The creative~ however~ requires taking a ·"stand."

The researcher ·"listens" ta bis data and bis respondents' beliefs while constantly brewing

and coddling the mixture ofthoughts, words and actions - real or impliecL ln this projec:t, the

constant comparative method ofdata analysis togetber with Denzin's steps to interpretation. This

led ta a ··mles of inclusion" adaptation which brought about the 6naI research findings (sec

Cbapter 6 - FINDINGS). It is al tbat point that the transœndence begins ftom findings to script

creation (see Chapter 8 - TRANSCENDENCE).

The pin-pointed transition po~ where the researcher takes offhis ·-objectivity"· bat and

puts on bis ··subjec:tivityn one tNly <:an oever oc:cur. There is always present a point ofview

within the researcher. Each interview revea1ed the respondent ~s view ofadministratio~not 50

much in terms ofadUal facts, but in implied attitudes. The researcher, as lïstener, must compile

what is deemed as facts. Sibe then re-interprets them simultaneously during the interview to

asce~ as pm:isely as possible, the beliefs ofthe respondents. The researcher cannat be placid

and noo-involved. This project's raison d~être is omnipresent: the end result ofthe research must

effeet a theatrical piece. Therefore, the two bats are merged into one. The dramatic piece is the

end result ofa recipe as if the researcher-playwright is baking a cake. Ana1ogous to a cake'5
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ingredients, the data for the researcher serves the same purpose. Except in titis case it mi1(es and

bakes in the mind and afterwards emerges the dramatic piece.

2 - What is the chosen palh[rom the grounding ofthe data and the data management to the
rranscendence inlo the creative worlc?

This joumey began with the interviews. The chosen data<ollection methodology is the

naturalistic inquiry interviewing methodology. Specifie not random respondents were targeted.

Interview questions and the interview technique were designed ta inspire resPanses, validate the

responses (by use of leading questions) and promote the self-worth ofthe respondent. As

previously stated a theatric:al piec:e is a bighly subjective, not objective, work. "The interview

itselfcannot be a passive conversation. It must result in a relationsbip of '-mast" and tnlth • a

mutua! o.gut" friendship-like bond between the subjee:t (respoDdent) and researcber. Every

respondent, in some way, indie:ated tbat subjedivity is a large and critical clement of leadership,

decision-making and administrative life.

The grounding ofthe data is (the interviews' content) an evolving phenomenon. It

germinates severa! simultaneous inquiry-like seedlings: aetua1 administrative issues, clear

principal appointment procedural protocols, personal (ofthe subjee:t's) values and moral

questions. school commission ethics, personal courage and dec:ision making. It became more

transparent, with each examination of the data tbat ail aspects of the respondents' inputs evolved,

synergistically, into one entity.

1be grounded data anaIysis, witb the creation of rules of inclusion based upon the areas

of infra-influence, bas become a solid foundation for basing the piec:e's foundational elements in

terms ofplot and cbaraders.

3 - Whot are validation and trustworthiness in an inspired creative worlc?

There is data validation (or trustwortlri-'\css) and play validation. l'bey are ditrercnt.

Traditionally, data validation h.as te cki with whether the data is in 6u:t genuinc. In an interview

situation, did the data faithfully represent wbat was said? Interview data would not be valid if it

83
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was not faithfully record~ ifit was subject ta filtering because of interviewer bias, or ifit was

over emphasized. Interviews are routinely transcribed word-for-ward for analysis ta insure

exaetly wbat was said. As weIL we rec:ognize a possible threat to data validity: that an

observation cao effeet a pbenomenon.

The physicist wants to know the amount ofelectricity t1o~ing in a circuit. Ta measure

the current, a meter is plaœd in the circuit and may affect the accuraq ofthe reading. Similarly,

a recording clevice is present in an interview; it may intluence wbat is said in the interview.

Respondents may report from a slanted perspective because they do not waal ta otrend or be

discourteous, or the subjeet matter is sensitive, or the interviewer is male and the respondent is

female. Researchers seek ta overcome threa!s ta data validation through a variety ofte"cbniques.

For example, in an interview situation, a series ofquestions can he asked ta

see if responses remain the same. The respondent can be asked ta detail their c:omments witb

concrete examples, and multiple respondents can be asked ta report on similar situatioos. As

weil, a respondent's c:omments can be summarized and reported back ta sec if the interviewer bas

understood clearly the point being made. This could Dot be done in this project because the

chosen analysis time line required that all interviews be traI1SCribed in sequence after the final

interview was completed. The time lapse betweeo the tirst and Iast interviews wu extremely long

for the respondent to remember accurately.

In this endeavor, leading questions were used ta validate responses as the interview went

along. lbere was also some fact and incident corroboration. Severa! respondents reponed many

of the same incidents. Sïnce anonymïty was~ no respondents knew who the other

respondents were. The interview contents bad to "'speak to" the researc:ber.

Play validation is another matter. At issue is whether the play, wbeo viewed in a live

productio~ is meaningtùl to the viewers. Given bigh~Jalityinterview data, a playwriaht may

produce a work that does or does not "speak to~' the audience. Those :0 the tbeater say, "The play



•

•

85

works," or "the play does not work.·' That is, it bas meaning for tbe~ it resonates witb their

understanding ofthe worl~ it provokes them, and it challenges their thoughts and emotÎons.

When live theater is the medi~ bath data validity and play validity are essentiaI. This

can be further refined. In typical research projeets, auth and data verification are critical for

reporting or predic:ting a trend. mode or finding. In a dramatiç presentation., it is only the notion of

truth that is critical. It is the portrayed "belief' or the presented vision tbat create an illusion of

realïty_Real·life events cau only inspire created illusiOIL

Theatre as representation, as a research project's end point, bas its validity solely in the

success of the piec:e's provocation in the mind ofthe individual viewer. 1be performed "live".
dramatic piece in &ont of an •...live audience," in production. is the only medium tbat completely

transcends two dimensional data tindings into the totality ofthe three dimensional buman

condition. 57 This is aœomplished through the representation ofthe thentes by human acters in a

live production; but realized, in a somewhat reverse eatbartiç way, by the passive audiençe

member. It is the unïquenes5 of •...live performance" which aœomplishes titis experiençe. 1be

"live" or living, breathing acter is the third dimension. Where internai validity (the data) tan be

achieved thraugh a cootrived means, it can serve ta create the foundatioDS of the dramatic work.

Only an audience member can provide the extemal validity of the piece.

57This is DOt to say thal omer perfonnanœ mcdiwns such as movies.. videos and television
programs cao DOt evoke cmotions. Live dramatic pRSCntations are the closcst medium to sbarc emotioos
between the panicipants on stage and the vicwcrs watching the stage.



•

•

86

CHAPTER nVE - THE FlNDINGS

DATA TRUSTWORTHINESS AND NOTIONS OF INTERNAL DATA VALIDITY

THE lNfERVlEW EXPERIENCE

From these interviews [ was able to bear the issues - some c1early defin~ some not: and

feel the human pulse of the respondent. This pulse wu a "gut'~ empathetic response between the

subject (respondent) and me. This wu due~ more tban likely, te the mutual shared respect for

field practitioners.SI This "feeling" cannat be underestimated. [t was criti~ in my view, for the

respondent ta auly believe that sIhe wu contributing something te the field ofadministration. 1.
aIso believe tbat each respondent felt that by participalÎDg in this particular interview for !h:":

project, their work over their long length ofservice wu being appreciatcd. The key result, as a

playwright, was tbat 1felt and saw the truc personality ofthe respondent. This bec:ame a critic:al

element in the charac:ter creations for the piecc.

THE INTERVIEW PROCESS

An administration echelon "stage by stage" interview procedure wu very important in

creating a tn1StWorthy autbentieating processing of the data findings. As we reca1L the first group

interviewed consisted of retircd high-end adrninistrators who bad a wealtb ofexperience in

decision making. Witb the averase rime in service of35+ yean, these administrators bad been

very involved in personnel biring <and firing) procedures, Most school commission policy

protoeols and the poütics ofsuch decisions. l'beir bonesty and perspective created the working

historical and 'issue' agenda.

Their comments continually created new discussion parameters. Furtbcr, their

recollection and telling ofcertain "war stories" served as a bounce"Offwall of sorts for other

S81 bave becn a teacber ancl department head and bave beld various adminisuative mandates Cor
over twCQty years.
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respondents (in subsequent interviews in all interviewee groups) to confi~ deny or further

elucidate. 1bis serve<l inp~ as an instrument for internal data verification and validation.

The second group of respondents was active line administrators (the principaJs and vice-

principals). These administrators were more responsible for the daily running oftheir schools.

served as the commission policy enforcers radler than commission policy creators. Therefore"

their responses were very much aligned to the daily goings-on in their schools. lbere was also a

constant feeling among this group tbat the tàrther away Commission officers and Commissioners

got from the aetual school" the more these individuals lost cont.act with the impact ofmany ofthe

their policies. [ aIso felt there was much bittemess felt towards commission policy ~ers

(central office and the politicians).

The third group, the Regional Direetors" was in the interesting position ofheing line

admïnistrators, poliey makers, and enforcers. With their required many years ofexperience as

field principals, they responded from bath the authority figure and leadership perspectives. Their

responses served as the voice ofreason and direction to the lower echelon field adminîstrators.59

The final group, the Director Generais, bad the Most complete and unique perspective.

Their responses substantiated, countered and otTered alternative perspectives ta the issues that

were raised in and from the previous interviews. 'The Direetor General is also the fi.rst and Most

important link to the politic:al arm ofthe commission - the Board ofCommissioners, the elected

officiais ofthe education community.

As a resean:her, 1was the Most prepared for this last group of individua1s. Not ooly was 1

primed by the previous interviews, 1 became very coDSCious of the issues ofBoard of

Commissioners' politics and Commission protocol procedures. Therefore, this arder ofinterviews

could not be random or bapbazard.

5~e administrative bierarchy from Vice-Principal up to Regional Diredor is lypical of MOSt
public school commissions. Aetual adminisIIative tilles will vary within each commission.
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Groups three and four authenticated Many of the incidencs brought to light from the

interviews of groups one and two, almost in total. Most interestingly, was mat on the more

controversial issues, there was Htde disagreement in the interpretation of the issues by the lower

echelon groups of administrators.

CODING. AMAS OF REFERENCE. SPHERES OF INFRA-INFLUENCE AND RULES
OF INCLUSION ADAPTATION

As a naturalistic inquiry project. the rules of inclusion served as the inspiration vehicles

for the theatrical creation. It is clear that administrators al allievels make decisions. The act of

decision making is one the Most critical areas of administration. The ROI served as bath the

gatekeepers of the final fmdings and as the foundations of the piece's character creations. Two

directional parameters evolved from the ROI: fust. those fmdings that were the results of the

analysis of the areas of infra-influence; and. second. the more summative general fmdings thaI

went across the areas of infra-influence.

INFRA-INFLUENCE FlNDING;S

SPHERE OF INFRA-INFLUENCE 1: PRINCIPAL SELECTION C1lÂRÂCTERlmCs.
PROCEDURES AND REQUIREMENTS.

The selection procedures for Une administrators have gone through a shifting over the

past twenty years. Throughout the nineteen sixties and seventies, as the general student

population increased. 50 did the need for teaehers, facilities and administtators. The majority of

secondary school administrators of the lime were male with minimally five years experience in

the teaching field. Potential candidates approached for positions had al leut a Ba:helor'5 Degree.

Keep in mind that the minimum requirement up until the late sixties wu a high scboolleavinl

certificate and the twcryear teaeher training program cenifieate that wu available froID

Macdonald College of MeOill University or SL Joseph's College. Selection procedures were

minimum and based mosdy upon the recommendation of a candidate's current principal

As standards increased for teaehers 50 did the requirements for administrators. The

completion of a second cycle degree was expected. By the mid-seventies affirmative action
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programs were in place. The major Monueal anglophone-based boards were employing females

as secondary schoollevel administrators. By the end of the seventies" more visible minority

candidates were being appointed into administration positions. The minimal selection

requirements were increased. Candidates now had to be aware of the changing provincial political

landscape and have a working knowledge of the French language" and had 10 be experienced in

line administration as a department head. or a Commissioo-Ievel position such as subject

consultant or special curriculum project leader. By the end of the eighties" it was ncc:essary for

administrators to bave knowledge of multic~lturaJissues.

There was consensus from ail respondents that principals and potential principals must be

excellent communieators and problem solvers" and community-wise" politically aware ofquicldy

and changing ecol1Omically depressed leaming environments. The school administrator serves

the School Commission as a tïrst-line liaison between the parents and the Commission itself:

Principals must be astute managers ofpeople" supplies and physical plants. They must be flexible

pedagogues in terms of executing curriculum implantation,. scheduling timetables and constantly

encroaching CEGEP (In Quebec" a mandatory two-year, post secondary institution whose

successful completioD is required for Quebec university entry) and university entranee

requirement and business job training requirements.

SPHERE OF INFRA-INFLUENCE 2: PERSONAL GOALS

"The persona! goals of front-lioe administrators feU ioto three fundamental camps:

personal" professianal and community. The ··personal camp"' goals consisted primarily ofa

growth in selfwo~ financial compensation and the feeling of power (i.e., ""the buck stops here'"

concept). There were priees 10 pay for these amenities. An administrator's family saw less ofthe

administratar. The work-day was considerably longer for the admînistrator. AImost every

respondent (as principal) indie:ated tbat for Most of the school year, tbey were one of the first

people in the sehool in the moming and usually one of the Iast ones ta leave the building al the

conclusion ofthe day.
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Respondents reported that there was very little free rime during the clay with phone caUs,

scheduled and unscheduled meetings, emergencies and the like ftom ail members of the school

community constituent groups. There were many meetings that occur outside of the school clay

îtself with parents' committees. commission meetings, principals' association and with the media.

Surnrner holidays were limited ta maybe one month as opposed ta the two for teaehers.

The ··professional camp" brings ta the position a substaDtial public profile as both an

academic leader and a business manager. Boch: ofthese areas must be working smoothly al all

times_ The successful principal must be versatile and talented enough ta switeh ftom the

academic raie to the business quickly, many times fulfilling bath job requirements

simultaneously. With the successful completion ofthese raies (and the aetuaI events, cont1ie:ts

and such within these roles) came "glofY," respect from constituent groups, inc:reased power, ··a

deep sense ofcourage" and personal accomplishment.

The opposite also held true. Ifan administrator did Dot succ:essfully fWfill hislher position

to the minimal satisfaction ofaU constituent groups, men the respect:, admiration and sucb were

not bestowed. Fear, constituent negative bebavior, insurrection, undermining, back talle and other

fonns of constituent discontent aggregated rapidly.

Personal goals may change over rime. ln the early years as an admînistrator, merely ta

survive bave been for some, ample reward. The level ofsuccess or survival wu differently

defined for each admïnistrator. As experience grows and confidence in management practices

increases, sorne respondents feft tbat a sense ofhumility and bumanity aIso grew. This in tum

became the basis (insidiously perbaps) for an administrator ta become a successful role model ­

not ooly for students, but for staffand faculty alike.

The community camp consisted of those constituent groups mat extend &am the schoal

outward. Primarily this group is made up ofparents. The parent constituent group consists of

severa! sub-groups. l'bere are mose parents who bave very little ta do with their schaol and

contact the administrators ooly when forced. Another group of parents are thase who are active in
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the school committees and who promote the betterment ofschoollife through some ann ofschool

govemance. The third group of parents are those that have links [0 the outside school community

such as religious groups~ community action groups. community service groups. Another group of

adults consists ofthose professionals that are involved in municipal and social services. health

services. police welfare and the like.

It is with these groups tbat the administrator's personal goals or immediate concems tend

to be focused with mat of the schoolimage and procurer ofinstitutional damage contro~ those of

a solid corporate citizen and that ofconcemed educational leader. At aImost ail rimes, a school

administrator serves both as institutionalleader and schaol commission's ··middle man," the first

communication link betWeen the school community and the school commission. 1be personal

suceess of the administtator's abilities as a pubüc relations communieator makes a big difference

in hislher overall suceess as an administrator.

SPHERE OF INFRA-INFLUENCE J: POUTICS AND LEADERSHIP

Every decision bas consequences. The value of the consequence or result is in the

definition of the constituent(s) or constituent group(s) the decision most affcc:ts. The causal

parameters ofdecision making cannot are subjective. Once a decision is made, a stand/or position

bas aIso been made. Leadership is one ofthe Most important factors in judging the quality ofan

administrator. There are severa! factors that enter inta the leadership decision-making

phenomenon. One factor is the preparation tbat gocs iota making the decisioD itself. This includes

the research iuto the tapie, the amount ofconsultation in which the leader participates. the

explanation ofthe decision 10 be rendered to aU the affectecl parties and the ability for the leader

to weather the falIout of the decisioo. AlI these factors influence the competency ofa leader.

Because people are always affected by leadership decisions~ leadership and dccisiOll-making are

political by nature. Everv decision made by an adminimator therefore is a political one.

There was agreement tbat with ROI 3.1 a successfu/ administralor demonstrales

leadership through demonstrated compelency. nol by title a/one. Clearlya persan can be
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appointed to an administrative position with much pomp and circumstanc:e. However. the g10ry

can be short lived if the appointee does Dot have the required executive abiJity that will encourage

respect and support from his underlings. Personal decision-making habits assist in the creation of

an administrator persona. This. coupled with the political winds ofany particular issue. cao either

enhance or erade the credibility of the administrator. depending on the manner in whieh the

administrator weighs issues.. consults with involved parties and construe:ts the wording of

decisioDS.

As an administrator's record ofdec:ision-making ameliorates or deteriorate5. 50 does the

level ofexecutable power. Power is bestowal bya higber authority group. The level ofpower (the

amount that can he exereised) is designated by a legislated mandate.. by assumption.. perhaps

acquieseenc:e and/or a triumphant battle. An administrator's executioD ofsuch power is measured

(or judged) by the affeeted constituents. This assessment will cover areas of management.

manipulation and subjugation success of bath confliet and the participating combatants of the

confliet. The outeomes of early major decisions fonn the persona ofan admïnistrator. ROI 3.2..

3.3,3.4 and 3.5 retleet these results.

ROI 3.6 and 3.7 test an administrator·s being manipulated by extemal forces. In this

study the specifie extemal force is the eleeted scbool commissioner(s). The circwnst.anees of

external power..œsing determine the degree ta whic:h an administrator permits bis deeision­

making ability to be intluenced by a second or third party. 1bese parties may hold the beliefthat

administrative rules.. and the execution of suc:h rules.. he ""benf' ta fulfill the needs ofsomeone or

something else other man the intended use ofa ruling. There were many examples ftom the data-
ta illustrate this use ofpower. 1be Most referred ta instances were those where certain school

commissioners demanded ....personal favorsn in hiring support staft: in appointing eertain

administrators ta specifie postings or in having special projeet tùnds or projec:ts designated for a

specifie scbool he redirec:ted to another school.
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SPHERE Of INFLUENCE 4: pOLmes. ETHICS AND VALUES

Ethics, a system ofmoral principals. bas been one criterion in the judgment ofa person.s

behaviors. Ethics and values systems are outgro\\"ths ofwhat people (or a collected people)

believe is "morally correct or incorrect"" or, perhaps. righteously acceptable or unacceptable

\\:ithin their societa1 behavioral nonns. From the viewpoint ofthis study, [use two more working

pragmatic notions from Burke and then Weber.

Even ifwe assume the most utilitarian basis imaginable as explanatioD for the
rise in moraljudgments, holding that the ethically ennobled say vtrrue when they
mean promise ofprofit. and when they say, wickedness they Mean threat of
a loss ....60

From a sociological point ofview an ..ethical' standard is one to wbich men
attribute a certain type ofvalue and wbic~ by virtue of titis belie( they treat as a
valid nonn goveming their action. ln this sense it cao be spoken ofas detining
wbat is ethically good in the same way that action which is caUed beautiful is
measured by aesthetic standards. [t is possible for ethically normative beliefs of
this kind ta have a profound influence on action in the absence ofany sort of
extemal guarantee. l'bis is often the case when the interests ofathers would be
littJe affected by their violation.61

These two excerpts retlect the data in the belief that ethics and the manifestation ofethics

in these administrative situations are detined by one's personal use of ethics in fuJfilling duties of

an administrative office. [t is sunilar to a gambier who hedges a bet on whether or not if the bet is

lost the gambier cao cover the cast ofthe lost. ln titis case ....damage control." This may sound

cynical. But the feeling across the interviews was that administrator's self-preservation.

especially the higher up the echelon, drives the ethic and moral foundations ofdecision making.

ROI 4.1 is concemed with the eategorical concept ofdepreciating integrity. This is where the

administrator is tested by power-play commission politics or paaonage demands of being

"requested" ta submit ta demands of higher authorities. These requests MaY or may not be

6Ot<enneth Burke. Permanence Qlfd Change: An Anatomy ofPII'f'Ost!. 2d. ed., (New York: Bobbs­
Merrill 19S4). L96.

61Ma'< Weber. The Theory ofSocial and Economie Organization. uanslalc:d by Henderson and
Parsons. (New York: Oxford University Press. 1947). 130.
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ethically correct even though mey may be legal and within the administrative mandate of the

adrninistrator in question.

ROI 4.2 and 4.3 deal with the concepts ofloyalty: the faithfulness to the principles that

are held sacrosanet within the institutional community and certain constituent groups. There is a

true confliet of interest when an administrator (regardless ofhis position within the commission's

hierarchy) must choose betWeen his personaJ or professional gain and the needs of bis Most

important constituent group. For line administrators~ the loyalty they show and prove towards

their student and teacher constituent groups are critical for their suceess and credibility. When

these specific constituent groups feel or believe their administrators bave '·sold out" in some way

to higher constituent groups, they view their administrator'5 credibility as terribly damaged.

ROI 4.4 now cornes inta play. The -rigbtness" and ·'wrongness" ofa decision is valued in

tenns of Burke's beliefof profit loss and gain. The espoused virtues tbat are considered critical

for administrative suceess cao be, and many times are, put aside for an administrator's personal

safety as opposed for the safety ofthe institutional. This confliet is most witnessed al the highest

levels ofa school commission. It is here where the daily frontline administtative issues take

second or third place to the larger "benefit" issues and policies of school govemance. It is at this

level where politics, finance, and commission-wide policies regarding such as items schoal

closings, curricu1a directions, moral and social bebavioral policies are debated and negotiated.

The data reveals tbat some administrators do not necessarily have the welfare of the community

as their priority. Many times, this leaves the line administrators in very difficult positions of

having to defend Commission policies tbat they may believe are inunoral~ inappropriate and

improper for their sc:hoal.

ROI 4.5 finalizes these findings. Common sense, either moral or politi~ seems ta come

ioto decision making more al the ""eleventh" hour in decision making then al other times in the

process. That is not to say that conunon sense is not considered earlier in the process. It becomes

more a factor as the stakes and tensions rise nearing the decision itself is produced. At times,
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very high-end administrators, such as Director GeneraIs, have to codclle bath eleeted officiais and

subordinate administrators in order to create a common-sense atmosphere for the bath the

decision making process to operate and be accepted. ft is not a compromising or negotiating

tactie. It is diffieult to have an ··objective stand" 00 moral and ethical issues.

SUMMATlVE F1NDINGS

The foUowiog are the summative findings of the data anaIysis. These findings retlee:t

more a cross-case anaIysis. The findings (combination ofinterview responses and ROI

adaptation) disclose tbat every decisioo made at every level is a political dec:isioo. These

decisions affect many people and therefore deal with the possible altering ofbuman relations

between organizational constituent groups.

Secoo~ the findings reveal that administrators, beingh~ must go through moral and

ethical processes each lime a decision is made. Decisions are subjective value judgments. The

eventual success, failure, fallout, or complic:ations ofany decisioo rest with the administrator who

must make the final call. Even with consultation, and perhaps hours ofstudy, there cao ooly be

one terminal decision. It may be a successful (good), unsuccessful (bad), or a marginal decision

with open-eoded directions. It still lies with the decision-maker. The truthfulness, reliability and

validity ofa decision can ooly be studied within the context of the specifie phenomenological

reference ofa specifie dec:ision making circumstance. In ether words, a dec:ision-making protocol

(in any context) can only he presc:riptive al best. It can oot guarantee a satisfactory final outeome.

~ the higher the administrative position, the further away the administrator goes

from front-line administration decision makïDg and the day-to-day challenges ofoperating a

school. The ooly exception to this usually concems legal matters. An example ofthis occ:urs

when a student (or student9 s parents) brings some lep charges against a teaeher. This is the case

in harassment aUegations and incidents that bring in socœ welfare agen~ies or the police.

However9 such sc:hool maintenance issues as student timetablw& course selection,

guidance ISsues, individual student behavior, and teacher evaluatioo tend ta remain within the
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realm of the local schooL administrative team. lronically_teacher selection is not a local issue

unless the local school administrator makes it one. This occurs where the administrator believes

that a current teac:her is unsuitabLe or incompetent for placement in the school.

Four~ the higher the level ofadministration. the higher up go the stakes for solving moral

and ethical issues. Racism. multicultural issues, health and welfare issues, v0C3tional training,

special project funding, first and second language support programs, and arts program funding are

characteristically the issues that first get aired at higher Ievels within the commission. Even

though a panicular incident may initiate a '-happening-, or ··eventn at a particular school which

cause possible administrative dilem~ the ramifications ofa commission policy (whether in

place, non-existent or in a planning stage) must eventually be consistent throughout ail system

schooLs. The democratic participatory action ofindividual elected ward commissioners will shape

such policies in theory and content. Commission officers and department heacls wiU create the

manageriaJ doc:uments and execution poLicies ofsuch decisioDS. 1lle full impact ofthe execution

of a policy will fall onto the shoulders of the line administrators. It was clear from the interviews,

that many Line administrators do not fully beLieve that highest commissioner officers or the

eleeted ward officiais, al\\oays bave the student constituency first in mind (in terms of benefit) in

decision making.

Fi~ the interaction with school board commissioners by administrators is proportionate

to the echelon level ofthe administrator. Commission-wide polices are made and discussed al the

commission level. 1berefore the interaction level between board commissioners and schoal

officers are seen more al this level than at the LiDe Level. However, many ward commissioners do

keep a con~ ofsorts, with the principals and the school committees witbin tbeir wards.

Notwithstanding, it wu not clear from the interviews, what constÎtUtcs "contact" between these

parties. One diredor general said that many times there is contact made for public relations and

information giving. The school principal notifies a commissioner conceming an event al the
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school. Many principals indicated that it was a rare instancey outside ofa graduation ceremonyy

that their commissioner made contaet \\ith the school.

STEPS TO TRANSCENDENCE

It is now, with the grounding of the data complete~ chat we begin the joumey to

uanscendence - from the data to the theatrical piece. ln summary, the data tindings reveat. and

demonstrate in some instances, the parameters and concems of the political-organizational­

cultural confliets. As mentioned eartier, tilt aet ofdccision making is one of the Most critical

areas of administration. The tindings disclose that every decision is a politica1 one with

ramifications for everyone including invoLved or affected constituent groups.

The findings go on ta reveal that administrators, being human, must go through moral

and ethicaJ processes every time they must make decisioDS. Decisions are subjective value

judgments. The eventual suceess, failure, subsequent fallout, and complications ofany decision

rest with the administrator who must make the final cali. Even with consultatio~and perbaps

hours of study, there can ooly be one terminal dccision. It may be successful (goad), unsuccessful

(bad), or a marginal one with open--ended ramifications. It still lies with the decision-maker. The

truthfulness, reliability and validity ofa final dccision can ooly be studied within the context of

the specific phenomenologica1 reference ofa specific circumstance. In other words, a decision­

making protocol (in any context) <:an only be prescriptive al best. It guarantees nothing.

Decision-making protoe:ols, leadership parameters ofconduet with the subc:ulture

constituent groupings, do not show any clear standard protocol. This leads ta the belief that

individuals involved in a dccision-making situation must create highly subjective guidelines for

making their decisioDS. 1be key tension points within bath the individuars and the corporate

needs may reveal "stakes" (risks or consequences) ofdecision making conftontations or

procedures. Power '·defined'~ and power ··wielded" are not necessarily created and executed with

the same intent.
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CHAPTER SIX - NOTIONS OF SCRlPTWRlTlNG

DRAMA AND THEATRE-LIKE ACTIVITIES AS INNATE COMMUNICATION

orama as role-playing is one ofhumankind~s oldest forms ofcommunicarion. Since the

beginning of time and from the earliest moments a parent first holds their chil~ physical

gesturing (natura! or contrived) and storytelling have been used as teaching methods. Acd since

those first moments, most people (regardIess ofage or profession) bave nevcr ceased using these

models ofcommunication in their bag ofexplanation techniques ta others. At sorne point io time,

drama evolved as basic communication tool iota other communication vehicles. ".~ and

theatre as entenainment" eventually became the dominant oudet for many drama and drama-

related aetivities. Our playwriting discussion begins v..ith two given beliefs:~ whether

consciausly or n~ ail humankind employs drama activities in sorne way in their daily life;

second, ail humankind engages, consciously or n~ in observational aetivities, synthesizes wbat

they observe and draws wisdom, to some degree, from what they observe.

PLAYWRlTING AS A TECHNIQUE

There are no formulas or magic potions for writing a play. There exist many presc:riptive

texts that explain play elements and playwriting methods. Two ofthe more popular texts are

Writing Your Own Play62 by Carol Korty written primarily for younger sec:ondary schaol

students, and Stuart Griftith's How Plays Are Made for college level and above. Even though

Griffith's work is written in a much more sophistieated fashion, they bath carefully list the

structural elements ofmany plays. Tapies sucb as action, dramatic: tensio~ subjeet, therne,

message, characterization are carefully defined with numerous examples providecL Lajos Egri'ts

The Art ofDramatic Writing63 predales these works. It is written in a very similar fasbion with

62Carol Kony, Writingyour Own Plays. (New York: Charles Scnbner, 1986); Stuart Griffitbs,
How Plays Are .\'lade: A Guide to the technique ofPlay Construction and the Basics ofDrama. (Oxford:
Heinemann Educalional. 1982).

63LajoS. Egri. The Art ofDramatie Writing. (New York: Simon and Sdtuster, 1946, 1960).
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even more detailed and explained substructures. Ali these books present a number of items or

phenomena to search for in a play. Theyall talk about temporallines. vertical and horizontal

gro\\oths in charaeterization., points ofclimactic plot attaeks. These descriptive passages

conceming a play's elements are ail standard face. There are extended bibliographies as weil that

literaJly go back centuries.

The creative~ from a mechanical standpoint cm he explained. Thomton Wilder. one of

this century's Most important American playwrights begïns our discussion:

The novel is a past reportedin the present. On the stage it is aIways now.
This confers upon the action an increased vitality which the novelist longs in vain
to incorporate in bis wode

This condition in the theatre brings with it another important element: "
ln the theatre we are not aware ofthe intervening storyteller. The

speeches arise from the characters in an apparently pure spontaneity.
A play is whot taus place.
A novel is whot one persan tells us fook place.
A play visibly represents pure existing. A novel is wbat one min~

claiming ta omniscience. asserts to have existed ... It is the task ofthe dramatist
sa to co-ordinate bis play. through the selection ofepisodes and speeches. tbat.
though he is himself not visible. bis point of view and bis goveming intention
will impose themselves on the speetator·s attention. DOt as dogmatic assertion or
motto, but as selfaevident and inevitable seduction.64

Aside from technical differences between a novel and play. Wilder suggests that audience

members are empowered as viewers to take a "stand·' on what they view on the ~e.

Therefore, the difference between a tw<Hiimensional script or short story and a dramatic

script lies in several major foundational elements. Fi~ a stary, regardIess of it genre format,

tells a tale. A play (sometimes rcferred as a theatrical piece or script) shows the tale. Second, the

story is meant to he rg4; a script is perfonned. Third, a stary bas the tlexibility to alter its

temporalline; it can easily move from present to past to future and 50 on. A play does not have

that flexibility. A play·s stary line caos~ but not often or easily within the same script.

Foul"th. in a story. its stary (ine·s premise tends 10 he more a proposition in nature that

~omtonWilder. "Some Thoughts in Playwritin& (19~ 1)" in Playwrights on Playw,.i/ing. ed.
Toby Cole (New York; Hill and Wang. 1960). 115.
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supports a logica1 conclusion. (t is usually written in a narrative style~ usualIy but DOt always in

the third person. Tbere is much room for long descriptive passages. A play or theatricai piece is

spoken in the first persan in a dialogue or monologue with the audience~ often but not always,

serving as an invisible passive listener. There is virtually no description presented in the

descriptive sense. Theatrical production devices such as set design. physical properties.. lighting

and audio elements will add tlavor or perhaps a dimension ofbackground. But they are not

absolutely necessary for the play·s values ta be expressed.

The fifth and final major difference lies in the dimensiona! arena. A tw<HÜmensional

story (or even a script in the tecbnic:a1 sense) is a paper with words written on it. It~ value only

ifone puts value on it. 1bat is the metapborical difTerence between a five-dollar bill and a one

thousand-dollar bill in mat a piece ofpaper bas a "vaiue'" ifyou define whafs descriptively

written on it as baving value. A play, a three-dimensional work uses üve pbysical representation.

The third dimension ofphysical ....üve" fonn is wbat changes the written text 10 a play.

HUMAN INTERACTION

80th the active participating actors and the passive viewing audience members conjointly

experience the live human element. Live theatre representatÏon forces bath parties ta take a

'''stand'' in what they respectively poruay and view. The element of temporal movement within as

scene and aetua1 time (in tenns of minutes and seconds) is also present. However, this is latent

not visible. The influence ifthis temporal element is heighten~ intensified or lightened by

psychologica1 influences of human interaction of the constant intertwining between the real and

created personas ofeach individual actor. This individual pbenomenon intertwines

simultaneously between ail aetors onstage within a global backdrop ofpsychological<:)

sociologica1 ~ physical ~ environmental parameters. This is wbat occurs on stage during a

performance.

The stage action is viewed by the audience passively (most of the time) - as a voyeur, 50
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to speak omnipresent and not attached physically to the aetua1 action. The audience•5 collective

presence is felt within the perfonnance space atTecting the aetors in almost a spiritual manner.

The audience synthesizes the visuaL aurai and intelleetual messages from the onstage actions.

Audience members feel the tension of the play's onstage projection and become engaged with the

transmission in sorne way. psychologically or judgmentally. Or perhaps they imaginatively

become one ofthe charaders onstage. It <:an become a rnystical metamorphosis.

This is pan ofthe magic of live performance. This is not fully replieated in any non-live

performance medium such as film. video or television.

THE BEGINNINGS Of TRANSCENDENCE

There is one question that remains. Why does man create and perform plays? William

Packard gives some insight:

... We have to look back ta the origins ofdrama as the earliest ofail art forms.
50,000 years ago. before the first cave man evolved the Most primitive spoken or
pietorial communication, he bad ta signal bis wants and fears and nceds ta bis
fellow cave men thraugh a series ofawkward mime gestures and crude dramatic
visuals. As in our earliest infancy, the first hwnan impulse bas a1ways been to
show through pointing and gesturïng with our bands or with wbatever other
visuals may be i.~ediately avaiJable to us. Thus showing comes beforc te//ing.
and drama comes before the great epic narrative poems or histories or novels or
short stories or essays. Drama is. quite simply. the most primitive fonn ofhuman
expression imaginable.6s

Drama presentation is mankind's Most basic communication medium. Wbat is traDsmitted in

every human dialog is the context through emotionality. Denzin goes iota great detail explaining

this phenomenon in bis On Understanœng Emotion.66 He claims, '''On the basis ofemotionality,

the persan is moved ta aet morally on beba1fof himselfand ofothers. A moral person is revealed

thraugh emotionality.·.. Man consequently bas innate needs to be emotive and express these

emotions.

65WiUiam Packard.. The Arr olrhe Playw,ighl. (New York: Paragon. 1987), xvi.
~onnanDenz:in. On Undersranding Emotion, (San Francisco: Jossey-Bass, 1984).240.
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Taking this a bit further~ [would tend to say~ as a creative writery that all inter-

relationsbips a person bas with the other individuaJsy ideas. places or spiritualitv concem an

emotional interpretation ofthe present with retleetion on the past and a hope for the future. The

raie of the playwright is to conneet the oeeds of the moment (an emotional dilemma) "lth a need

(defined in a thernatic device) for a better future. The playwright does this by composing a

drarnatic visual representation ofa human scenario in which a character(s) interaet with others.

Contliets arise witb moral or edUcai questions. The play is a universe within a universe with

loosely defined borders, created from the inside (aaors and production teams) ta be shown to

those 00 the outside (the audience). Even though everything is ·-make believey " it exists in eamest

for thase few moments tbat the play is performed.

A distinguishing feature between narrative story and live theatre presentation is the use of

action bath in the philosophie sense and in the live usage. Packard explains that dramatic action

can be expressed in -'three words: actions. VÏSUD/s. and sla/ces. .• He goes on in detail ta explain

how these are used in playwriting:

1. Drama is action. Action is someone'5 wanling something. Action is the moug
objective tbat someone bas in a beat or sœne or ad: ofa play.

2. Character is action. Character is someone's wanting something. Character is
bis or ber major objective in the play.

3. Âcrions and characters shouJd bath be erpressed through vivid onstage
visuo/s. A visual is any physical object mat becomes the embodimcnt ofsorne
major action.

4. Âcrions and characters run into obstacles. Dramatic confliet begins when
someone wants something but tbere is an obstacle (a strong resistance, a stone
wall impedime~ or some other cbarader's action) that gets in the way ofwbat
this cbaracter wants. Then the cbaracter win citber bave ta ovcrcome the
obstael~or else the cbaracter win not be able to overcome the obstacle and so he
will bave ta try and approacb it mm some other direction.

5. The greamess ofany aerion depends on how much is at stau. 1be greater
these stakes, the greater the action will be - and the smaller the stakes, the
smaller the action will be. Ifthe stakes aren't aU that mucb then a cbaracter won't
care very muc:h about bis aetio~ and then the audience won't cale either.67

6'packard. 13-14.
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These five guidelioes are used ta bring out the theme or, perhaps premise of any

work. The theme or thematic statemenl of a dramatic work is the raisin d'être of any

theatricai piece. For the purposes of this projecl, theme is defined as: one or more

qualified cause and effect relationships ofspecific abstract ideas as shown or

demonstrated by one or more corresponding plot or action sequences. Within this

definition, causality is the vehicle ta clarify abstract ideas. Abstract ideas are ideas or

concepts that have no physical properties such as height, depth, weight, depth and

volume. The abstract idea must be general enough ta a110w sorne latitude in the causal

parameters.

The "qualified" in the theme definition is some explicit descriptive tenn to bring

the abstract idea out from under the •general' indefinite definitional hue. For example,

the idea of '"love." There are Many typeS of love: for one's parents, love towards someone

in a sensual manner, love for a poütical or societal cause, and love for a pet passion. In a

thematic context, the abstract must be qualified or specific. The absttact idea of self-

sacrificiallove for one's child would he an example of this application. The foUowing are

thematic statements from sorne well-known works:

THE VISIT (Dürrenmatt): A self-proclaimed justification that believes that inequity can
be addressed by a demonstration of the manipulation of a justice system ta satisfy ones
compulsion for revenge.

THE DAUGHTERS OF ATREUS (Turney): Ta maintain a personal (or family) sense of
honor. as dictated by historical precedent; the characters are lead ta an obsessive interpretation of
revenge as shawn by a series of murders which are believed to serve as pennissible justice system
punishments.

THE SEA (Bonct): Exageration or extremism of the idea of conspiracy, or the role of
protector is shown by the fabrication of a self-fulfilling prophesy.

DANCE OF DEATH (Strindberg): Love inevitably turns iota pure hatred which
becomes the basis of a 10veJhate relationship as shown by a husband and wife who are
destined to an increasing struggle of etemal tormenL
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THREE SISTERS (Cbekhov): Self-inflie:ted suffering serves as life's raison d~être as
sho\\n by the major eharacters' compulsion to complain and be complacent (a ftustration-release
mechanism) as opposed to taking affirmative action to change their individual low-life
conditions.

It is the responsibility ofthe direetor with bis aetors and production crews to insure that the aetors

continually projeet the piece's thematic message throughout each performance. ln the preparation

ofa dramatic piece~ every participant strives to understand the thematie foundation structures of

the piece. Every actin~ directing and staging scheme is employed ta insure tbat the Most realistic

and human projection is assured. This is the critic:al preparation leading to the transeendence from

-
the two-dimensional script to the three~mensiooal human interpretation of the script.

The operative word is interpretation ofthe script. Just as the playwright interprets bis

research into script, 50 does the acter interpret the playwright~sscript and transeends the written

word into the interpreted and resulting series of human and personal emotioDS ofthe porttayed

charaeter. 'This is the magic oftheatre.

... One creates dramatic actions and onstage visuals because this is quite simply
the deepest instinct tbat we know~ an~ because it is our strongest response ta life
itsel( And if this act ofcreation bas ta take place in a theatre which some people
see as "a miserable madness" why the~ miserable it certainly is~ and madness it
mav well be~ but still it is the clearest mirror that we bave for who we are and we
are~as we are.6I

If we see theatre and drama perfonnance as a working mUror or refleetion of oUf daily Iives~ then

this phenomenon is aIso a teaehing tool for humanity to manipulate as a representational vehicle

for selfand communalleaming. The playwright~5 most innate artistic and aesthetic wants are

primarily ta '·show" the evolving world by baving audiences share or attaek or agree with his

vision. It is the aaor's Most innate passion to "show" the challenge oftheir portrayed characters'

struggles in the evolving world by engaging the audience with the working model of reality in the

represented persona~s acting. The protagonist ofa play bas a context to serve as hislber

motivation for interpretation.

68lbid.. xxiv.
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[t becomes the vehicle for both actor and viewer alike to understand the vision ofthe production

(or the play text itself or both). lean-Paul Sartre explains:

A man who is free within the circle ofbis own situatio~who chooses~ whether
he ";shes to or no~ for everyone else when he chooses for himself - that is the
subject mater ofour plays. As a successor to the tbeatre ofcharaders we want to
have a theatre of situation; our aim is 10 explore ail the situations that are most
common to human experience~ those which occur al least once in the majority of
lives ... For us a man is a whole enterprise in himselt: And passion is a part of
that enterprise.69

We interpret Sartre~s words with much libera1ity for our pwposes. The

playwright explores and probes the challenges ofhumankind not 50 much from the

empiricist's persPective~ but more from the explorer~s perspective. After the playwrigJu

creates the theatrica1 piece~ and after it bas been pn:pared and readied for productio~ it is

up to the audience ta explore its meaning.

An audience facing an unknown stary will pay more attention ta the story man to
its treatmen~ and by nccessity then such a play bas to he richer in detail and
circumstances tban one with a known action ... Like every other form of~
drama creates its world; but not every world cao be created in the same fashion. 70

ENTR'ACTE

The view ofthis short cbapter on playwriting is primarily ta present the ideas tbat theatte

and drama are one ofhumankind's tirst experiences of leaming and teaching. Drama and theatre

praetices, in the MOst rudimentary formats, are used often in daily communications between

people. Playwriting differs from other forms ofartistic literary creation in tbat the buman

element is ·'live.·' This human element is very evident al aU stageS ofa saipt's development in

terms oftheme, dramatic thematic development, and in aU aspects ofperformance production and

its subsequent production presentation.

69Iean-Paul Sanre. "Forgers ofMyths. (1946)" in Playwrighrs on Playw,.iling. cd. Toby Cole
(New York: Hill and Wang. (960), 118-119.

"~riedrich Durrenmatt. aProblems orthe Theatre, (19SS)~ in Playwrights on Playwriting, cd.
Toby Cole (New York: Hill and Wang, 19(0). 134.
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Finally~ audience participation is a dominant element in play production. This involves

the playwright and ail production participants striving to engage the audience·viewer into

becoming etherea11y part of the play: in other words to be provoked. The viewer designs this

panicipation individually. It can range from passively watching the production and then leaving it

at that. Or~ it c:an incite the viewer to assume.. in bis (ber) imagination to intelledUally become

involved in the production and take political social or moral stands on the subjeet matter in any

manner he or she deems appropriate.
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CHAPTERSEVEN-TRANSCENDENCE

The primary purpose ofa play is ta provoke its viewers. Every play is subjective by

design and is expeeted 10 have its viewers react. Regard1ess of the reactio~ positive,. negative or

marginal,. every viewer will find some element of the viewing experience to think about. This

may come during the viewing itself or minutes to days after. Ifl bave been true ta the spirit of the

data and have COmp05ed a workable script,. then the production ofthe picce will be suœessful in

provoking an audience.

The purpose ofthis cbapter is to address the area of transœndence - the path ofhow the

findings lead or inspire the creative aet and the creation of the ~·piece." The use of the ward

'transcendence' is intended 10wards the notion ofthe data going beyond the typical endpoint of

'''conclusions'' and ··summary statements-" in research. The data in this project served as

inspirational creative ignition sparks for the creative artist ta represent concepts in the three-

dimensional art form ofa tbeatre piece. Each time the findings were aDalyzed,. re-grouped and

then tran5mutated in a reading or rehearsaL "'the piccc'" became a more complete entity. At each

stage in the script's development it grew. Simply, my use of~endence'"is the ongoing,.

evolving use of findings ioto the representational form of theatre as represenlation.

Transcendence is the state of~~Ku,.·71 between the science ofdata and art ofperformance. Richard

Causton explains Ku as being ~·appli<:ableta thase matters which we know to have a certain

continuity but which only appear when the conditions are right. Ta all intents and purposes,. the

rest of the time they do not seem to exist at all...n Phenomenon wben in a state of Ku is in a fonn

71 ..A fundamental Buddhist concept. variously translated as non-substaDliality, emptiDess void
...The concept lbal entilies bave no fixcd or independeDt nature bec:ause pbenomena arise and continue to
exist only by virtue oftheir relationsbip widl otber pbenomena. lhey bave no fixed substance." A
Dictionary ofBuddhist Terms and Concepts. ed. Matsuda (Tokyo: Nicbiren Shosbu Intemational Center,
(983),237.

":':!Richard Causton. The Bllddha in Dai(v Life. (London: Rider. 1995),81.
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of Iatency where we know something exists but we cannot see it until something triggers it to

become visible. Causton gives the following example~

_..We may take it for granted that coal cao be bumt... and that a cherry
cree blooms in the springy because we bave probabLy aU had some direct
experience ofthese events. lmagining for a moment that we have had no such
experience,. ifwe encountered a cherry tree in \llinter we would most likely think
it is dead,. as that is what the evidence ofour senses tells USy if. having been
convinced that il was alïve, we then decided ta dissect and analyze it,. we would
tind nothing to suggest that it wouLd be covered in tlowers in spring: those
flowers at the moment do not eXÏ5t. And yet they doy in /CU, waiting for the right
time and conditions to appear.13

A similar situation appears in transcendence. A researcher bas data. The data analysis

tells the researcher certain clear results along with unanswered questions, doubts and

other phenomena that bave no cleac explanation but y~ the researcher must search for

them. The playwright looks at the same bard data and interprets the bard fac:t conclusions,

the doubts and the rest as equals and creates the conditions for clarity to appear. 1be

script is the initiatory vehicle. Subsequent human voices and interactions (ftom the actors

and staging) finalize and clarify the clear and not 50 clear data tindings into physical

(three-dimensional) and psychologica1 interactive representational realities. The bridge

between the data and its artistic and creative interpretation and then mto representation

lies in the stale ofku.

There exists no absolute Madel for a playwright to create. Some playwrights go through

excruciating research and some do Dot. Others get inspired from a conversatio~ or an

observatio~or a spiritual epipbany. Something or someone inspires the playwrigbt ta bring

breath to bis or her work.

These are the following critical questions for me as bath playwright and researcher.

• How does the creative ad operate in the realm ofedue:ational administratiœ research?

• How are the data tindings manipulated in the creation ofthe dramatic text?

/f)8
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• Where is the threshold between ··scientifie·· data and the creation oftheme~ pl~

characters~and action?

• What are the production parameters ofsuch a dramatic work?

• How much uuth and/or realism are required?

There is no specifie arder ta these questions. They are omnipresent and their ans\~iers

inter-relate~cross over, and many limes contradiet~h other. 1be answers. or perbaps better - the

responses, ta these questions should be viewed as a collective symbiotic entity.

THE~R INTO THE MAZE

For this proj~ 1 was first interested in principal selection as a vebicle to d~onstrate

ethics and related organizational theory issues during my Master'5 Degree preparation. 1 read

much on organization theory, principalship and independent schaol constituent politics. The end

result was the one aet play, The Marginalization ofthe Principal. whic~ wheo presented in a

theatrical setting, depieted the political power plaYing of the particuJar subcultural groups ofan

independent school in their search for a new Principal. My doctoral research was on a similar but

larger perspective, researching the public sector 00 the same Principal selection tapie.

Along with the data researcb tindings, my observation ofadministrators aI allievels over

the past twenty some years as a field practitioner and from many conversations with coUeagues

from bath the independent and public schaol sedors, led me to believe the following. In times of

tough decision making, espcc:ially in the selection ofHne administrative leaders, logic is in the

eyes of beholder and selection guidelines are haphazard al best. Those with the power tend to

choose tram their "gut." Every school constïtuency wants a ··book" ofsorne kind in the school

administrative team.

INITIAL MOTIFS

This led 10 the working concept ofthe projeet: ioevitably ail schoal decisions (made by

administrators) are tirst considered by their political parameters before they are considered from



•

•

1/0

the moral parameters. The data research methodology was struetur~ and the findings were very

cIear. The joumey as a researcher was near c1osure.

As a pla~wrigh~ my life became more compücated. Absolute truth and proven data are

not totally required for composing a script. Therefore, [was required to create sorne ...stands·, and

what became the eventual '''stakes''74 for the piece. Throughout the research process and with

every interview, 1 felt a cenain collective yeaming ftom almost ail the respondents to say that, as

working administrators, politics is the issue in educati~ not pedagogy, DOt theory, DOt students..

not teachers, and not language of instruction. Ethics and morality are latchkey elements in the

administration ""game." This ··game" is the ins and outs ofdecision makîng.

A decision, for the sake of this project bad ta he defin~ al the outset, in terms ofa

working evolving concept. [t was detined as follows: an end product proposition, or response, ta

an issue whicb directs a workable conclusion ta a problem tbat hopefully satisfies~ ofthe

neeels ofall involved constituent groups and most of the needs of the more powerful constituent

groups. In other woreis, the constituent who bas the Most "muscle', reaI or intended wins bis

stakes more tintes tban he or sbe loses bis stakes. Many decision making rotes, guidelines and

protocols are in fact molded, not by the needs of students or education, but solely by the power

brokers (sorne extemal ofa $Choal commission) ofthe educational system - the politicians.

Whether eleeted schoal commission officiais, appointed Provincial Minisby of Education

mandarins, university or C.E.G.E.P.7S entranee requirements, and the goveming provincial

govemment elected ministers, schaol administrators bave little, it seems, tlexibility in many of

their decision making results.

~..A 04stakc" is defiDcd as whal a cbarac::ter. p1ayer or conslituent must obWn to citber Iœep fac:c; or
what the player will win or wbat the player wil1losc conœming the matter being ctisceminated or debated
withinlbetween involvcd constituenlS.

-:-sCollège d'enseignement généraI et professionnel or CoUcge ofGeneral and Vocatioœl
Education. This a Quebec pre·university. post seœndary institution whose sua:essful completioD is a
compulsory requirement for enuy for a Quebec high school studcnt to enter a Quebeç university.
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These concepts are pervasive. ln the final series of interview questions~ it was asked.

··What would you like to see on stage in a play about principal selection as a subjec:t vehicle?"

After sorne moments~ and almost always. the respondent's first reply was that he or she wanted a

major confrontation between the needs ofa board commissioner(s) and the needs of the school

commission appointed officers especially in thase cases where there was much moral and ethical

differences of opinion.

GESTATION, TERM 1- PHRASES AND IMAGES

This told me as a playwright tbat the division of responsibility and power are not believed

to he independent, freethinking, or equal (and not tbat it should) amongst ail constituents. 1heard

the respondents' voices in my head and silently attempted to understand them both as

practitioners and as dedieated professionals. 1also made judgments on perbaps wbether or DOt

they were bolding back informatio~being as cautious or as open as tbey couId be. Artistic

creation is founded on observation. [observed as much as [ couId - every gesture, the pauses

between phrases. whether or not they looked at me. Wben they talked or responded - did the

respondent look away or play with abjects as they spoke. [ asked mental questions to myself such

as wouId [ trust or DOt trust tbis person? WouJd [ want this persan as a coUeague, a supervisor and

so on? These are ail subjective questions in sean:h ofsubtexts and other hidde~ or DOt 50 hidde~

verbal and non-verbal mannerisms. A pieture formed in my mind ofthe individual. [t went

thraugh revision each time 1read and listened to the transcription ofthe interview.

Once again, this wu studied in tandem witb the data tindings, starting with the initial

areas of reference, spheres of infra-influence and the rules of inclusion. From the very beginning

of the process, mental sketches were fonned ofcbaracters, scenarios, ideas and thematic

elements. This ail together, metaphorically similar ta a steW~ tloated around in my bead until

literally~ [felt il was time to begin experimenting with ideas.
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GESTATION, TERM 1 • THE NOVELLA

My playwriting style required me to create a background narrative before anempting the

script itself (see appendix 3). This resembled a short story or novella where ( could play with

ideas, stretch characters~create situations and develop diaJog. [ wrote in dialog with minimal

description. For me~ 1 felt almost comfortable in this style. 1constandy referred back to the

interview tapes and data tindings ta get insights. It was DOt my purpose to represent the data

tindings per sc. It was the purpose of the play ta represent the characters in confliet within the

parameters of the moral and ethical dilemmas the data brougbt forth.

One of the challenges ofdramatic production is that a script cm be very ••t1at" in a silent

readin& but immensely moving in production with live aetors and aa:ompanying theatriw

production elements (staging, lights~ in a formai performance space). Scripting bas very iittle

description. The advantage of the narrative is ta allow the description ta sculpt the elements of the

play. [t is not meant to he performecl 50 tlatness is not an issue. This is anotber reason 1 chose the

tirst writïng step as a narrative creation. W rthin this genre~ [ could be writer~ participant and

observer by easily putting my personal imaginative curve in each character as was heing shaped.

[t was simiJar to playing a pme of"'sidewalk shrink" in which you simultaneously role-play bath

the patient and the psychiatrist.

lbe novella went through three revisioDS. The use of the novella is for me alone and not

for publication or for any one else ~5 eyes. The novella was completed when [ felt it was the right

time for the script writing itself ta begin. This did not necessarily mean that any part of the

novella would adUally bc used in the play. In the tina1 script, (took a section here and there, a

dialog from one section and placed it in another. The creative ad was an evolving

metamorphosis on many levels.

For example~ the story began with the use ofone villain type - the Deputy Direetor

General DeDroty. As the novella progressed, 1 believed it was important ta bave an ··inside man"
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in the school commission who did the nasty schemes for sorne of the more powerful school

commissioners. This came forward from Many of the interviewees. This worked well in the

novelIa, but it was problematic in the script because this character was playing both sides of the

fence Ca commission officer insurrecting by doing the "dirty work" for sorne elected

commissioners). He took on too much importance within the story. 1 wanted the conflict to be

strong between the Director General and Kazankis onstage. Dedroty required lots of stage time.

It would detract from the real confliet and add more time to the action on stage. In the script he

was fired at the very beginning of the play ta present the ftrSt power conflict. which then

permitted a strong female Deputy Director General to enter and support the Director General.

Now, the 'power-playing' element was more realistic between the t'NO opposing forces on stage.

GESTATION. DaM l · THE SCRIPT

The initial script was based upon a sketehed scene (for writing practice) 1had written

about halfway througb the interviews. There was a particular incident involving a commission

level administrator who had been appointed to a very high position in one of the Montreal School

Commissions. This persan was "in favor" with sorne very powerful $Choal commissioners- of the

lime. His appointment almost caused an uprising with most of the senior commission officers.

The appointmen~acc:ording ta al least five respondents, totally marginalized the commission. the

supponing commissioners, and the public view of the commission itself. The history, in the

spiritual sense, of this episode formed the essence of the scene. The pieœ itseIf grew from that

incidenL The script evolved outWardly tram this scene keeping in rnind lhat the fmal script could

only have a limited number of eharacters and a contained performance lime of under 50 minutes.

These constraints were understood under the assumption that the piece would be performed at

professional conferences where sessions have fu:ed running times. Also production-wise. actaIS

and production erews in total have to be teehnically and financially rnanageable to transport and

house. With these in rnind, the script look its fonn.
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Sïnce l was dealing with a confrontation organis~ 50 to speak. l chose for my time frame

an actuaJ Commission closed meeting. In the initial drafts~ it became clear that having one

lengthy scene ofarguing characters \..,-ould resemble more a ~ng heads" display than anything

eise. The piece therefore required se~'eral distinct staging areas in the performance venue to

permit certain groups ofcharacters to assemble away trom the cest ofthe cbaracters or to allow a

different rime (hour or place) once the piece began.

[t was also important for a few ofthe represented constituent cbaracter groups 10 be

introduced outside of the confrontation scenes to the viewers. 1be audience would not receive a

program notebook with detailed charaeter descriptions and plot synopsis. They. as Most viewing

audiences. would be discovering these as they watehed and synthesized the goings~n. In effe~

the audience would bave to wo~ as the acters would be working, simultaneously transforming

and transmuting information ooto multi-dimensionallevels.

A purpose ofmis theatrical work was ta provoke the audience members 10 question

(agree, disagree or wbatever) the viewed element(s) that emotionally moved tbem. There is a

clear subjective stand in the piece. There are two very stroug leader personalities presented. [

purposely chose the Director General as the more altruistic leader. aIrnost a bit too squeaky clean.

He plays power politics very stroogly as wimessed by the opening scene where he virtually forces

the band of bis ""bad guy" Deputy Director General. The content of this scene peripherally

appears in reference several times throughout the piece.

The Board Vice President gives the aura ofbeing a sleazy character. However, he is a

dedicated member of the Board ofCommissioners. His poütical agenda bas a ralionale for him as

for his supporters, but he is a political creature. "Power" and ""power brokering" are true elements

ofany political organisme He is true to form regardless of the ethics ofbis positions. This is also

true of the DG and his staff.

The transeendence ftom the data to script brought to light this human element of

confrontation. This is especially present in situations where ail constituent groups believe that
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they each hold the power and influence of "the best" solution in decision making. Where

everyone is "right" and no one is "wrong," there May be an occasional CrOSSlll'e or two where,

intentional or not, ideas are caught and go down in what best could be described as "friendly

fire."

GESTATION, TERM 4 -~ PIECE"

The cold reading76 of Transitional Wan occurred on Wednesday evening September 3,

1997 at the Bhatla Studio at St. George's High School of Montreal. Seven readers, along with one

of rny dissertation committee members, Myrna Wyatt-Selkirk (responsible for the theatre aspects

of the project), and 1anxiously began the reading. After months of hearing only my voice in the

different character raies, it was a revelation ta hear the characters come alive. As expected,

Transitional Wan began its next stage of transfonnation. For the mast part, the story and

charaeters held together satisfactorily. As the readers became more involved with their raies. 1

heard new personality sides of sorne characters. In the case of Commissioner 3. it had become

clear that 1 had given him too shallow a manner. His perceived simplicity in fact was not correctiy

written. His composite persona, as derived from the data, was not solid enough to give him

credibility as a commissioner who had presumably dealt with much racism in bis life. The readers

emphatically raised this issue in our after-read de-briermg. It was unanirnous in the belief that

even though the facts of the "Tyrizo" issue May have been correct in the data, they were not

permitting the piece's counterpart to breathe and he credible.

In its 'cold read' rendition, the momentum of the power play between the Commissioners

and the Board senior staff was too lopsided in favor of the DG and his fellow Commission

officers. Not that, it was inconceivable, it seemed too flimsy. It was discussed al length. The

confliet had ta leave the targeted audience with more of a dilemma. In other words because bath

76A cold reading is where the playwright and a handful of readers Iiterally sit around a table and
read the working script draft from beginning to end with littJe or no direction. Its purpose is ta bave the
playwright listen ta the voices of the piece.
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the detined -good guys" and "bad guys" were so transparent it was too easy for the audience to

side against the Commissioner. This resuIted in an emotionalluU and rhythmic anomaly in the

pacing of the piece.

This became a quandary ofsorts. The data., based on accounts ofcertain real

commissioners~ was not successfully creating a credible stage cbaraeter. As a researcher, 1asked

shouId 1 faithfully believe in and solely be loyal to the data? Or, as the playwright do [ make it

"work" for the theatte? How was this particuIar cbaracter to bave more credibility witbout

sizably altering the story line as inspired by the rules of inclusion and the other findings?

Clearly data alone is inspirational. Unfortunately it is sometimes not enoup to animate~

enliven and generate a credible character. [ made the judgment cali ta expand the breadth of

Commissioner 3. TIte fauJt in the cbaracter creation was that the several reaI commissioners, who

the cbaracter was inspired fro~ were, in tru~ more politically astute tban was presented in the

script. Even the ""incident" which inspired the Tyrizo appointment candidate was an aetua1 event.

There was a difference from Board to Board conceming who (the Commissioners or the

Commission Officers) wielded more power. In one selected Boards, the poIitical posturing of the

commissioners was very blatant: also, the Direetor General was very weak (in comparison to the

Commissioners). In another Boarcl it was the opposite. The piece's DG was purposely designed

to be almost super buman. 'The cold reacL with different rea1 voices, clearly brought this script

weakness iota the open. 1bad ta strengthen the tiber ofCommissioner three, the candidate Tyrizo

and the need for bath the Vice-President and Commissioner 3's for Tyrizo's appointment.

further, the readers themselves in a Denziniann motivated style de-briefing after the

rea«L went into long discussions deconsttueting and reconstrueting the problems with bath the

charaeter creation and plot vehicle element (the Tyrizo image). In the revision ofthis cbarader,

more credibility was given to the unseen Tyrizo. Commissioner 3 became more politically

~-Rerer to Cbaptcr CourOs discussion on -Denzin's Si.~ Slcps to lmcrpretation."
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smooth and manipulative. The incident DOW gives the audience the oPPOrtunity to debate the

merits of the candidate and the power playing of the combatants. As a provocation instrument. the

piece, by heightening the debate between the -good guys'z and the ··other agendized good guys"

can aetually empower the viewer to take a stand on severaJ key issues ofdefining real power.

racism and integrity. The tunnoil cao leave in its \\'ake a threatening question: [f everyone

believes bis or her side is "right" and no one is "wreng,'" and everyone is still "fighting,'" then

how does an organization define ethics and morality?

RECAPITULAnON

Early in this cbapter the following questions were presented:

• How does a creative aet operate in the realm of edueational administration
research?

• How are the data findings manipuiated in the creation of the dramatic text?
• Where is the threshold between "scientificn data and the creation oftheme, plot.,

cbaracters.. and action?
• What are the production parameters ofsuch a dramatic work?
• How much tnath and/or realism are required?

1believe that the creative playwriting aet is more the ··show" than the ·'leU.... of idea

presentation. In this framework, this form of the c!J2tive ad operates in much the same way as

any educative model does • ta inform., ta demonstrate and ta question normative and not 50

normative models ofaction (specifically power brokering and decisioD making).

The playwri~ta ercate and forge believable cbaracters and stary lines.. manipulates the

data findinp, in tapdem with the human and SPiritual directions that sprout ftom the data anaJ~"sis

itself. Credibility for the dramatic work lies within the eyes and beliefs ofthe audience viewers.

The threshold between science and crptive artistic ad begins with the /cu concept. A

series ofdata-based propositions, which are believed ta be 50mewhat credible.. institute working

tenets that lie in the /cu 5tatC. The creative artist initiates, more inductively than deductively,

thematic and plots concepts ftom the /cu ·mist' (of sons). A presentational fonon is formulated

that cao present tbem in a credible and construed manner witb a certain degree oftruth or DOtiOns
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oftroth. The threshold is then a net ofcapilIary-1ike links between the data implications and

workable contrived themes and plot lines. After a working script bas been derivecl typical

production oarameters and elements cao be designed.. construeted and programmed.

The amount of truth and rcalitv required to make such a creative dramatic piece workable is

the amount of truth and reality that make the dramatic piece believable to its participants and its

viewers. This inevitably cornes ta the base point of the scriptwriter·s view ofthe subjeet matter.

(t is within a relationship of the self-imposed boundaries of the piece. Tbese boundaries are a

seasoned collection ofknowledge known. knowledge gained and the fusion of the two. The

consequence ofthis '"knowledge soup" is an enlightened (hopetùlly) creative vehicle. ~ this

instance a dramatic representation. When present~ its resulting applie:ation is ta leave a wise (as

in wisdom) retlection apparatus for each successive user, viewer or participant. It is DOt ooly

shared in sorne dimension within aU these constituents, it evolves and regenerates. Laurel

Richardso~ a noted postmodem feminîst scholar who bas experimented with bath poetry and

drama in her researc~ links the aesthetic. political and academic into a sbared entity.

Knowledge is not appropriated and controlled but sbared; autbors rec:ognize a
multiplicity ofselves within themselves as weil as interdependence with others,
shadows and doubles. Altemate selves are intenvoven bv common threads of
lived experiences.7I

•

It is the "lived" and ··sbared" experiences that lie within the playwrigbt tbat work together

with both his participants and viewers to create the criticallink - transeendence. The bard~

laboriously collect~digested and defined can only make sense and he ofuse if '"the common

threads oflived experiences" cao successfully integrate with the realities of the bath the

playwright and bis or her viewers.

~8Laurel Richardson. Fields ofPlay: Consl11lering an Academie Life. (New Brunswick: Rutgers
University Press. 1997). 166.
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CHAPTER EIGHT - TRANSITIONAL WARS

IJVfRODUCTION

This chapter is in two sections: first. is a brief definition of the theme and charaeter

profiles: second the script itself as it was presented on October 19. 1997. In any public

presentation of the piece.. the audience wouJd not sec the first section's marerial. The nature of a

--lïve" presentatïo~ in itselt: allows the aetors and their stage direcror to breatbe liCe ioto the

cbaraeters. Througbout the performance.. ~e adOrs" ioterpretations and stage interactions ofthe

charaeters themselves would reveal all of the attributes and shorteomings ofeach cbaracter as

briefly outlined in the foUowing biographica1 cbaracter sketches.

This material was given to the cast of Transitional Wars prior to the first rehearsal and

was referred back to many rimes during the piece'5 presentation preparation.

THESFAKES

The theme ofthis play is as fol1ows:

The ability to execute given political power leads to a corruption of that
power either by design. default or innocence as shown by the actions ofsenior
school commissioners and senior $Choal commission officers in the execution
of their duties within the framework ofa ··closed door'" schoal commission
evening meeting.

The ,;,;stakes" for each group is simple: whoever demonstrates the Most effective use of

power wïns. Transitional Wars depiets the power contest between the school commission

officers, who believe and strive towards protecting the best interests of the $Chaol commission in

an honest and fortbright way; and some school commissioners who bave persona! agendas which

refleet their beliefs and personal needs oftheir political territories. As in all politicaI confliets, the

issue is concerned with territorial ·"power" borders of its combatants, regardless ofany altruistic,

persona! and community- minded beliefs or rationales. 1be play is slightly surrealistic in its
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presentation. The first sœne presents the suength of -power.·~This scene is detaehed temporally

from the subsequent scenes.

The characters:

BOARD OFFICERS

THE DIRECTORGENERAL: For 15 years~ Douglas Glasgow served as a direetor of

secondary education and a Director General for a neighboring schaol commission. This is bis

third year as Director General for this Board. Known as an astute and excellent negotiator

(especially with the provincial authorities)~he bas established or revised Most operational board

policies and operational procedures. He bas the system's best interests at heart and. onœcasio~

bas difficu1ty executing some of the more ··stupid" politica1 Board ofCommissioner decisioDS.

He is fully aware of the politica1 influence of some Board commissioners towards some front-line

administrator appointments.

THE DEPUTV DIRECTOR GENERAL: Donna Deglee is a very powerful administrator.

She is in her early fifties and bas been in this position for the past t'Wo months after her

predecessor bad been --asked ta leave bis position.·~ A very progressive edueator and high schoal

principal (she was the first female appointed to Principal and Regional Direetor within the

system), she takes her job quite seriously and tùlly supports the DG. She bas a most collegial

relationship with the DG and understands Most ofthe politica1 nonsense of the Board.

nIE EDUCATIONAL SERVICES DIRECfOR (ACTING) AND PERSONNEL

DIRECTOR: A lifelong tcacher and adminïstrator, Peter Donat, is going ta relire in two years.

A very dedicared man and an adive supporter of the DG, he was very much aware of whal was

going on in aIl the scbools. As Personnel Direetor, he bas voiced bis concems about the Board~s

intervention in the appointing of many inexperienced administrators. [t was bis responsibility to

prepare the selection committee's shonlists. Being a career bureauc~ he knew precisely where

aIl the power and power struggles tay, the ones to avoid, and the ones ta take sides. Rec:ently



•

•

III

appointed as Acting Educatiooal Services Direetor~ he is presently responsible for many of the

curricular needs that were formerly under the jurisdietion of the former ODG.

DEDROTY· TIŒ FORMER DEPUTY DIRECTOR GENERAL. He is a sly politician.

He is ruthless. nasty and believes in having friends in high places. He bas used ail his positions to

further his own littIe kingdom. He specifically had remained the number 2 Board Officer for a

number of reasoos. F~ as DDG, he never had to take the full heat ofadministrative decisions.

He controlled many ofthe Board officers in charge ofvarious operations. He favored some and

destroyed others. He also performed as an ;,;,inside man" for the Kazankis contingent. Glasgow

leamed very quickly about DeDroty~s power and dishonest use ofauthority. Glasgow felt tbat

Dedroty did everything in bis power to undennine bath the DG's office and the Commission. It

was just a matter of tinte until Dedroty hanged himselfenough for Glasgow to force Dedroty's

band.

THE COMMISSIONERS

THE PRESIDENT (Cami): Leonard Peterson is in his early fifties. A corporate lawyer,

he is in bis final mandate as Board President. He appea.rs. to most, as "'a faraway~ persan on sorne

cloudbank. He detests loud public confrontations, believes in order and diplomacy. He rarely

takes sides on any issue publicly - unless absolutely necessary or in arder to break a tie in a Board

vote. He is somewbat ·"waspish" but a &irly decent person.

TIŒ VICE PRESIDENT (Coml): Paul Kazankis in his Iate fifties. He bas been a Board

member for over fifteen years and Vice President for the past four. He is a second-generation

immigrant who heads a large construction company. He originally bec:ame involved in school

politics for several reasoos. He wanted ta help break the stigma and quiet racism towards

immigrants from the established ··white wasp" controUing community. He bclieved al the tinte by

becoming involved he would prove ta the ··establishment" that a constIUetion worker, without the

benefit ofa high schoolleaving certifieate~ tan be not ooly successful, but also more importantly,
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not stupid. He was very angry at the prevailing attitude of the rimes. whieh more than implied that

immigrants (and their children) were 50 disadvantaged that they had to be placed in vocation-onJy

programs.

His daugbter was in the 5chool system al that time. attending a predominandy upper-class

wasp and upper economically-based school. Even though her schoolmates never victimized her~

Kazankis was victimized (50 he believed) by their parents. He became involved in the school

committees and worked himself up into the school commissioners· race in bis community ­

populated mostly by bis ethnie and other immigration peoples. He worked bard and gained a

reputation as being a ·"doer.·~

Over the years, bis power within the Board grew. He began ta insure as openings on the

Board occurred that bis choiee ofcommissioners ran and were elected ta the positions. At

present, some Board members owe ··somethingn ta the Vice President. Wbatever the Vice­

President feels is the Most appropriate adion for the Board ta take on an issue - his view tends to

carry great importance. It influences members ta ··stronglyn side tawards Kazankis - regardless

of established protocol, policy or jurisdictiOD.

COMMISSIONER 3- finance portfolio. Ted Dowe was band picked by the Vice­

President for bis position. A real estate agent from a family of real estate agents, he is a first

generation black immigrant. He came to Canada al a very young age and bas been totally

integrated in the "Canadian Mosaie." He is in bis mid-forties with two children in the schoal

system. He is a leader within the black community and is very outspOken and fairly critical of the

established norms ofmunicipal and provincial politics and politicians. He first became involved

in school board politics when one ofhis children was involved in a major mmble al bis schocl in

which the child was bath verbally aud physically attacked. Outrag~ he joined a parent

committee and became tùrtbcr involved UDtil he was encouraged by the Vice-President to ND for

a scat on the Board.
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COMMISSIONER 4- Transportation portfolio. Bill Thompson is an up·and<oming

investrnent analyst. He is in his early forties and bas two young children in the system. His entry

into school politics bad two basic rationa1es. F~ to strive for a better elementary school

environment for his children; and secon~ as a stepping-stone for an eventual political career.

Seeing that the working power lies more with the Vice-president and Commissioner 3, he tends to

support their beliefs on most issues. However, he a1ways puts bis persooal self-interest before that

ofanyone or any issue.

COMMISSIONER 5· Buildinis and grounds portfolio. Hugh Phearson is an aider, more

seasoned commissioner. He bas been through several administrations and many Board

commissioners. A respected archite~ be bas a1ways attempted 10 marry the commission's needs

with thase of the students and the community. A very honest and committed persan. he is not al

all comfortable with the politica1 and power polities of Kazankis and bis buddies.

/

/ ........
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TOP: The final confrontation over the -Tyrizo- affiur.
LEFT: Dc:droty (Icft) bcing eb3stiscd by Glasgow (right).
RIOfIT: Commissioncr Dowc (Icft) scheming with Commissioner Kazankis (riglu).
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TOP: Educational Services Direetor (Ieft). Deputy Dircctor General (center) and Dircetor GeneraJ
Stratcg1zing in a break during the commission meeting.
BOTTOM: The Commission Officers (Ieft) attc:mpting (0 lobby \\ith the ··coemy"
Commissioners.

1
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THE PIEeE - TRANSITIONAL WARS

THE CHARACTERS:

BOARD OFFICERS:
1- DG - Director General -Douglas Glasgow
2- DEDROTY (DEDR) fonner Depuly Director General
3- DDG - Deputy Director General - Donna Deglee
4- ESO - Educational Services Direetor - Peter Donat

BOARD COMMISSIONERS
5- PRES (COM1) - President Leonard Peterson ofthe Board ofCommissioners
6- VPRES (COM2) - Paul KavIDkis, a visible ethnie minority - Vice President of the

Board ofCommissioners
7- COM3 -Ted Dowe, a black male (Finance portfolio)
8- COM4 - Herb Thompson (Transportation portfolio)
9- COM! • Hugh Pbearson (Buildings and Grounds portfolio)

There are 4 basic acting areas
l - Downstage right
2 - Center: long rectangle table slightly diagonal slightly center right 10 clown left
3 - Upstage left
4 - Downstage center

AU ONSTAGE DIRECTIONS ARE INDICATED LNPARENTHESlS AND IN ITALICS

SCENE 1 - The Director General'. office iD February

AT RlSE - DOWN CENTER AREA 4- DEDROTYSl1TING NERVOUSLYlN THE DG 'S
OFFICE. AFTER A FEWSECONDS. THE DG ENTERSAND SlTs

/16
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DG: (Afler afew moments) DonaJ~ let's not mince words. [will not overstate our mutual
dislike for each other. l'hat must be put aside. The Commission needs 4 new principals and al
least 3, ifnot 5 new Vice-Principals, very saon. We bave to get together on this one.

DEDR: \\!bat do you W3Dt?

DG: [ want you to do your job.

DEDR: What is that supposed to Mean?

DG: [n the fast !wo years, sinc:e 1took this job, you've done virtually everything 10 undermine
this office. Either consciously or not, and 1 really don't care, you've been manipuJabng the
powers ofyour office for years, more for your pcrsonal~ tban tbat ofthe commission. You
MaY have many tiiends in, sball we say, high places. You bave aIso made many enemies.

DEDR: Youe point?

DG: Regardless of this, it is youe responsibility 10 oversee the candidate list for prospcclive
principals and Vice-Principals. 1want a list within a month. [ want you te work with Peter
following all commission selection protoeols and create a list. Have interviewees, keep notes,
etc., etc.,

DEDR: Why don't you just bave Donat do il aJone sincc you don 't trust me?

DG: You are right about tbat, [ do not trust you. However, Donat is exttemely busy reorganizing
the personnel depanment and preparing the sc:hool tcacher cadres for next year. You know the
wards and their commissioners better tban anyone. [ want you ta make the best short list possible.

DEDR: 1don't understand you. [t seems as ifyou're goading me.

DG: Perbaps, but Dot how you thïnk. Alli am asking you ta do, is do your job, work with the
Regional Directors and Donat and generate a list ofcandidates.

DEDR: Without sounding tao crass, wby should 1 he 50 trusIWorthy?

DG: One, [don't bave the time, and !Wo, you're too close te retirement 10 put il injeopardy.

DEDR: (pause) Is tbata threat?

DG: Not al aU. We are going ta go through a major front office reorgan;zarion- You know - te
save Moncy and he more efficient. Ifyou do not want your office and position 10 become even
more redundant tban you bave already made it, 1 suggest you do this weil.

DEDR: [do take this as a threat. ru he informiDg my Iawyers. [(you do threaten me, l'li see you
in court.

DG: 1would he very caretùI wbat and how you speak te me, Donald. No one and no position is
sacrosane:t in this commissioD. [ know the law, the collective agreements much beUer tban you. [
suggest tbat you not become too ... agressive. Ifit cames 10 tbat type ofconftontatiOll, you will
lose everything and more. Your friend Vice-President Kazankis will Dot help you. He is too
selfish and rothless.
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DEDR: How bad do you want me out?

DG: ru be quite ftank., tomorrow would not be saon enough.

DEDR: What [meant was~ how far is your office willing to go to get rid ofme?

DG: Are you suggesting something?

DEDR: l'Il consider sorne options and get back to you.

DG: That's your call. In the meantime~1 request you perform your duties as best as possible and
fulfill aIl your professional obligations as your mandate outIines. 'Thal will be ail.

DEDR: (Gets up to /eave. talces afew sleps. tun1S back) You know~ you~vebasica1ly fired me
just DOW.

DG: No, ['m doÏDg wbat 1should bave done a while ago. Call it wbat you want ta call if.. You
don't have ManY options here. 1 have been cutting you slack for just tao long. 1 bave covered your
ass sa many tîmes, it's not funny. Yourtraek record is painted with many sbades ofgny. Going
graœfully carries no stigma. Vou c:an blame it on anything. Fighting me c:an and will get dirty.
You will also lose.

DEDR: Perhaps~ perbaps.

SLOW FADE TO BLACK

saNE %. Outside the Commission's Boardroom

1WO MONlHS LATER DEFORE TIŒ CLOSED MEETING OF niE STEERING
COMMlTIEE OF nIE BOARD - LATE AFTERNOON

LIGHTS CROSSFADE TO AREA 3

VPRES AND COMJ DISCUSSING

VPRES: OkT~ let's get tb.ings clear about this special meeting tonigbt. 1bere is one item on the
agenda· the principal selection lists.

COM3: Where do we stand with the other Commissioners?

VPRES: Principal Selection ... it~s going ta he a fight over several candidates. Dedroty, before he
resigned, told me that Glasgow and company were planning ta stonewall the Tyrizo appointment
and a few others. We'U have to SWId our ground on tbat onc. And it will he a difticult meeting.
We know that their main stance against Tyrizo is bis inexperienc:e. We bave ta coumer!bat belief
with our stand tbat he is not only young, he bas great potential. The normal S years in the Vice­
Principal position wiU bave ta be wavered in favor ofbis potential growth and bis involvement
with several youth organizations outside of$Choal involvement.

COM3: That will not be easy. Glasgow and Donat are very smart. Ifwe cannat get them on side,
it will not pass. Even ifwe push a possible racial slant, 1don"t believe it will be bought. They do
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nID the Commission. [also feel that Deglee is incredibly supportive ofGlasgow. She is very
strong an<L from what 1 hear~ extremely good al the job. Unfortunately for us, we have no hook in
her. With Dedroty out we really oeed another one ofour boys in the ring ... 1wonder how
Glasgow got to him. Wbat did Glasgow threaten him with ....

VPRES: Dedroty didn't say much - which was strange. He saw the writing on the waiL He was
one ofour boys. Glasgow knew it and was out to get him. Dedroty is oot stupid. He played the
system well and was oot going to jeopardize bis future somewhere else or bis retirement.
Frankly, we got offrathercheaply. There was 00 future here for hîm. Glasgow, Donat and bis
Iawyers came up with a more than comfortable compensation package. And we owed it to
Dedroty to approve it. Anyway he's dead news. We have greater problems to deal with. We're
going to meet \Vith Glasgow, Donat and Deglee in a few mioutes to come up with a compromise
before the meeting. We must hold our ground 00 Tyrizo. We oeed him for a oumber ofreasons.

COM3: 1 like TYrizo. He's young and quiet, just the type of Principal we need in my district. If
ooly he had a few more years behind hint. O.K., let's say they persuade the rest ofthe
Commissiooers and he is not appointed. Can we bargain in bis favor somehow?

VPRES: Probably, but, lefs see how it falls.

LIGHTS FADE OUT

SCENE 3 - (oside the Boardroom, Defore the Evening's Closed Meeting of the Board's
Steering Committee

AREA 1 LIGHTS UP

(ESD DISCUSS/NG. DG ENTERS A FEW SECONDS LATER)

DDG: Now look Peter, our shortlist is oot sitting weil with Kazankis an<L according to our
sources, he will introduce his candidate-to-be this evening at the Board meeting.

(Enter DG ho/ding a report)

DG: Weil, it's wbat we expeete<L 1just received a phone cali from the Board secretary. Kazankis
is putting George Tyrizo up for the Berlinder position.

DDG:Who?

DG: TYrizo is a junior grade vice-principal- formally a grade 1 social science teacher in the
Cracken school. This is bis fourth year as a junior V.P. This is bis file.

ESD: He had beeo teaching for about 5 years~ with little or no involvement in the school outside
ofhis teaching. He was appointed V.P. upon 00 the ··word" of the Vice President to the to the
McGovem School in Kazankis' ward. 1 remember this because when we processed bis
application, it raised sorne eyebrows. As [ recalI, he had bare qualifications - nothing further than
a B.A. Interesting though, in the past several years he bas become quite active in the Rainbow
Youth Program in the south side oftown.
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ODG: [ had heard tbat. How did he become a V.P.?

ESO: Basically by default and our error. Apparently, four years bac~ the retiring Cracken
Principal appointed him a department head because the former department head was aJso retiring
and for sorne unknown reason appointed Tyrizo to take tus place.

DG: That's true. 1telephoned John Jonas, bis theu Principal to get sorne further information.
John says he is basically a nice person. doesn't say muc~ with a marginal input into the school.
John was surprised when Tyrizo was appointed by Papacho~ bis predecessor. He says that
Papachou was angered by bis forced early ··retiremenC by the Board. He believecl tbat he was
getting back at the Commission. The appointment did oot go weU with the rest of the social
sciences tcachers. They protested ... up ta the regional director Greenley. Unfortunately, according
to the collective agreement, Department Heads are a local conœm an~ unIess there is a criminal
aet., is in the bands ofthe Principal. He was appointed a V.P. unbeknown ta my predecessor
during that N.A.S.S.P. conference when aJl the top guns were away. [t was an "'add-on" new
business item at the end ofa very long emergency Board meeting, and how it got on no one really
knows.

ESO: (Not said with rac:ist overtones) He is a person ofcolor and Hispanic background and plays
golf with Kazankïs.

ODG: l wonder iftbat bas anything ta do with it? An~y, let's get focused here. Wbat we must
avoid, at all costs, is making them look so stupid tbat it will result in a public exhibition at
tonight's Board meeting. ln the last round ofappointments, we were caught 50 totally offguard
we had no comebacks ta counter their list ofappointees. Tbat's probably why they want ta speak
with us now - to avoid an open public war. Liste~ ifmey question me on the backgrounds of our
candidates, ru be empbatic on the application protoeol ... state clearly the application pracess,
even though [doubt very much it·s even going to come up.

DG: That could be. rm surprised they don't realize how much heavy scrutiny by the unions,
Principal"s association and press they' re under - especially ailer the last round of Board electioDS.
Anyway we won't mention the ·"press" thing unless we"re forced ÏDto a corner.

ESD: l'mjust a bit wary ifthey pit one of us against other. Perbaps one ofyou should handle aJl
those questions?

DG: [don"t think they will go tbat route. They honestly believe they have some divine right ta
rnake every decisio~ without realizing the fallout. Remember the fast two override appointments?
We had schoal parent committees picketing the Board offices. Now Peter, thcy knaw that none of
us are in agreement with them ... ifyou have to explain anything, just be calm and explain
procedure and protocol ... do not otIer opinion and do not respond to any. 1bey hale it when you
do that. Let's face it bath ofus (referring 10 DDG and himse/f) may blow up in defense ofour
position ... you must remain almost unemotional- straight as an arrow.

ODG: Vou are the Personnel Direetor and Acting Direetor of Edueational Services. You are a
force to be reckoned with. This Board Vice President is worse than bis predecessor. Let's be
realistic. Ever since he and bis"team" were elect~ they have been pusbing their personal hidden
agenda down the Board's throat against vinually all common sense. From appointments ta
budgets, bis concept ofpuUing only his candidates in positions witbout meeting the basic
requirements is becoming dangerous.
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ESO: [9 more than anyone9 know that. But we have to be caretùl- most oftbeir candidates are of
visible minorities. The color of the commission is changing to some extent and we've been
attempting to retlee:t tbat with some of our appointments. [t couJd appear a bit "'bigotecf' ifwe
rejeeted aU their candidates of color. We must also remember. regardJess of the current state of
political fighting \\;th Kazankis. he was one ofthe first commissioners who fought for a racial
and ethnic presence in the officer ranks. We must be caretùl that we do not tind ourselves in a
perceived backlash loop. When he gets angry. he a1ways falls back to tbat stand.

DDG: Peter~ l agree. Our ooly concem is that aU candidates - minority, female or wbite~ should
minimally fit the basic criteria for selection. We bave been successtùl in getting minorities and
women appointed despite some ofthe cbauvinism on the Board. AIl ofthose met more than the
basic requirements. The others - who did n~ and wbo bave been appointed. have not been
successful. Look at the mess we're in at Railway and Ballston High Schools. Inexperience belps
no one.

ESO: But they approved your appointment ta Doo.

DDG: Even my appointment was a tight. Iust ta get me appointed ta Deputy Director General
from Regional Direclor after Dedroty le~ was no easy task. Doug pushed ta have me appointed ­
not because [ am a woman - but because [ am good. My interviews for tbis job were brutal. In
their presence. 1always feel tbat 1must prove my worth tbat [ am not just the~en female. n

DG: Your traek record is outstanding - no one couId argue tbat one. Listen, Regardless of their
decisions - good bad or indifFerent. we're the ones who bave to execute their poliey • and take the
rap for it. (picks up some papen andstudies them)

ESO: But that's democracy. They were lega1ly elected.

DDG: With a 13% voter tumout - a true democratie show.

DG: Yes (pulting down papers) 1bave an idea ... His file indieates tbat he doesn·t rock the boat
tao ofte~ ifat all. Basically he ~s a (pause. thinking ofsomething to say) company player.
Apparently, he is fulfilling bis duties adequately as a junior V.p. There might be a future for him
in the Commission al some point al least ftom a bureaucratie standpoint. Ifworse comes to wo~
let~s buy some tinte with Tyrizo. Let's say we'll appoint hint to a technocratic position
somewhere al bead office - to give bi.m some further experience - and then al some later time - if
he doesn't totally screw up - and then after a year or so place hint in some safe schaol as a senior
V.P..., ta gel some experience. Who knows? He might surprise us. At least that would not cause
a teaeher walkout.

DDG: DougJas7 you MaY be unconsciously setting us up and putting future decisioDS al risk. Il
will not look good ifwe bury him at head office. It psycbologic:a1ly weakens the integrity of the
commission.

ESO: It is a ""horrid" (said almost sarcastica/ly a/most as an excuse) way ta take can: ofour own
... it·s a plan. though not the best.

DG: Agreed - but only ifwe're totally backed up against the wall. Ifneed be we'll try and make
them believe it's their idea. 1lIey're here.

(The Vice·President and COMJ ofthe Board enter).
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VPRES: Mr. Glasgow~ MIs. Deglee. Mr. Donat. Thank you for this meeting before tonighfs
'''Official'' Board meeting. Now Mr. Glasgow, let's not beat around the bush. We do not agree
\'\;th your list ofcandidates for the BerÜDder School as well as a few others. 1hope. with this little
encounter here, we can come to sorne agreement and not a long drawn-out debate during tonight's
meeting. So, we suggest you consider George Tyrizo for the position.

DG: Lefs hope we can avoid a confrontation. However, Mr. Tyrizo does not comply with anyof
the criteria for selection consideration.

VPRES: So we seem to be al an impasse. Most of the other commissioners will support my
selection. 1realize you are somewhat new to the Commission 50 perhaps you are DOt aware of the
changing tàce ofthe Commission itself We bave searched out the candidates tbat n:t1ect this
change in population shifts.

DG: No doubt you bave spent a great deal oftitne researching this position. However, 50 have
we. [just do Dot see how Clarkso~Berlinder·s ward commissioner, would support sucb an
inexperienced candidate. It is IlOt 50 much an impasse as it is a mystery. As is Scbool
Commission poücy. Given Tyrizo's background he cannat be considered.

COM3: Don't be ridicuJous. In what way cao he "'not be considered?"

ESD: As 1am sure you are aware. ail opcnings for principal positions are posted only ailer our
existing principal cadre bas been placed for the upcoming year... Existing administrators have
first choice al the positions. Where there is a need for new principals~our existing vice-principals
are interviewed for an upward promotion. After which, when the number ofopenings bas been
established, to fill the new gaps in the vice-principal corps - aa:ording 10 the coUective
agreemen~ we can then advertise witbin the teaching ranks for candidates ta apply for fust-time
vice-principals.

COM3: We know this. What's yourpo~ Glasgow?

DG: There are several points. F~ only candidates witb either administrative experience al the
Board head office or as a senior vice-principal with a minimum of tive years can apply for a
Principal position. Second, since your candidate probably knows this~ he did not apply for the
position.

COM3: l'bat is a silly teehnicality that cao be overridden bya Board resolution.

DG: Perbaps~ but 1doubt it.

VPRES: Go on.

DDG: Further. bis administrative background is DOt comprehensive enough'" or the length ofhis
experience as a junior V.p.... in charge ofdiscipline and attendance al the junior higb schoolleve~

along witb bis minimal teaebing experience would create a teaeher uprising at Berlindcr and
everywhere else. This is especially serious in ligbt of how many other more qualified candidates
were passed over.

VPRES: So?



•

•

IJ]

DDG: He is not qualified.

COM3: By wbat standards? He is ethnically qualified - a member of the population base that is
involved in the Berlinder parent body.

DG: Youm~ he is ofHispanie descente

COM3: And black. Not ooly that, outside. on his own rime. he bas been volunteering hours of
time with severa! higb-profile youth programs in the more troublesome ··Iower incorne class
communities.-.

DDG: This is true. However, the issue is not bis ethnie background or bis community work. but
bis administrative background and contribution to the commissiOll tbat are weak.. He is not
experieneed enougb. nor bas expanded bis academie qualifications 10 begin 10 qualify.

COM3: This is absurd! He bas the Most important credential. He is a role model for the students.
He is a1so young and high-spirited. He will inspire and raIly the students. Loo~ bere is ~ man
who bas made the commitment to working with youth bath inside the school system and'outside
in the community. He bas run üteracy programs in the evenings and drug prevention programs on
the weekends. He is inspiring.

DG: But not to a staff.

VPRES: The staffwill do wbat they are told. He is ofa visible minority, and he is a Vice­
Principal. We've bad our eye on bim for a while, aJk1 it is time for him 10 move up.

00: Tbat does not quaJify him for Principal.

COM3: Tbat's rather white ofyou, isn't it?

DG: No, it is professional. As Direetar GeneraL it is my responsibility to operate this
Commission with the bighest degree of integrïty • whieh includes the preparation ofa candidate
list for senior administrative $Chaol appointments. We bave a directive in place for Principal
selection. We are mandated 10 use the directive. It is DOt sitting weiL with any ofthe
constitueneies that you•ve gone outside titis dim:tive twice before in recent tintes. He may bave
these fine attributes, but he bas not performed these "'community service" acts within bis own
school.

VPRES: As that bas itself clearly demonstrated, mandates cao be overridden. Regardless~ your
lists on bath of those occasions were not acceptable.

DDG: Not acceptable ta~

VPRES: And rightly so. As a senior Commission Counselor, 1 represent the entire community
and it is my responsibility ta bave more administrators appointed that represent the true nature of
the Commission's cbanging population.

DG: May 1remind bath ofyou tbat the Iast !Wo appointments you coerced the Board ioto bad
grave results. The first, al Walinda School, caused a teacher walkout after bis first three weeks~

with complete support of the schaol parent eommittee. This bad never bappened in the lOO-year
history of the commission. It was not until the MEQ [Ministty of Education ofQuebec]
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threatened ta "pursue other means'~ofnegotiation \\ith the teacher-s unio~ that you and the
Board finally aitered bis appointment. Seconcl at Craven's Head Sehool~ your appointee bad been
accused four times ofstudent abuse and harassment. You permitted us to relieve~ reluetantly.
not because ofyour beliefs in hi~ but due to the lawsuit that was launched against the Board.

ODG: You may he the eleeted officiaIs of the Boarcl but you are not alIO\\ing us to do our jobs.
Please. the Commission cannot afford another teacher walkout. Please do not force your
candidate in.

VPRES: These allegations have not been proven. It seems to me tbat you do not want Principals
ofcolor in the Commission.

ESD: E.xcuse me sir, the Commission bas a.loog anddistinguished hîstory, as 1am sure yeu are
aware. of being at the foreftont ofaffirmative ac:tion in hiring ...

COM3: Come offit. Perbaps his '-in service~ record is not brilliant. But he believes he can do
more good in the youth organizations where there is no academic pressure ta get in the way. You
know, many ofthese underprivileged kids do not sec education or a-me sc:hool" as a way.out of
their poverty. His presence is felt where he believes il is Most important. Sa, bis commission
record is not that great. The point is that the population is cbanging in color, and we bave to
address it and here is a man who is addressing Ît.

DG: We have been addressing il, but mat is not the case here. It is question ofsubstantive
credibility... and by the way, the demographics do not at all support your claim on the ethnie and
color breakdown of Berlinder. The Berlinder School is in a very established neighborbood with a
clear non-eolor population. Even 50, this is not the issue. The question is bis underdeveloped
academic qualifications, bis minimal administrative experience and bis shaliow commitment to
the Commission. His annual evaluation reports certainly substantiate where bis priorities lie and
they have not been in bis sc:hool.

VPRES: [t~s even more ofa reason ta appoint him there. It would clearly make a statement that
the Commission is open to taking risks. Let's put the energy he bas outside of the school into the
school. An~ having a a"visible minority" as Principal in one of the Commission's flagship schools
- a predominantly aawhite" school- would be a great sign ofprogress. Many parents ofhis
students have informed me that he is a good man and teaeher. He is perfeet for the job.

ODG: 1doubt ifany ofthose parents are from the Berlinder school. The McGovem Sehool is in a
totally different ward - differeDt socio-economic class a very blue~ollarworking<lass parent
population - not the high-powered. up-end professional class ofthe Berlinder School. An
inexperienced principal, as we bave witnessed in the~ would be eaten alive.

VPRES: That's absurd • parents are parents. 1bey bave expressed their view .-.

COM3: There is something very wrong here. You're really saying that a ""white schooln can't
have a "non-white" principal.

DDG: (pause) Clearly not ... You still don-t sec the problem here. No staffwill support him· not
because he's a ·-non-white"· he bas DOt fulfilled the experience criteria as a Vice-Principal or
an~thing. He bas not proven any leadership or management skiUs IN nIE SCHOOL ... Ifyou
proceed with this appointment, you are forcing the Union's band and, don't forgel, Dot to
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mention the Berlinder parents" committee who bave always supported their faculty. They will
march on the board and demand the MEQ investigate the Commission.

VPRES: Don"t be ridiculous.

ESO: They have made such demands in the past. In 1988 and 1992, the board backed down.

COM3: Why can"t you just agree or do you have something to bide .. sorne closet r3Cism?

(PAUSE)

DG: (a very slow. tense contro/led response - obviously avoiding the racist implication) Mr.
Dowe, This is not a race issue. l bave nothing ta bide. Y~ 00 the other band,. may feel extremely
uncomfortable under the eyes ofa MEQ investigation. You have oever been through a ~dEQ

inquiry. If they feel that there bas been any wrongdoing or mismanagemeD~they could put this
Board ioto receivership. The public record is on our side, not yours. The union is not in support
of your position or management record. This govemment needs the union for support in the next
election .... Receivership is not a healthy state ofaffairs. Do you rea1ize the implicatiOll'ofthat?

COM3: Come now, aren"t we getting carried away here? rve been around long enough ta know
that they won't bother on this type of local issue. Stop posturïng. Why cao't you take the other
position? The Ministry bas been cbanging their position every day with more site..based
management policies. [t would seem to me; they wouJd more tban encourage a visible minority as
principal in this schooL

ODG: Tbat is not the issue. Vou do Dot need to deal with the MEQ, but we do. An inquiry ..
especially brought on by the union, will cause bavoe ta the commission. The press wiU have a
field day. You will be crucified and dismissed by crown order.

COM3: They canOt do that. It"s unconstitutional and ilIegal!

ESO: AetuaJly it's quite legal under the Education Act .. Article 3~ Section 4, Paragraph ....

VPRES: Why do 1 have the distinct feeling you're trying ta scare or blackmail us? 1 could have
you relieved ofyour duties for such an aet.

DG: (Pause - The DG stares the Vice President down .. with a look that says .. don 't threaten me)
First ofan. there is DO blackmail here. Secon~ we are giving you scenarios .. and that is also pan
of our mandate - to pratec:t the Commission. C'mon, you know that's not the issue here. You"re
playing Russian Roulette with the Commission. Read the Iaw, and remember that everything that
goes on is of public record - even behind closed doors. If the MEQ wants ta find out .. it will with
court orders. The point here is you cannat afford to appoint this candidate to this position. The
potential for problems is just tao great.

COM3: Oh, come offit. This is outrageous. You"re threatening us. You can~t do dUs. We
represent the people .. your job is to cany out Board policy. Ifthe Board wants Tyrizo as
Principal, he will be appointed.

ODG: (Baclcing down a Little) Yes, you do have the power to make sucb appointments. And. yes,
when you forced the fast two appointments, you convinced the rest ofthe board members ta
support you. This time it is different. 80th the union and the parents committee are waiting for
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you ... 50 is the press and 50 is the MEQ- For the sake of the Commissio~drop this candidate
and appoint trom our short list.

VPRES: But wbat about Tyrizo....

DG: YOUf need for Tyrizo is purely politica1.

COM3: Our need is clear. The ethnie population by i15 simple growth through unemployment and
immigration is changing the landscape of the school.

DDG: But not at BerÜDder.

COM3: Allow me to finish. The criminal element and vandalism are on the increase in the high
schools. Blacks and Hispanics are being blamed for tbese occurrences. As much as 1bate 10
admit i~ much of this is trUc. We need more role models for the students • especially in positions
ofauthority. Don't you sec this?

ESD: Ofcourse we sec tbis. And. we bave been addressing it. We bavc appointed al lcast tell
new administrators ofcolor over the past fcw years, SOlDe better administrarors tban others.
However, all these candidates bad met the requirements for the position. It is critic:a1 for a
Principal to show leadership 10wards bis tcachers • and give them confidence· 50 they cm go and
face the students. The raie model must serve the teachers first- tbcn and only tben cao the
students follow suit. Tyrizo is young· give bim some tilDe to season.

COM3: A nice theory when bath your administrators and tcachers are white. Let's face il, when
we have to have police in the high schools for student protection· and they are ail white - it sends
a message that we cannat take <:are ofour owo. We need morc blKk principals! Herc is a persan
who that bas the credibility ofboth the ethnic and blKk communities. What other needs could
you want?

DDG: We appoint qualified principals who are black, white, orange, green or wbatever. [{we
appoint an unquaIified principal, especially one ofcolor - who can not cut il, a much worse
message gocs out 10 your ~..wbite population."

COM3: And what is that?

000: IfTyrizo is appointcd· one, he will not bave the support ofhis facuIty; two, bis record bas
not shown him ta he a good teebnical manager - 50 he will not be able to deal witb the
technocracy of the schaol: so, three, the students and their high-powered parents will walk ail
over hint • espec:ially since the parents' committee ofBerlinder is 50 strong they will not pennit
him time ta leam on the job; therefore, four • he will force us 10 transier him and you will be lcft
with a case of 'You sec, a black principal can't do it." It will appear as tokenism and everyone
loses - especially thase black administrators who bave made it. The chance is tao grcal. IfTyrizo
bas the talent and the gumptioD, let him mature a bit. It'5 tao greal a risk.

VPRES: To me, it's wonh the risk.

(pause)

Blackout
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SCENE 4 - At the Closed Meetinl of the Board's Steerinl Committee

(The meeting has been on fOr a white.)

PRES: Ladies and Gentleme~we can sit and argue this one forever. The administrator selection
lists are in front ofyou - can we get some fonn ofconsensus at feast. Now, why 15 Hempstead
High School such a problem?

ESO: [t's not that ifs a problem. [t's going through a plant expansio~ and the Principal is trying
to run a school with construction workers nmning into students aU day long, the noise and 50
forth. The traffic congestion around the schoal is a mess The parents want the school closed down
for a while and want their children bused 50mewhere temporarily tbat~s ail. Principal Masen bas
had it and is taking early retirement. We need a principal who cao pacify many different parties.

VPRES: (Sacaslica/ly) Vou Mean the bluebloods are upset. Be care~ you'lI make me cry.
What'S 50 difficult, is it that their chauffeurs are tbreatening to go on strike because they may
bave to wash and wax tbeir limousines once or twice more a week and by driving the liule
darlings to another high schoo~ it will make their snotty parents Iate for tbeir moming bridge club
game? Hey, 1have an jd~ put in Guilani Petzoni, head of maintenance, he batters bath
construction workers and students. (Sniclœrs from some and signs ofdisgustfrom olhers.)

000: That is not the issue. The nearest high schoal to Hempstead that offers the required
university prep courses is 45 minutes away by driving; we won~t mention the cast ofschool
busing or public transpOrtation. Hempstead aIso borders the Daijon aRa. This is a solid immigrant
neighborhood. The population of Hempstead High bas increased 20% in the Iast three years
alone. Many parents are threatening to move their children out of the school. The school
administration bas had ta deal with much t1ak from ail sides. Masan bas bad it. We need a very
astute political and community high profile personality.

DG: Are there any problems with Vincento Allanis as the new Principal?

(Ail nad in agreement.)

Now to the next ite~ Vaughn and Revett High Schools, update, Mrs. Deglee.

DDG: Wel~ Vaughn is getting by, ail things considered. Principal MaeCauley was much lovecl by
the community and bis massive heart attack sent shock waves tbraugh the schao!. The staff is
very depressed, as are the students. "The Vice..Principals, they are both new, are holding their own.
ChristianMcF~ the regional director bas pretty much taken over the school- and (loolcing
al DG) we must say is doing an outstanding job. Mf. Glasgow and 1are thinking tbat we may
transfer in, on a temporary basis, Glen Leister, the senior Vice..Principai from Uniondaie High
School to serve as Acting Principal until George McCauley recovers. We spoke to Tom Merrick,
Ward 3's commissioner, after which we consulted with Uniondaie's Principal Joan RosaIind. She
thought it was an excellent idea. She'U appoint a senior teaeher to serve as an acting V.P. until
everything gets settlecl.

Now Revett's another story. We are in very bad shape there. The teae:her's union will DOt budge
on its harassment charges against its Principal Kroosh. Morale is at such a low. Our investigation
is just about complete.
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caM3: This is my ward; 1don't want you guys making unilateral decisions. Principal Kroosh
bas been an outstanding Principal for over 20 years and bas kept Revett together for a long time.
The parents and students suppon hirn.

VPRES: These two teachers are female ac:tivist twïts; they should be disciplined. Wbat would
they know of harassment? They should spend some tinte down in my old neighborhood.

DG: Mc. Kazankis~ our legal department bas been on this case trom i15 inception. The
investigation is not complete. The union bas clearly documented the case. UnfortuDately, the
Principal does not fair too welle From what Peter and ( have discover~ it is clear that Kroos~
regardless ofbis administrative prowess7 bas bee~ for many years7 ratber '''nasty'' ta bis female
teachers. The Principals' Association bas not yet said a word ofsuppon. Traditionally, this means
they inherently believe the charges. Wc"U bave to deaI with Kroosh SOOD..lt~s very much a work­
to-rule response by a united fàculty.

VPRES: Wbat bave you done ta stop this ... insurrection?

ESD: 1wouId not call it an insurrection. A ....work to nUe'~ is within the rigbt of the teaehers. You
should recall that section of the CoUective AgreemenL Classes have not stopped. Extra-eurricuJar
activities bave ceased. This bas bad a very negative effeet on the student body.

COM3: Answer the question. What bave you done to fix tbis? Have you threarened the tcachers
with punitive actions? 1bave parents telepboning my office every day demanding tbat
SOME1HING BE DONE!

DG: No, 1bave note They are within theu legal right. 80th John Jonas~ Revett's Regional
Director, and 1bave spoken ta the fac:ulty and the administrators to come ta a working agreement.
We have made sorne progresse Jonas may take over the school on a temporary basis. We must
put the students first. This is a critic:al rime. The CEGEP (or College) marks must he in by March
1. Final term exams are coming up. We must insure tbat teachers will not jeopardize extra study
and review sessions. They are midway tbraugh a basketball seaso~ the regional science fairs are
injeopardy as well, and 50 on. 1do not want a repeat ofwbat bappened last year cluring the
teacher contraet taIks. If it means moving a principal around for a montb or two ta get these kids
throu~ than tbat~s wbat will happen - after consultation with ail concemed parties.

(Silence).

PRES: 1think it's been covered. Wbat about the rest of the principals - what docs it look like for
next year?

DDG (Looking ar noIes): WeIL along with our current dilemma, next year sees very littJe
movement in the elementary sector; but in the secondary, two ofour new principals are not faring
weil, two are retirin& one is going ta the private sector, one bas a heart c:onditio~ and another is
under investigation. 1brec Vice-Prinçipals are retiring. There will detinitely be movement. Very
few experienced principals want ta move into the more troublesome bigh schools. Franldy~ the
Principal's Association is very concemed. Their greatest wony seems ta bave come home to
roost.

VPRES: And wbat is tbat?

DDG: That the system is collapsing.
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DDG: That the system is collapsing.

COM3: l'hat's ridiculous.

COM5: No, ifs no~ (fI may say a few words.

PRES: Go ahead.

COM5: Thank you, Mr. President. (fyou ail recalL except for Mr. Glasgow who was not here
three years ago, against the judgment of the Principal's Association and a minority of
commissioners, including myse~ the Board ofCommissioners cancelled a principal's training
course which was designed to prepare candidates ta enter the administration ranks. Mr. Donat,
then Director ofPersoDDe~created the training course with the blessings ofmany. Unfortunately,
two years ago - due 10 wbat can be best described as a political power trip by some
commissioners, the program was stopped. So here we are now some three years down the line
with a great need for administrators, with none in the ranks.

VPRES: Oh come on Phearso~aren't you exaggerating this a bit?

COM5: Not in the l~ since you were the one who led to its dismantlement.

COM4: l'hat was an expensivepro~ and the money was needed elsewhere.

COM5: l'hat's not tnae and you know it. Let's not argue the point. Tbat's a mute point. Rigbt
now, we need almost a dozen administrators and we need some ofthem DOW.

COM3: Funny, this is probably one of the few times, 1agree with you. Whic:~ on the subject.,
brings up the Berlinder School principalship.

VPRES: lbat's correct. (Looldngat the DG) Speakin& 1 believe, on behalfCounselorTom
Merrick, we rejec:t your candidate list and submit the name ofGeorge Tyrizo for ~e position.

COM5: [ know mat name. How did you come up with it? He was a very poor teacher and from
what l've heard an a1most useless Vice-Principal.

COM3: (Somewhat talcen aback) And how do you know tbat?

COM5: He taught history al the Cracken School where my son Jeremy was a student. As 1 recall,
he was nothing to write home about. [ was on the School Council ofCracken when 1 first became
a commissioner. His department heads and faculty coUeagues were ramer ambivalent regarding
his classroom style. He was safer as a Junior V.P. Regardless. he hasn't been a VP long enough
ta qualify as a Principal. Am [ correct?

oDG: Absolutely, among otherthings. He bas only a bare Bachelor's degree and bas bad nothing
ta upgrade his schooling in administration. He is marginal al best.

COM3: Wbat does this bave to do with anything? He is an upc:oming adminïstrator, a role model,
and gives hours to youth programs in community service programs.

ESD: Model for what? He bas never supervised any extra-curricular activities in the sc:hools he
bas served in or taken on any leadership roles in any of the schools he bas been associated with.
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VPRES: He was a department head.

ESO: Yes, for a year or 50. He did not shine.

COM3: We need young administrators ofcolor - to serve as raie models for students. His service
record aIso shows that he bas been awarded severa! municipal and provincial awards for bis
community service. Get him in to show kids that they cao make it.

PRES: This is true.

ODG: l'bere is no question that allline administrators are role models. However, they must
demonstrate their leadership for all the constituent groups ofa scbool especiaIly in the more
racially mixed multicultural schools. Tyrizo bas DOt proved himselfin this regard. He bas taken
no initiative ta understand the mecbanics ofadministratiOD. He bas DOt applied for any
professional development ofany kind or indieated in any way that he was interested in
advancement.

COM3: He bas expressed an interest ta me.

VPRES: And ta me.

ESD: But he bas not made any move ....

COM4: But Ted is right. We do need more administrators ofcalor - hasn't anyone ofcalor
appüed for this position?

DDG:No.

COM4: Have any existing principals shown an interest in transferring into Berlinder?

DDG: Apparently not. It was offered ta bath Foster and TimmODS. They bath declined.
Besides, Berlinder is as '''white'' a school as you can get. It does not bave a need, given a multi
cultural parameter, for a principal ofcolor.

VPRES: l'bat's rather white ofyou. 1thought you folks were calor blind.

DG: Thafs not the issue. The parent population is middle 10 upper class and very active in the
school. They would eat hint alive.

COM3: (Rea/izing dejèat) So, where does that leave us?

PRES: Let's take a break for 10 minutes.
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SCENE 5 - Powwows

AS PEOPLE DISPERSE: ESD EX/TS - UGHT SEPARATE AREAS 1.2.3. INAREA 1 ARE THE
PRES AND COM5: ARFA 2 ARE DG. DDG: AREA 3 ARE VPRES. COM2. AND COM4. IF NOT
TOO DISCONCERTING. &tCH AREA WHEN IN USE SHOULD COME /NTO FUll UGHT.
REMAlNlNG A1Œ4.S GO TO 30% lUUMINATION W1TH CHARACTERS MlM1NG. ETC.

CROSSFADETOAREA 1

DDG: Well~ that wasn't too bad for a start. [think the Tyrizo thing bas been put ta rest. Dou&
why didn't you give the full disclosure on the Kroosh affair? From wbat you said ta us tbis
aftemoo~ 1 tbought your ruling wu completed.

DG: It basica11y is, but not ail bave ratified the ruling. [just sent Peter out ta confer with ail
parties as was discussed at tbis moming"5 meeting at Revett. 1didn't want ta let on anything yet
because KIoosh may reject the decision. He told me after the meeting he would probably abide by
my decision. [ will announce it tonight ifPeter gets final confirmation ftom all parties. III this
case it is KIoosh. Tao ba&l he is a good administrator.

DDG: When [fast talked ta~ [ bad the feeling he really is sorry for the whole thing. He bas
some good years Icft. rm sure bis pride is hurt. But he is a true professional. He'll take the heat.
We can put him somewhere next year. He"s not lost.

00: Do you bave the rest ofthe candidates Iist?

Doo:Yes.

DG:~ we'lI deal with tbat tonight as weU.

CROSSFADE TO AREA 3

COM3: Oamn. [really wanted Tyrizo.

COM4: Thal's pretly obvious, but wby? Normally, Tecll supporty~ but this wu impossible.
He had no distinguished service record. Wbat did you sec in this guy?

COM3: You don't see ~ do you?

COM4: See wbat?

COM3 (passio1lDtely): ln a lot ofthe more racially mixed schools, the aets ofviolence are
increasing. And many kids ofcalor sec no use in coming to schaol. Lares and absences are
increasing at an alarmïnS rate. 'The racial conf1idS are getting worse. The police are in more
often than we'd like to admit.

COM4: But there's nothing new there. We have been working bard at tryiIls to change that ...

VPRES: It's changed. though. [t used to he just a black-vs-white thinS. Now it·s simply a "blaclc
thing." Jamaican against Haitian against Nova Scotian. The North Afriçan immigrants don't
understand the culture. The Asians, Chïnese.. l'hais, Koreans and Vietnamese bave major gang
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wars battling for territorial rights within the school. Shit. the whites are the least ofthe problems.
[fs not just race - ifs culture~ it's color. its religio~ its money - ifs a power struggle for identity.

COM4: So~ what you want is administrators ofcolor wbo can deal with this. Agreed. But they
have to have the balls to deaJ with it. It doesn-t seem that Tyrizo bas taken the effort te
demonstrate it in the school.

COM3: You doo't understaDd the culture. Tyrizo made a conscious choice ta put tinte and effort
to where he sees the true problem - on the streets. He lcaves the school and goes ta community
centers.

COM4: But that·s DOt the question. He bas ta deal with a schoors technocracy and bureaucracy.
He bas obviously chosen Dot to consider those critical items as importallt. You can·t force a
person to lcam those things. Even the oc:casiona1 times we have ail played golftogether, he bas
never really said anything seriously about this - even the 1ast time you brought it up. He vinually
shrugged it ott: ifyou remember.

COM 3: He doesn't even know bis own potential.

VPRES: He really basn't been tested. But that'sjusttbe one of the problems.lfwe continually
allow the establishment. such as Glasgow, to get bis way, we·lllose ground in the end. We may
forfeit this one, but we11 get Glasgow eventuaJly. He must go through an eva1uatioD before bis
contraet renewai- ~·Commissionpaliey." Let'sjust be very prepared. lbere are two Commission
eleetions between nowand then. Let's be '~studiousn in who runs for the positions. Ifwe can't get
him one way, we'lI get him another.

COM 4: Tell me, is there something cise here? What 1don't understand is why you are pushing
him. ifTyrizo himself doesn't want it?

VPRES: It·s a question ofpower.lfwe <:an get more of our kind ioto the commission hierarchy,
then we can get footholds into the more critica1 areas ofthe commissio~and use the commission
more ....

COM4: More for what?

COM3 rAfler ajëw seconds): 1bat remains ta be seen.

CROSSFADE TO AREA 2 WITH PRES AND COMS

PRES: 1feel that these confrontations between Doug and Kazankis are getting pretty intense. We
should real1y try te work together in these things instead ofa1l this open nastïness.

COMS: Leonard, wake up. You've been on the Board long enough ta know that Kazankis and bis
buddies are not exactly straight. 1bey may be dedieated to their wards - as we all are. But, let's
draw a line bere. Whatever Kazankis gives.. he wants back thrce times over in something or other.
HiriDg bis friencls, special tùnds for bis scbools- wbatever. He plays politics better tban the rest of
us. C'rnOD Leonard. You may be the President of the Board and tradition dictates your sense of
impartiality - but we ail know Kazankis.
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PRES: Wbat we do net know or wbat we see in private should not influence the public arena of
collegiality between Commissioners. That is not to say we condone misgivings. But they should
not he in public view.

COM5: Wbat are you saying? Kazankis is a crook. He uses bis Board position for persona! gain
half the time~ and we ail know it. And. if we go against~ he plays each one ofus against the
another. The guy is a first-class manipulator.

PRES: This is not in question. However~ the Board must always appear united beyond these
doors. Ifno~ any schoal council will aet unilaterally against the Board. We~ve seen it happen ail
too often. These schoal councils have been the instnunent of destruction. ln order for the Board
ta operate successfully~ there must he some (pause) ..t1exibility~ (implying a needed dishonesty)
in benclïng the ndes.

COM5: Lenny~ 1 know you believe that a little bit ofcorruption is necessary for the Board to
operate with some degree of success. But lines bave to be drawn. The writing is on the wall. (t
took Doug (wo and a baIfyears to finally squeeze Dedroty out. He was robbing the Commission.
And even with him ou~ he still cast us plenty with bis compensation package. .

PRES: Hu~ the point is that he is out and - without a public scandaI, a Ministry inquiry or a
press nightmare. We bave a great new Deputy Direc:tor General in Donna. Realize tbat these
guys had to support her or else Dedroty"s hearing would bave revealed too much. We won one.
Let us count our blessings. Ail that sai~ il is cleac tbat Kazankis and bis following are somewbat
tunnel-visioned and will inevitably bang themselves and unfortunately take us with them.

(DG joins the group.)

DG: Leonarc;L 1am expeeting sorne important information regarding the Kroosh atTair to come in
tonight. (f it arrives~ 1 will add il to the agenda.

PRES: Not a problem. By the waYt Doug~ do you have the tentative line administrator Iists
revised and ready for discussion.

DG: Yes~ we sbould start this part of the meeting with them.

PRES: Fine~ we shall do tbat.

CROSSFADE TO FULL LIGHT

SCENE 6 - The Crossfire

AU RETURN TO AREA 2 TO THEIR SEATS A.T THE CONFERENCE TABLE

PRES: Ladies and Gendeme~Let us continue. We"1l tum to the revised Principal selection lists.
Douglas - (DDG distributes /ists to ail)

DG: With George McCauleyout for the remainder of the year~ Glen Leister will take over al the
Vaughn School and then will become Principal at Berlinder in September. We bave problems al
Ballston High with Julio Orte~ and Louis Coswell at Railway Station High. 1bope~ tbat by the
end ofthis evening, 1will have more news regarding Kroosh at Revett. Unfortunately~ [cannot
talk about it at this moment due to some legal agreements.
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COM 3: (find this all very upsetting. 80th Ortega and Coswell are [\Va young Principals of
calor. ( am really getting the feeling that there is a strong racist agenda going on here.

DDG: 1assure you~ Mc. Dowe~ this is not the case. Lesley Smits~ Regional Direetor for BaI1sto~
bas been working \\o"ith Ortega for the past two years since he was appointed. Unfortunately, he is
having many difficulties. He gets nothing in on time~ vancla1ism is up 26% over last year. The
Vice-Principals are also very weak. Ballston is in Mr. Peterson"s ward and as he will attest, we
have received countJess complaints tram parents and teachers.

PRES: rm aftaid it is true. My own contacts in the school corroborate the situation. Something
must be donc. 1 bave received many, many complaùJkt.

DDG: The Railway Station situation is not much better. We had great hopes for CoswelL. Railway
Station High is a very multi-racial school. Coswell is trying bis best. 1have spent much tinte with
him since my appointment as Deputy Direetor General.

COM4: [ see a major problem bere. These are two principals trom visible minorities. Ifwe cao"t
keep them bo~ [ sec some very negative reaction from these rKial communities.

COM3: This is very true. Unfortunately, Coswell is reaUy baving problems. This is a school in
my ward. As you know~ Coswell is black. The school is about 30% As. 40% Black and 30%
everytbing else. It's a working class tirst and sccond-genentiOll immigrant student body.
Everyone is defensive about everything. 11lere are lots of violent adS and broken homes wbich is
unfortunately typical ofthis part oftown. When CosweU sides with the nOlle-blacks, he's referred
to as ;-anti-brother" by the black students. When he sides with the blacks, he's aaacked for
··favoritism." He's caught. He doesn"t have it. He bas a heart ofgold. He cannat take sttong
stands. [ understand bis position. But 1cao ooly hold bis band 50 long. 1bave a another c:once~
and l'm sure ifs not just simple paranoïa on my part, but ifhe really blows this positio~ it may
set back a lot of things race-wise in the school and in the ranks.

VPRES: As a member ofa immigrant community, 1am very concemed. lbe cbariging face of
much ofour community requires administrators who serve bath as leaders and as role models. 1
really do not want 10 sec these Principals go.

COM5: As much as this may hurt the efforts ofthis board with its affirmative actionp~ the
safety and security of the sc:bools and students must take priority. Doug, wbat do you propose?

DG: We've given this a great cIeal ofthought. Donna and Peter bave come up with the following
plan. Do~ please explain.

oDG: For the remainder ofthis year, we keep it as is, monitor closely and continue 10 support
them. Next year, ifwe take, let's say Greenfield, out oflslip Middle School and made him a high
school principal al one ofthe more stable schools, we cao then move someone like TimmODS over
to Ballston or Railway Stalion. We do bave a number of middle-range VP's who couJd move up
to Principal for the rest. There may also be some elementary principals who may be inter.:sted in
moving up. Ifsorne applied, we could conceivably move them into the more stable bigh schools
and thase existing principals over to the more cballenging sc:hools. Don't fOllet, we stiU have two
more retirements, one resignatio~plus these others we bave 10 deal with.
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DG: The only hangup with that is mat Most principals will not move without a bit ofcoercio~
especially into replacing Ortega or CoS\\·ell. The collective agreement with our administrators
pennits them to stay where they are in Most cases if they have over ten years' experience.

COM4: And wbat about them? Ifwe move those guys out. what do we do with them without
embarrassing them and getting both the minorities and the press offour backs?

(ESD retums and passes a pape" (0 DG.)

ODG: That's true. However. there may be some alternative positions here al the head office. For
example. let's say we created a special projeet for multi-eultural and multi-racial sec:ondary
school integration and put either one of them in charge of il. There is some grant and special
projects funding available - al least for one year.

CDM3: Yes, rm sure we can loosen up some funds somewhere - witb retirements.

VPRES: That may work. But most people would sec this as burying them in the Board Office.
You know, taking care ofour own. It's politically dicey. Let's just leave them where they are and
bring in additional support staff for them.

ODG: The parent committees in these schools would storm the Board and you know Ît. We do
have sorne elementary schools with high muIti-racial populations. Maybe we could help them
along by putting them al that level. In that way they would remain principals, but al a junior level.
The only catch wouId be the transfer situation ofthe existing principals.

DG: This a1so means we'll need an additional two or three to the five we already need for Vice­
PrincipaL However, there are always many candidates for these positions.

CDM3: This is a horrible trade-off theory. DemotioDS. It makes every member ofa minority
community appear weak.

DG: The alternative in keeping tbese administrators in place would be catastrophic.
We will work with this scenario for the moment. The other appointments on the list in front of
you may change a bit with these new possibilities.

PRES: Is there anything left to discuss?

DG: Yesy 1am now in the position to inform you more fully of the Kroosh affair resolution.

VPRES: (Surprlsed. defensive and ready ra fight) What! Why didn't you say so earlier in the
meeting?

CDM3: (Very angry) How cao you make a decision regarding a Principal in my Ward without
tirst informing me?

PRES: Order,Order. 1am sure Douglas will explain it ail.

DG: Earlier this wee~ Petery Christian McFarley, Regional Direetor for Revea and 1 completed
our investigation of the Revett incident in consultation with our legal consultants. We concluded
that Kroosh used inappropriate bebavior not ooly for this incident, but for a number of incidents
which came to light over a many-year period. After deliberation and consultation with our legal
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counsel., our recommendation was tbat Kroosh be removed from the position for the remainder of
the school year. It was aIso suggested that Kroosh participate in some bebavior modification in
order to be eligible to serve as an adrninistrator in sorne capacity for the following year. He would
come and be given sorne ~'Pe ofspecial project al the Board Head Office without loss of pay or
seniority.

COM3: (Losing composure) This is completely out of the question! You bave no power to do
this. This time you·ve gone tao far!

DG: Allow me to continue. To the teacher·s union., Principals· Association and the parent body of
Revett. this was acceptable. The meeting with Kroosh was not easy, but as a true professional., he
reluetandy accepted the decision and agreed to all the terms. On bis own, he clearly staIed he
would formally and publicly apllogize to the involved teachers as weil as to the Revett School
community at the appropriale opportunities.

COM4: 1cannat accept this. How cao we as a Commission sit here and accept this dccision and
not support one ofour 6nest Principals?

ESO: He is an excellent Principal in most respects. Unfortunately, during the bearings, he
received virtually no support from any tcacher, administrator or parent group on this issue of
chauvinism. It was you., Mr. Dowe, tbat showed support. Kroosh was takcn aback by the process
and the lack ofsupport. The investigation was incredibly thorough.

DG: 1 must apologize for not informing you earlier tbis evening. However, Mr. Kroosb.. after
hearing the decision wanted some time to seek advice ftom bis legal counseL He's a professional
and knows he still bas a future with us. We bad ail agreed ta give him some rime ta consider all
the implications of the ruling as weil as the other parties involved, who, 1am very pleased ta say
will not take titis any further.

COM5: With this decision., can Kroosh be eligible for a future administrative position next year?

DDG: He will be eligible, but we bave to be sure that he is capable ofchanging this one area of
his behavior.

COM4: This is Most distressing. (feel that this is an arbitrary, cold and totaIly unfair ruling
making Kroosh a scapegoat for seme feminist right-wing radicalloudmoutbs. This must be
Învestigated further. 1strongly propose a Board resolution reversing this ru1ing.

VPRES: 1demand your resignation, Glasgow. This is the straw tbat bas broken the camers back.
First your forced resignation of Dedroty and now this.

(SILENCE AND PAUSE)

PRES: A moment please. Mc. Kazankis, Mr. Thompson., 1 petition you bath ta withdraw your
request and demand. This is not within the jurisdiction ofthe Board.

COM3: Everything is within the jurisdietion ofthe Board.

DG: Mt. President. Ifl may. 1 have ooly a few words ta make on bebalfofour ruling, rcgardless
ofyour ~·jurisdietionalthreats" towards bath my staffand me. First, the nmning ofall matters
conceming the management of personnel come under the jurisdietion ofmy office as stated by
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Board policy and my contl'aCt. Therefore~ you canno~ without a nasty legal challenge in this
matter, touch this incident. Ali due.-process protocols were followed upon agreement ofail
involved parties, aIl unions and associations. The ruling was discussed and prepared by our legal
department. You were ail made aware of the proc:eedings. There was nothiog hidden as it was in
previous investigatiODS. AlI parties agreed to the final decision. The matter is closed.

Second. we have averted not one, but two major legal··work-to-rulen incidents~ ifthey had
occufre<L would have been a public relations nigbtmare. [fyou decide to take this any further.
you are tempting fate. And rest assured. al the next school board elections, the teaehers· unions
will make sure the third ofyou who will be running far re-election in June who do not support
this positia~ will he targeted. Il will be very, very Messy. Plcase, for the sake ofthe Commission,
accept this decisiaD.

PRES: [concur with the findings and am aJso in agreement with Douglas on bis legal position.
Reconsider YOUf staD~ Mr. Kazankis.

(Afler afew moments. reaiizing he hm /ost.)

VPRES: [ withdraw the motion. (Gets up and tunlS 10 some direction.)

COM4: Theo, 1withdraw my motion as weil.

PRES: This meeting is adjoumed.

(AS PEOPLE BEGINTO LEAVE. COM4 PA.SSES DG AND SA.1':s" IN WARNlNG fONE)

COM4: This is not forgouen!

FADE Ta BLACK

END OFPLAY
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CHAPTER NINE - THE PUBLIC PERFORMANCE AND VlEWER REACTIONS

THE PUBLIC PERFORMANCE

This chapter presents the audience response ta Transitional Wars. Il is used to vaJidate

the ··reality" of the playon the one band and to assess the utility ofdraina as a vehicle for the

ongoing professional development ofadministrators and in the preparation ofstudents of

educational administration on the other. The chapter concludes with recommendatioDS for future

production improvements and considerations.

THE STAGED READING

Transitional Wars was presented as a staged reading (a dramatized reading with minimal

staging and \\-ithout full theatrical efFec:ts) ta an invited audience of mostly edueators and several

others (business executives and spouses ofreaders) on October 19, 1997 in the Bbatla Studio of

St. George's SchoalofMontreai. Byand large, the group was an experienced lot. Ofthe forty­

one viewers, there were nineteen females, twenty-one males and one non-declared by SCX. The

groups' mean age was forty-nine. They had spent, on average (mean) twelve years in elementary

education, thirteen years in secondary education and ten years in central office work (see

Appendix 2A and photographs). The public schoal edueators had an average oftwenty-three

years experience in the field; the independent schoal edueators had an average of fifteen years

field experience; and for those in higher education (university and/or CEGEP) fourteen years was

the average. Many ofthe edueators bad bad experiences in bath the public and independent

seetors.

The evening was divided iota tbree general time frameworks. The first &amework was

the introduction ofthe evening and the presentation of Transitional Wa1'S. The audience

members, as they entered, were each banded consent forms and response form packages with the

instruction ot: ··Please do not open until laid ta do 50." After all were seated, Professor Geofti'ey
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Isherwood. the M.C.• welcomed the audience members. outlined to them the evening's activities

and aIso explained the data collection procedure. The presentation of Transitianal Wan then

followed. The second time frame was immediately after the presentation where the audience

members were requested to complete the biographical information sheet, ulmmediate-

independent impressions" form (see appendix le) and the Likert-like survey questionnaire (see

appendix ID). After this written data was collected. the audience members went ta their

designated ude-briefing focus discussion group" areas for a twenty-to-thirty minute open-ended

discussion debriefing which was audio taped.

The third time frame was a refreshment time fol1owed by a plenary question and answer

period which 1hosted. Up until the plenary session, 1had kept a very low, aImost invisible proflle

to insure that responses would be as unbiased as possible, especially from those audience

members who personally knew me (or of me). The evening itself happened without incident. The

staged reading went without major production problems. The entire evening last approximately

two and a half-hours.

THE AUDIENCE RESPONSES

ORDER OF RESPONSES

There were three sets of response fmdings:
1. Immediate-independent written responses
2. Responses to specifie Likert-like questions
3. Oral focus group reSPQnses

In order to most fully get a Ufeel" for the viewers' attitudes, the fust series of responses

had ta be as bias-free as possible. Bias-free here refers to the least possible influence of one

viewer's reactions and ideas upon another viewer's reactions. Therefore, bath the "immediate-

independent written response" form and the Likert-like questionnaire were distributed in a sealed

envelope with instructions not to be opened until given the "go-ahead signal." The Kimmediate-

independent written response" was completed before the Likert-like questions. The specificity of

the Likert-Iike questions (which dealt primarily with the use of theacre in the education of
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administrators) could influence the ·-immediate-independent \vrÎtten responses-, especially if

audience members had no specific frame of reference. Simply put, the audience was asked to

respond from their ·-gue 50 to speak. The responses were to be as immediate as possible on

an~thing and evef)1hing without the ideas. coaching or influence ofother audience members.

ASSESSMENT SEQUENCE

Fi~ the Liken-like questionnaire responses and biographica1 information were analyzed

employing the basic statistical concepts ftom the STATPAC statistics computer prograrn to

compute the data. The second step was to search the ··immediate-independent responses" and

match up, suppon or counter the results of the Likert-like responses. The third step was to listen

to the audio responses from bath the debriefing sessioDS.

1- THE IMMEDlATE-INDEPENDENT WRl1TEN RESPQNSES

As stated eartier, the written responses were completed immediately after the presentation

and before the Liken-like questionnaire. The shortest responses were under one hundred words.

The longest were over severa! hundred words. 1be content was varied. Many dea1t with the

content of the piece, the politica1 and racial aspects and the behavior of the commissioners. The

more experienced administrators (those who had fust-band knowledge and had experienced

Board Commissions' goings-on) expressed their personal view that showed agreement and

corroboration with wbat they saw onstage. Many did comment on the potential positive and

constructive use oftheatre in the training ofbotb cumnt and future administrators. 'The following

is from a member of the audience who bad spent sorne thirty-five years as an administrator at-all

levels.

Thank you for inviting me to the staged reading -.. (enjoyed the experience and
found it ta be very insightful. Your play was right on in revealing the issues and
the ways that school board commissionen and the school board administraton
work. You certainly showed the dynamic tension that exists between them ...
Also you demonstrated tbat theatre can be an excellent tool in the training and
professional development ofadministrators, commissioners and otben. This is
particu1arly timely with the advent ofsite-based management approacbes from
the MEQ [Ministry of Education ofQuebec] ... you have broken important new
ground, re: doctoral studies as weil as education studies.
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The foUowing response from a central office administrator oftwenty-two years

experience gives view that the issues presented were of importance even though the blarancy or

direetness of the play was disturbing.

The tokenism bothered me a bit _.. Severa! very real issues of importance here
aired ... [t is difficult to dramatize negativism but r m sure tbat similar scenes are
indeed played out al schaol boards aaoss the land ftom time ta time.

ln the next excerp~ a teKher with eighteen years cxpcrience sees contliet and

confrontation as personal concerns of the cbaracters radJer man the token concem for student

needs. But it is more ofa secondary concem for some in this teacher"s mind - poLitica1 '.

correctness carries greater importance.

The play was impressive in ils understanding of the dynamics between the
Central Office administrators and the Board ofCommissioners. The aetors ought
ta be highly commended for their efforts in bringing the scenes to life. The
interaction between the aetors and the audience helped. to create a vivid pietule of
what takes place ... Insofar as the (Wo groups go; it wu interesting to sec how
their different perspectives affected their dccision making - much like the poem
about the blind man describing the elepbant. To some ext~ each group had a
certain amount ofconcem for the students - probably more than exïsts in reality7

one suspects! The overwhelming concern with public: opinion and politica1
correc:tness gives evidenc:e oftheir priorities. The whole point ofputting the best
persan in the principal'5 job, of training people for the job is obviously
overlooked; the main thing is to cover up mistakes - reactive as opposed ta
proactive planning .. , AlI in~ this was Most enjoyable and enligbtening!
Congratulations for using p.lch an ÎDIIOvative approad1!

Many ofthis teacher's attitudes ofadministration and education were revealed. The play

provoked many readioDS. For cxample, some felt the play portrayed the nced for some officiais

to politically agendize every issue exœpt students ~ needs.

The use ifthe theatre in this type of "administrator edueation
u

took a dift'erent pad1 with

this next comment. This view is ftom a twenty-eight-year experienced administrator.

The situation dcscribed exists in many boards, DOt just the one referred to tonight.
Many decisioDS are heing made for the wrong reasoos, Decisions are political
and not based on student needs. Commissioncrs get elec:ted ta school boards in

/5/
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order to benefit personally. They don°t always respect the policies which are in
place. They oaly look out for themselves ... Being a member ofa table of
commissioners is often a stepping stone to ··greaterO~political positions. The play
made the situation more real and \Vas a good way to expose wbat really goes on
in many boards. 1don°t think that plays aJone will have any impact in terms of
cbanging the situation. 1 think that more should be done to expose what really
goes on in some more public way.

1bis edueator bas clearly witnessed potitics and persona! gain for some administrators. This is

further evidenced by the next two responses. The~ from a twenty-nÏne-year experienced

1could remember the real incidents being referred ta ... 1 tbink they were worse
in o°rea1life~· then as presented here ... 1 think the threats,. innuendoes and
harassment tbat Board employees bave experienced were only touched upo~ i.e.•
the surface was just skimmOO. You had to really experience it - and 1 bave .._ ta·.
he honest,. anyone who is not an edueator probably didn~t believe those things
would be sa blatantly transparent and tbat il was probably an exaggeration.

This once again corroborates the issue ofpolitics and infigbting as realities of

board level goings-on as a status quo modus operandi. This viewer also implies tbat the

seriousness and depth of the administrative interventions by board members is a lot more

involved than the public is 100 to believe or imagine.

This response is from a thirty-five-year experiencOO admînistrator.

1felt the play retlected the aetuaI process ofadministrative appointments.
Unfortunately,. promotions are DOt made based on qualifications. Commissioners
use the excuse tbat tbere must be visible minorities as admînistrators. ""ta ret1eet
the cbanging color ofthe communïty." The fact tbat deaIs are made is quite
realistic; rules and regulations are waived ...Training programs for
administrators bave been abolished because the commissioners want ta be able to
select their own candidates - not because ofexpense. Compensation p3(:kages are
given ta weak adminîstrators.

This viewer secs the manipulation ofcurrent community issues (race and gender equity)

as rationa1es for commissioners to fulfill their own personal agendas. Clearly~ the abolition of

administrator training programs, in this viewer~s mind. is not solely for the benefit ofthe financial

needs of the commission but more for the wielding ofpower.

Many ofthe comments dealt with the specifie content and issues represented in the pie"

itself such as implied racis~ power politics and the need for each constituent group 10 pursue
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persona! agendas. Viewers who had not witnessed such activities at the commission level stated

they were either shocked at wbat went on at such a closed meeting (as represented onstage). or at

the probability of it.

SUMMARY

The viewers were provoked. ln retrospe~after studying the debriefings~ [ tbink that for

some viewers~ they may have been ··pushed~~ into commenting on the play too soon after its

presentation. 'There was more emphasis on the content and social issues ofthe piece than on the

phenomenon as an education tool. However. this was DOt surprising.

2 - LIKERT-LIIŒ RESPONSES

Nine research questions were asked (see Table 1). The research questions probed the

audience perception ofthe utility of theatre in studying administration.

TABLE 1: RESEARCH QUESTIONS ABOUT THE UTILITY OF THEATER
Key: SA= strongly agree; A= agree; U= undecided; D= disagree; SD= strongly disagree

QUESTION SA A U D SO
N/% N"n N/-n N'-n NI-I_

L The hwnanities - perfonning ans works. biographies. memoirs. 21 SS 13 34 3 8 1 3 0 0
non-fiction works and the like • should be used in prqmiDg
administrators for administtative DOSIS
2- The humanities - perf'orming arts works. biographies. memo~ 17 -IS 17 -15 2 5 2 5 0 0
non-fiction works and the like • should be used in the professional
development ofestablished adminisuators.
3- In my academic~es in preparation for wode as an educalor. 10 28 9 25 1 3 8 22 8 22
the humanities • performing answo~ biographies. mcmoirs. non·
fiction works and the like were DUt of IllY on
-1- The humanities - performiDg ans works. biographies. mcmo~ 8 21 23 61 6 16 0 0 1 3
non-fiction works and the like • sbouId be used in prqmiDg lay
parents for roles on • committee5 and 5Cbool commissions.
5- Thealrical works would belp in preparing non-admjnisttators for 7 19 20 53 9 24 2 5 0 0
administtative ranks
6- The play this eveniDg. T,.ansitional Wars. wouJd help in 9 2-1 19 50 7 18 2 S 1 3
preoarin2 oracticin& adminisuators for ïmoroved Dractiœ.
7- The play this evening. T,.ansitional Wars. provoked my thinking 17 -IS 16 -12 2 5 2 5 1 3
about ad.ministtalive praçtiœs.
8· The play this evening. T,.ansitional Wars. pre5CDIS issues about 15 43 10 29 9 26 0 0 1 3
administtative practiœ tbal are rarely discussed in in-scrviœ or
other on .
9· From my experienœ. r"ansitional WQI's. ret1edS the 04reality" of 9 24 14 31 12 32 3 8 0 0
administtative pracûœ.
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RESPONSE ANALYSIS

QUESTION 1: Respondents clearly thought that the humanities should be used in preparing

administrators for educational posts (89°!cJ SA or A). A few respondents (8%) were undecided.

QUESTION 2: An overwhelming 90% believed that the humanities should be used as a leaming

tool for establisbed administrators. These results are virtually the same as in question 1.

QUESTION 3: Only 50%. bad experienc::ed the humanities in thcir preparation as an educ::aror; 3%

were undecided and the remaining 44% had bad no exPOSUrc 10 the humanities.

QUESTION 4: A majority ofviewers - 82% - believed it wu important tbat the humanities

should be used to train parents for positions eitber on scbool committees or as commissioners;

16°!cJ were undecided and 3% disagreed.

QUESTION S: A substantial number ofviewers • 72% - agreed that tbeattical works would help

in preparing non-administrators (i.e'7 teaehers) for the administrative ranks. However, with a 24%

undecided group, it is implied tbat either they would he of little use or perbaps marginal al best.

QUESTION 6: On the use of TransitionaJ Wa1'S as an administrator preparation too~ 74% of

viewers felt mat it~ bave an positive impact. It is interesting tbat 18% were undecided and

8% felt that it wouId have no impact. This 25% is a significant amount. There is no way to

establish whether or DOt tb.is can be attributed te the medium or 10 the content.

QUESTION 7: Viewers fclt strongly - 74% - were in agreement that T,ansitional Wan did

provoke tbjnking about administrative practices. A small number • 8% - said n07 and 5% of

viewers were undecided. This may be attributed 10 respondîng too 500n alter seeing the play.

QUESTION 8: 1be great response of 72% in agreement indicated that such issues are Dot studied.

Ifsuch issues as power po1itics, constituent group needs and asendas are DOt raisefl docs this

indieate tbat tbcse issues sbould he covercd in administrator preparation programs? The

undecided 26% of respondents implied that tbese viewers may not bave participated in

preparation programs for administrators.
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QUESTION 9: Slightly greater than baIfthe viewers - ;5%· indicated a contact with the issues

presented and how they were handIed. The large group of· 32% - undecided respondents may

not have witnessed such practices~ the 8% disagree group either bave either witnessed very potite

boards of commissioners meetings or may not believe the issues presented bave any validity in

their communities.

SUMMARY: From the sample, it is clear that bath the use oftheatre and the piece itself

successfully provoked thought and concem about current administrative practices and on the

issues presented in the piece itself.

3· FOCUS GROUP DEBRlEFINGS

The debriefing sessions lasted between 20 and 30 minutes. They seemed to foUow a

similar pattern. lbere was no established protoeol, tberefore group moderators were instruc:ted ta

have their panicipants simply '''stan talking·' about anything regarding the play presentation. Most

discussions began with comments concemïng the plot content and its govemance issues.

Subsequently, the discussions touched and then deaJt with the process oftheatre and theatre usage

as a teaehing too1. Towards the conclusion ofeach focus group's conversation, an a1most

unanimous consensus was reached that thealTe as representation as a teacbing taol in

administration could successfully provoke discussion and would be useful for aIllevels of

educators to further their knowledge in school govemance.

The aetual content for eac:h ofthe six debriefing groups covered many tapies, viewpoints

and personal agendas on education and school commission govemance. The foUowing are

abridged transcriptions of two focus groups, which highlight and represent much ofwbat was said

in the other groups. lbe reader should note mat interspersed in much of these exerpts were

detailed comments regarding the content of the play in regards ta what individual discussants bad

experienced within their own schoal commissions. Many questions, comments and concems were

raised and comments made about boards' procedural., leadership and consensus (or lack of)

building protacols and communication links.
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Fromlocus group J

"'r was surprised al how politica1lhe whole thing was .......

-The politics of it aU bit you...

...unfonunately, 1 cm't say that il surprises me ... and pllitical concemsare more imponant
than pedagogical coocems. [t'5 aetually dirtier than was 00 the stage....

...[ was toWly~ 1 was totally involved with wbat was gaing on - the aetors on the
stage and baving observed school board meetings it seems to me tbat il was very
representative - il wu very typica1 of the kiDd of interaction thal gocs on wbae everybody is
trying to caver op tbeir mistakes tbal bave bcen made in the pasl- there'5 never any
planDing or - bow can wc DOt let tbis happen~ and tbe studeDIs. altboqb. tbey weœ
mentioned ... rea11y tbat wu DOt as important as public opinion or politic:al c:oaecmess or
bandying back charges back and Cortil ... charges of racism - everybody is defending tbeir own
bailiwiclc - looIring ailer their own inlerests ._. _..

"It didn't surprise me. ln t'ad. 1aJmost thought 1wu al my monthly board meetings. Ifs .
there, except tbat it isn't quite as blalanl. 1tbink.. ifthe intent of this is ever to use il as a .
potential teacbing too1. tben 1found it dealt only with one issue ... 1bae are a lot ofotber
issues that wm:n't mentioned. but tbey would result in the saDIe thiDg. In the saDIe Iând of
discussion tbal tbey were baving ... fi"2"C" wae never memioncd.. scbool closures were
never rncntioned ... but wbal was mentionc:d to me felt very uue to liCe ... My reac:tion to it
is the same as my readiOll to it wbcn l go to my board meetings ... and tbat is to gel tota11y
angry and say to myscl( "Why am 1 goiDg to tbesc things'!

"'Tbere is very little in the SIUdy ofadminisuation tbat bas the data represented in thalle tbis
way. In~ it's viItually non~ent. l suspect tbal no one around this table, mysclf
included. bas ever bœn to a production dealing with adminisuation. Is thcre any utility in
this for the preparalion for administtators?'"

"WeU. it œrtainly is aneye~ner."

"[ could sec the utility ofcreating scenarios tbat are more focused in tenns of the kiDd of
administtation you're talking about - wbetber il is an in-school adminisuator......

...[ definitely tbink tbere is somethiDg wben you bave the interac:tion iD tbis~ wben you
are using this type ofvebide. ne inlcractiOll betwcen the aetors and the audience it~s. it's
just a1togetba' different from reading about somedling, - or reading case studics. - or
studying anotber way. [just tbink il blings everything to Iigbt. It's liJœ watehiDg poUtics like
Watergate. or any oflbesc otbcr things. you see people inleracting Iike tbat - [ tbink l've sccn
a play about the WU' poeIS at Stratford ... It bad sucb an impact on wbat wu œaUy going on
in tbeir lives and it bad such an impact on you ... and. [ thiDk:. that'5 wbat tbeaIre creates.
There is the audieoœ ... anocber factor. (t's beyond that. [thiDk it would be coDS1l'UCtive for
people~ who are eDlering administration. to be awarc ofsome ofSOlDe ofthe pitfalls ... to be
aware ofSOOle of the obstacles that are lOing 10 be thrown in Iheir way - because, ifyou 10
in with too idealisric a view you'le IlOt going to be prepared for SOlDe of the iD-figbtiDg tbat
you're going 10 face. Il's very difticu1t to gel over some of thesc obstacles ifyou want to
move forward wim your scbool. You'd be better prepared ifyou kDew more wbal was going
on behind the sœaes."

"r think it couJd belp [the use oftbeatre), it raugbt me something ......

:56
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-1 think as a tool l find it very. very exciting. [find the concept very exciting. [can scc. in a
sense. tbat case studies. by dramatizing case studies - for a whole variely ofpwposes - (
could see that as being exttemely beneficial as a concept. [think il's good teaching praetice...

-Part of the reason (did come tonight was because of the forum in a play. Because l think if l
was just going to come ta liSien ta 5Omeone talk 1don 't think 1would have come on a
Sunday evening. But because of the faa it was 50mething different and we are alwa)"S
looking in tenns of professional development for something new and exciting bands o~ l
just thought. 1just think - and [ don't know if this is going to make better commissioners or
better administrators. but l tbink that there is a lot in then: that can be used for professional
development for administrators...

The conversations within this focus group were typical ofall groups- 1bis group

discussed '~ical interactions" in much the same way political press secretaries put '''spins'' on

news stories to soften up any '-damage" to the image ofthe commission. There was a ftustration

aired as well - as if the populace was almost helpless in the bands ofthese individuals. A good

deal ofdiscussion was also focused on TARas an administrator-training devicc. There was

agreement that il would be a positive tool. It was seen as not ooly nove~ it was eDticing and fun to

become involved in.

Fromfoeus group 2

-The play \\ëIS enjoyable"

-Very much 50."

-Cenainly Wa5."

- Aetually, an interesting tool [ was reading the n:action on the questionnaire - wbetber
you agrced or suongly disagrecd .. ' [thougbt the play itself would be a good tool for
administtalors and schoal commissioners and everyone aetua1Iy in arder to incite tbis
kind ofdiscussion - wbat is your position on the board? Wbat is your position of
commissioner~just wbal are your rcsponsibilities. who do you repn:scnt'r

-'This is a great stimulant"

"1 found it very provocative ...you know that there are tbese kinds ofcurrents going on in
people's minds. even ifmany times they cIon't gel expressed tbat avenly. But it's a ...
feeling wbere a scbool or a system should retlect values tbat it tcaches ils own students. il
always bits me as wbcn wc come across bebniors mat tly in tbc face of what the school
system is aU about. In most cases the)' find commissioners and board officiais· mudt
more polite to eac:h otber - the kind of interference tbat wc saw there taking place wu
very minimal 1tbink - tbat occ:urs in certain in.sta.nœs - there are certain appointmeDlS - in
cenain scbools tbat secm to grab some attcDlion. but in most cases 1 haven't secn tbat
kind offlare-up occur."
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"'Neither have 1."

"''If noco~ there's no play."

-BUl il does in a sense put an incident or (wo under a magnifying glass - just blows it up
whereby we can stan 10 grapple with some of the emotioDS."

-[ wonder if that sort of race issue is 50 imponant la thïs. The politica1 aspea was based
on the racial - ethnie, you know. the changing face of our community and aU that kind of
stuf( ifyou don'l bave tbat kind ofsitualion. would it neccssarily be any casier? Il would
probably be easïer. 1mean. ('mjust wondering whether the contliet was dcpcndent on
having 10 have a kind ofsuper~hargedpoütical thing bappening on your community. 1
suppose for us. il couId bc an English-Frend1 thing for an that mancrs; like wc bai wim
the moviDg to . l'msure tœy bad SOlDe heaIed Board meetings."

-On previous appointments there have bœn commissioners. as ('m sure tbcre an: in any
metropolitan area scbool board. expressed Yiews lite those Ibat wen: mentioned wim
respect 10 people ofcolor. and one of the fiuslrations wu abat the base from whidt
people are selec:ted is DOt quite representative of the current dcmograpbics. 50 appoiDting
SOmeoDC ofcolor is diflicult ifone doesn't bave a set ofpeople ftom wbidl to cboose or'
who migbt bc competent or who don't want to pursue administtaliOll ... At the very
beginning when ladies were DOl too present in adminieuation. il was diffi<:ult to
encourage people to apply."

"'[ fell that the rac:ist issue was just an excuse. aDC1 it wu n:ally aggravating to DIC. It wu
like. wba1 is the reaI issue hen:?"

-You mean., il wu more like power trips '" tban anything else."

"'Yes. really."

-Because they seemed to go after the Dircctor General one group, and al the end thcy
said. -One way or the other we'U get tbem'."

-yOU had the feeling that tberc had bœn past contliets that had been CODtentious~."

......Yeah, we didn't reaIly Imow where it came froID...

... .. 'Tbere were 50 many things that suddcnly came in tbat 1found kiDd ofconfusing."

"'You're wondering if it's ncccssary to remember ail these names Iater on in the play."

"WeU, il shows the complexities of the field and ail those things can a1most be happening
simultaneously ......

"Thal'5 truc."

"SimultaDeOuS1y, ljust wish [could CODuol the ZlpPC15. You can't They canjust come al
the Most inopportune tïmcs. It just 50 happens that abuse case was sort ofcoming up 10 a
conclusion rigbt al appointmenl lime. l'bat cou1d bave bappcned al any given lime."

"And there wu a massive bcart aItaCk. You can't contrOl ... me workmen in the schaol...

.,And il'5so truC."

158
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- ... From the survey. ftom that question they asked. do you think tbis type of production
wouJd be effective for a way of getting people to tIùnk about situations? [ found it very
provocati,·e...

-Very much."

-Much more provocative than reading a dry (e.~ meoretica1 analysis ofcases of studies
in the field.-

- And apan from an the value in doing all the discussions. SIimuJating the ... It wu
entenaïning ... certainly al a convention of administrators il would be an inten:sting
keynote.-

"1 thiDk il was good thal kind ofan issue focusing on ODe set of topics relating to
appoinuncms ofprincipals. Sïmilar kinds of things cao bappen in choosing an an:hitect or
... but it was comple" enough just on this one tapie."

-you could use this play just to illusttate the need for consensus building and bow to
come to group decisions.. how to go tbrough a ckcisional proœsses ...."

"'1 think it wu good for us to witDCSS thal and then. in wbatevcr group is viewing the
play, discuss - wbat would you do. how couId you pleVen!. how couId il be düferent and
some leaming couId come."

Most fascinating ftom this focus group wu how the discussion moved ftom one area to

anotber. The taIk focused on the issues of race and power. It aIso dealt with value systems.

Weaving in and out were the side issues within the play such as competency, geader, the process

of decision making and the need 10 lcam by viewing and discussion.

Ail focus group members touched upon their own experiences within the context ofthe

play~s ponrayed ""personalities" onstage. The groups were consistent in their progression ftom

content reaction alone (plot and cbaraders) to the pracess of ret1ection on the use of theat7e as

representation as a provocation tool for discussion. Much ofthe Likert-like questionnaire results

were corroborated by the focus groups ~ verbal responses. Ofnote and demonstrated in the last

few transcriptions, there was considerable discussion on '"consensus building" in problem

solving. This falIs clearly ioto a number ofarcas ofconcem in educational administrabon such as

leadership~decision makinS and conflie:t-resolutiOII. Many discussants reportcd afterwards that if

they bad not been confined 10 the thirty-minute sessio~ they would bave gone much funber in

their evaluation ofbath the play an<t more importandy, the subsequent areas ofdiscussion that

were provoked by the play.
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RESPONSES~Y

The evening"s findings (Oc:tober 19) overwhelmingly concluded tbat a live theatrica1

presentation, fonnulated on an educational administration issue and presented in a proper venue.

could provoke discussion. Issues of leadership. organizational theory. organizational hierarchies

and the contest for power. te listjust a few. were debated and discussed in depth. In an overall

sense. there seemed to be a belief by many of the groups that if "ûeirn focus group was an aetual

'"real" Board ofCommissioners~recommendations~ be proposed tbat~ lcad te

prescriptive proweols ta enbance the efficiency and understanding ofschaol commission issues.

This. along with the collected interview data and its findings heavily support the project·s

goals and precepts. AIl three response Mediums were clear in their results. 1be overwhelming

positive response was tbat Transitiona/ Wars. as a research study employing the medium of

theatre as representation. did successfully portray the executive succession issue and the <4rea(

life" administration and social issues of the play·s script and cbaracters. It was also successful in

provoking discussion in many areas ofeducational administration. Clearly. theatre as

representation could be successfully used as a potentialleaming tool for administrators'

professional development.

RECOMMENDATIONS FOR FUTURE PRESENTATIONS

The following next steps are evident:

1· to replicate the study
2- to create dramatic pieces based on different areas ofconcem
3· to rejine the data collectio~ reduction and analysis and perbaps
simplify the dramatic writing tecbnique

These are in no particular arder. Replieating the study would mean ta present Transitiona/ Wa,s

ta severa! audiences. Tnese targeted audiences would again consist ofadministrators, Iay people

involved in schaol commissions and scbolars in the field ofeducational administration. This is a

necessary step te furtber support the notion that theatre as representation is a viable and

accessible teaching tool for administrators.
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The practical aspedS ofproduction must be understood thorough1y with each

presentation. One of the project~s foundations was to keep the production aspect fairly separate

from the research aspect. 1 Ceel it would serve the both the play's dramatic impact and the

research findings that wherever possible that aetors and not field coUeagues be employed as

presenters of the tex( (either in a production or staged readïng). Even though Sbakespeare wrotey

'''all the world's a stagey " not all stages are the same and neitber are aetors nor productions. This

is not to imply tbat provocation and good discussion would not result tiom a presentation in a

lecture-elassroom setting or typical conference setting. Provoc:ation will always promote

discussion. Howevery fonna1 tbeatre presentation adds ··a magic." There is aise a practi~­

consistency in the technical presentation tbat should he maintained. A possibility exists where

colleagues (who are not actors) who are watehing colleagues present in a dramatic format may (or

not) affect the perception ofthe viewer and take away from the purpose of the presentation.

The second and third recommenclatioDS go band in band. 1 chose the story vehicle of

·"principal selection" because it is a current and important subject in administration. However,.

there are many other potential vehicles that could aIso serve as excellent confrontational

platforms. Some might be: schaol closure, $Chaol bussing, and curricula alteration due to

community morals, constituent groupes) morale, family values and politic:al necessity.

The refining of the data collection and anaIysis would take a naturaI course of evolution.

As particu1ar issues become more identifi~50 will the interview questiODSy interviewing

techniques and the targeted rcspondents. The interview questions would be tailored to the needs

of the vehicle issue. The data reduction and analysis into the sphe,es ofinfra-influence and rules

ofinclusion, would be designed and created to fulfill the particular plot vehicle's conditioDS. The

scriptwriting itself would become more staDdardized. This could lead ta the creation ofUissue

packagesn such as parent committee internai and extemal cont1ietsy the closure ofschools in a

commission and harassment issues ta name a few.
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CHAPTER YEN - CONCLUSIONS AND FUTURE DIRECTIONS

We recall these two rules of inclusion from SPHERE OF INFRA-INFLUENCE 3:

POLITICS AND LEADERSHIP:

CATEGORY: Blatant politica/ interférence
RULE OF INCLUSION 3. 6: When if is to the advantage ofa politician (an
elected board commissioner). or a demonstration ofpolirical power or arm­
twisring (rejërred to as power-basing). the credibility ofcommission govemance
will be undercut and morginalized

CATEGORY: Personal power
RULE OF INCLUSION J. 7: When ce,tain commissioners gain too much politïcal
power and erercise that power over thei, peers or subordinates. it creotes a clear
hierarchy ofthe "haves" and ·'have-nols" within the stratum ofany constituenl
organizational group.

The interview data inspired these rules of inclusion. These ROL along with the othersy

inspired the contents and spirit of Transitional Wars. This in tom inspired the aetors ta interpret

their cbacacters with the fullest of reality. and finally their performance inspired the audience of

viewers to respond. 1be viewers' responses were ta the ""issues" of the play - power politics. the

debate between proponents ofemployment equity witb those supporting affirmative action and ta

the problem ofconfliet resolution inertia between !wo govemance constituent groups - the

appointed Board officers and the eleeted people's representatives. the Board Commissioners.

There are two very clear moral and spiritual dilemmas. First, wbat is ""rigbt" for the Commission

may not be ··rigbt" for the Commissioner. and second wbat is "·right" for the Commissioner may

not be ··right" for the Commission. These are moral dilemmas because there is no easy "·win-win-·

solution. One side will win and one side win lose. The stakes concem themselves with the

'·rights'~ ofa specifie constituency and what mey fecl is inherently (to their beliefs) right. Their

decision presumes that any other view is incorrect - or wrong. These are spiritual dilemmas

because there is no~ tangible corporeal evidence to substantiate any position. There are only

"'from the gut" and ""from the heart" responses - simply a belief in the ·°ku'" ofthe moment.
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The irnmediate question is, can there be a "coming together" of these adversaries so the

entire school commission community (of the play) can benefit? No, they cannot. The data

findings were clear. At least. not in the major school commissions from which most of the

interviewed respondents worked. This was corroborated by Many of the viewers of Transitional

Wars as weil. The play look place in a c1osed-door meeting and not one open to the public. This

setting was the oRly setting possible. It is ooly in this setting that "public" faces and personas are

dropped and the true natures of political combatants come to battle - hence - WQI'S". The battle for

whichever candidate becomes principal is more a battle for what certain commissioners fee! is

"territorial," and changes to the territory must evoke the specifie conditions of leader

transfonnation - hence - transitionaI. However, as the rmdings implied, transitions accur multi-

laterally as weil as hierarchieally. Conflict is inevitable. "Happy" conflict resolution May not be

possible or even desirable. Publie exhibitions of officiais and politicians requite "rational"

behavior. Closed daor meetings do not requite "rational" behavior. There exists the inherent

conflict between two constituent groups who individually believe that they are divinely wright."

When teachers belielle thal their administrators are pawns ofthe Board of
Commissioners. the.y Iose failla in the system. and to others. credibility with bath
their superiors and the organization as a whole. Front-line administrators can
a/so feeI this 100s (ROI 4.3).

1ust as many interview respondents spoke tram their beliefs in "lost" rationality, many of

the audience viewers similarly responded.

"The poUties of it ail hit you."

"It dido't surprise me. III

"Unfonunately, 1can't say that it surprises me ..• and political concerns are more
important than pedagogical concerns. It's actually dirtier than was on the stage."

The combined power of the interview findings and the subsequent inspired dramatic

piete clearly stimulated and provoked viewers' questions and ideas of school commissions·
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rationality (or lack of) in governance. decision making and contliet resolution. The immediacy of

a three-dimensional ·"live" drama fueled discussion and ret1ectioD.

There is no doubt that conf1i~ confrontation and control are patarDount issues in school

executive succession and govemance. The number ofconfliets between and across appointed and

eleeted officers· scenarios as shown in the data is endless. This is what spoke to me bath as

researcher and playwright. The political intrigue that emerged nom the clara was nodting less than

immense. The understanding oftbis intrigue evolvcd througbout the project. No set of stalistics is

as powerful in demonstrating power-play politics as the insidious Deputy Dirc:etorGenerai

Dedroty covering up bis continuai cbameleon loyalties between the Commission's goals as an

institution and the eleeted commissioners who are elected witb their OWD personal agendas. Here

is the '''confliet'' tbat the literature does not taIk about in such a blatant manner. Who govems?

Who administers? Who is right~ who is DOt right?

Here is a Diredor General who wants ta operate the scltool commission in a morally

correct and professional manner. He (and bis staffwho supports hint and bis goals ofthe

commission) waats ta administer for the benefit ofthe commission. On the other side ofthe

confrontation are two polarized groups of elected commissioners: one set who supports the goals

of the Commission altruistically, and the other set who supports the goals of the Commission by

personal agenda. The cross-œnt1iets between appointed officers and eleeted officiais breed and

multiply. On the plot issue, some senior administrators aIso want ta follow selection protoeols,

which best serve, the commission and fair selection. l'herc are tbose administrators who do not

share this view and are in the '''political game" for their own personal eDds. 1l1e '''personal

agenda" commissioners want their priorities ta over-ride protocol. In order te "~ get their

candidate in~~ they push the racism eovelope. 1be edge is reac:hed where there are no longer clear

boundaries between aetual rKism, engendered racism, affirmative action and reverse

discrimination - competency vs. the denigration ofcompetency. The interview data revealed tbese

realities.
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The Most important tinding of the research was seen cODsistently and validated

throughout every successive stage of the projeet. (t began with my Master's Degree monograph

play and followed throughout the interviews, its data reduetio~ aualysis and findings; through the

successive gestation stages of Transitional Wars: and finally \Vas completely substantiated

thraugh its ··live"' dramatic presentation. It is simply put. Constituent power basiDe and power

play politics amoDlloveraiDI 0l"lanizational constituent memben is lbI issue iD esecutive

succession. The method ta explain this finding Most explicitly and Most dired1y was ta create a

dramatic vehicle. 11$ purpose was to provoke discussion in edueational administration and

leadership ftom i15 viewing audience. (15 content, cbaraders and ''"reality'' were fonnuJated and

inspired from solidly grounded data using the constant~omparisonqualitative research method.

These adapted findings then took on a ··field reality" and were presented in a representative picce

oftheatre. From the~ a clear goal was ta create a research engine that could take clear.

harc:L grounded data findings and "I)Kkage" them in a way tbat would benefit those individuals

who are in the top echelons of edueationalleadersbip al the field level. (t clearly succeeded.

CONTRIBUTIONS TO EDUCATIONAL ADMINISTRATION RESEARCH

We recal1 the !wo purposes ofthe study: ta investigate executive succession in a large

urban setting. and ta create a dramatic piece tbat examined specifie aspects ofthe interpersonal­

power confliets within school commission exeeutive positions - appointed and elected. The

dramatic piece's main purpose was ta provoke discussion among its viewers, after which. tbeir

discussions would then inspire new strategies in problem solving and decision making.

Ultimately tbese strategies, ifenaaed. would improve communication and execution protcxols in

the areas of leadership and organizalion evaJualion ofschoal commissions and tbeir leaders ­

appointed and eleeted. Yes, theatre bas always provoked i15 viewers, but DOt perbaps in the field

ofeducational administration. 'The resul15 ofthe presentation i15elfsupported and validarcd these

purposes. The contribution bere is tbat the use of theatre as representation dramatic vehicles

\VouId successfully assist in training ofexisting, ncw and future administrators.
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Much of the leadership literature is concerned with developing leadership theory. There

is no question about the vaJidity of this academic concerne But. how much of this material is

studied by practicing administrators? Even if it is studied, is any of it employed? Time and funds

presently available for professional development for field administrators are limited. If this be

true (or not so true) using theatre as representalion is patently one means of bringing research

findings to field administrators in an accessible, challenging and understandable manner within

an contained time span and fmandal feasible framework. Using theatre as representation cao

provoke discussion and reflection on "practiceW in bath the field and in the preparation of

practitioners.

Therefore, the findings and results of this project offer severa! directions for further

research in the field of educational administration. The fllSt being that since rnucb of traditional

research practices - laden with positivistic foundations, is not easily usable for the working

administrator (appointed or elected), theatre as representation becomes a means of professional

development for the working field administrator. Using theatre as repruentalion" in the form of

the dramatic piece Transitional Wan. served as a successful "testW of the concept bath as a

medium and as a provocation means. The act of placing the administrator, as viewer, in a passive,

nonstressful setting to observe a dramatic presentation and then to comment on its implications,

as witnessed by the October 19d' presentation, did initiate a series of probing discussions, working

possibilities and alternative reflections of the viewers. By alI accoUDts, the project was a

successful and worthwhile endeavor.

Subsequent to this, much of its success (high provocation as demonstrated in the focus

groups), is based upon the viewers' belief that what they saw was "truthful.W The data collection

and analysis protocols were successful in heing able to inspire a "tnltbfuI" dramatic pieœ. The

first purpose - to create a dramatic piece that examines specific asPeCts of the interpersonal power

conflicts within school commission executive positions, appointed and elected - was fulfilled.

This further opens research avenues from the humanities, in this case the performing arts.
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The second purpose of the dissertation was to discover the issues that plagued

governance when new senior administrators were required. This data was DOt disseminated trom

an existing literature, a survey laden with statïstics, a manual or a set ofhypodleses with clear

clean queries to be proven. The method of research was ··bottom up.·~ It was taken tirst band

from the interviewees' experiences and work values of being field line administrators. This in

itselfis the foundation of'''truth·~ or·"the notion oftruth.""lt then served as T,ansilional WaTs"

story and theme lines. The "truth" was solidly grounded ftom grass-roots data and thcn analyzed

in a proven qualitative format fonnulated upo~ theories and practices of severa! researchers using

the constant-comparison method. Data was successtwly transformed from '''tindings'' to

performance art.

This then is the final contribution. This project bas proven tbat theatre as TepTesentation

provides a successful means ofbridging performanœ (as in a "'live" dramatic presentation)

research representatioDS te the world ofedueational administration. This use can be added to the

list ofcurrent techniques and methods of field research. 1 mer specifically ta the area of

transcendence, the use ofthe "leu" concept as a foundational transformation methodology for

taking bard data and transfonning it ioto a dramatic representation. This was ûamed in the

sequential steps of the "gestation" parameter. It is within this gestation tbat the data inspires and

forms images and solidifies thematic directioDS. It is in this representational design tbat the data

breathes a life of its own and emerges as an entity tbat can shape and shift each time it is

presented (as the dramatic piccc) with ditTerent audiences, aetors and settings.
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APPENOIX 1 • APPROVEO CONSENT FORM

This consent fonn was approved by the Faculty of Education Ethics Committee on September 14.
1995.

~FORMEDCONSENTFO~

The research project you will participate in is designed ta obtain information and insights
from those individuals who have experience, either in a participatory or observer capacity, in the
areas of secondary school administrator selection.

Your participation in this study will consist ofone (maybe two) interviews with the
researcher al a time and locale ofyour preference. Each interview lasts about 1 and 114 hours
and V1fill beaudi~. Your identity \\-ill bé kept striet1y confidential known ooly to the
researcher. Only the researcber will hear the audio-tapes. There is no pbysic:al partici~on
component ta titis study or research protoeal. 1bere will he no request for any persona! medical
(such as psychological) information. Ifat anytime you feel uncomfortable during the interview,
you may request the interview to conclude and your responses will not bc included in the
research.

By signing this consent form you are indie:ating that you consent to panicipate in this
study, tbat you bave read this consent fonn, and tbat ail your questions conceming tbis projec:t
have been answered. Ifyou bave any questions rcgarding this research projed, 1c:an be reached
at the following telephone numbers: (Home: 637.5019; Wode: 937· 9289).

Thank you for your participation

Matthew J. Meyer

l (please print) consent to participate in the research project
entitled:

THEATRE AS METHOO: A PROVOCATION MEDIUM TO ASSIST IN DECISION.
MAKING PROTOCOLS FOR SENIOR ADMINISTRATIVE PERSONNEL SELECTION
IN PUBLIC SECONDARY SCHOOLS19

Signature Date: _

~~s was the original working tidc of the project.
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APPENDIX 2A - INVITATION TO THE STAGED READING

(011 McGilll_erllead)

You are cordially invited to joïn a small group ofsenior knowledgeable Québec educators and
attend a .closed door' staged reading ofthe dramatic work:

[RANSITIONAL wARSl
By Matthew Meyer

Sunday evening October 19? 1997
7:30 pm.

St. George's Scbool ofMontreal
3100, The Boulevard

(camer of Ramezay? one black west ofCôte des Nieges)
514 - 937-o7S3

rransitionaJ Wors is a fic:tional dramatic play depïcting the power struggles witbin a
public school commission's Board ofCommissïoners and senior administrators. Tbc play - a
creative work - is based in the research and analysis ofpracticing edue:ators' understandings of
school commission operation. 1be play runs for about an beur. 1be presentation will be
videotaped and forms part of Matthew Meyer's doc:toral dissertation.

This approach the study ofedueational administration is new- the use oftheatre to
represent administrative practice. You are asked ta attend and observe the presentatio~ then
provide briefcomments and participate in a small group discussion on the meaning of the work ta
you. Your verbal comments will be audio-taped and may be inc:orporated in the dissertation.

Guided by ethical staDdards as tbey apply ta research on human subjects al McGill, you
will not be video-taped during the presentation. As wel~ the written and the audio-tapcd remaries
you make during the session will not be attributed ta you. You are guaranteed complete
anonymity. You will be asked te silO a fonn conseming ta these conditions.

We hope you will be able ta attend. If there are any questions. please contaa Matthew
Meyer (937-9289 X232 [W] or 637-S019 [Hl or Prof. Geoffrey lsherwood(398-6746 X2242).

RSVP 514 457 -5733 Tel/Fax
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APPENDIX lB - VlEWlNG CONSENT FORM

(On McGi/lletter1lead)

VIEWING INFORMED CONSENT FORM

The research projec:t you will participate in is designed to obtain reactioDS and viewpoints
of the viewers to the theatrica1 piece~ TRANSmONAL WARS. This theatrical is part of
Matthew Meyer~s Doctoral research in the area of Educational Administration. Your participation
in this project consists of:

1- viewing the theatrical piece~ TRANSmONAL WARS;
2- providing written comments on the contents and the presentation itsel( immediately

after the viewing; and
3- participating in one (or two)~ discussion groups regarding the viewing shortly after

the viewing.

Your written and verbal comments may be inc:orporated in some way in the disscrtatïon. Guided
by ethical standards as tbey apply to research on human subjedS atM~ you will not be
videotaped during the session and your audio-taped remarks will not he attributed ta you. You are
guaranteed complete anonymity.

By signing this consent fo~ you are indicating your consent ta participate in this event
in full knowledge of the above stated parameters and guarantees.

1 (please print) consent to viewand participate in the
vieWÎng ofTRANSmONAL WARS this October 19, 1997 as part ofMattbew Meyer~sdoctoral
research dissertation projec:t.

Signature --:Date: _



• APPENDIX lC - BIOGRAPHICAL INFORMATION AND INITIAL REACTION
SURVEY QUESTION

SURVEY QUESTIONNAIRE

1.1 am a female C male C
2. My age is closest to: 35 C 40 C 45 C 50 C
3. Ifan edueator~ complete the following:

55 C 60 C 65 C

•

Elementary Sdtools C - Years Public Sdlools C - Years

Secondary Schools C - Years Private Schools C - Years

Central Office C - Years Higher Education C - Yean

IfDot an edueator~my current occupation is for vears.

•••••
We invite you to talle a (ew moments to 'l'rite down your thouChu about the play you have
just SftD. Please iDdicate any and ail readio. to the work.
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APPENDIX %0 ... LIKERT-LIKE SURVEY QUESTIONS

PLEASE ANSWER THE FOLLOWING QUESnONS9 TICKING - OFF THE BOX
CLOSEST TO VOUR THlNKING WHERE:

SA =Strongly Agree
A =Agree
U = Undecided
D = Disagree
SD = Strongly Disagree

4. The bumanities - perfonning arts works~ biographies,. memoirs,. non...fietion works and the like
- should he used in preparing educators for administrative posts.

SAC AC UC OC SDC

5. The bumanities - performing arts works,. biographies,. memoirs,. non..fictioo works and the like
- should he used in the professional development ofestablished administrators.

SAC AC UC OC SDC

6. ln my academic studics in preparation for work as an edueator,. the humanities - performing
arts works, biographies,. memoirs, non-fiction works and the like ... wen part ofmy preparation.

SAC AC UC OC SDC

7. The bumanities - perfonning arts works,. biographies,. memoirs,. non-fiction works and the üke
- sbould be used in preparing lay parents for roles on parentS' committecs and schaol
commissions.

SAC AC UC OC SDC

8. Theatrical works would help in preparing non...administrators for administrative ranks.
SAC AC UC OC SDC

9. The play mis evening, rrallSitional Wan, would help in preparing praaicing adininistrators for
improved practice.

SAC AC UC DC SDC

10. The play titis evening, Transitional Won,. provoked my tbinking about administrative
practices.

SAC AC UC OC SDC

Il. The play titis evening, rransitional Wal'S, presents issues about administrative practice that
are rarely discussed in in-service or otber prepar;uion programs.

SAC AC UC OC SDC

12. From my experience, Transitional Wa,s ret1ects the --reality" ofadministrative pradice.
SAC AC UC OC SDC

Any final commeats .•
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APPENDIX lE - TRANSITIONAL WARS CAST AND PROGRAM

NOTE: nns WAS PRINTED ON ONE SHEET Of STANDARD PAPER.. BOTH SIDES lN
THE LANDSCAPE ORŒNTATlON)

McGiU Univenity
Department of Educational Studies,

in Co-operation .ith
St. Georae's SchoololMoDtreai

Presents a Closed Staged Reading of

",

TRANSITIONAL WARS

By

Matthew J. Meyer,
Doctoral Candidate

Oc:tober 19, 1997
Bbatia Studio

St. George's School of Montreal
3100 The Boulevard

MODtreaI~ Quebec, Canada
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Welcome to tonight~s staged reading ofTRANSITIONAL WARS and participating in our
research survey after the presentation. A staged reading is a unique opportunity for the playwright
to view his or her ··work in progress·~ in a partially fonnal setting \\ith an audience. This is not a
fully produced theatrica1 presentation. Lines are~ not memorized. 'The staging, acting and
directing are minimaL This unique presentation is~ in Part. a crucial element in Matthew Meyer's
Doctoral research.

This evening, after Ille play is OVt!l'•••

TraditionaJly, educational administrators have been informed through theoretical propositions like
McGregor·s Theory X and Theory Y, by scientitic efforts (experimental) and quasi-scientitic
ones (surveys, case studies), by hortative studies ofexperienced practitioners ('''In my day, we did
it this way·'), and ta a much lesser extent by works ftom the bumanities - biographies, memoirs,
poetry and the theatre.

The purpose of the written survey and focus groups ta be condueted immediately after
tonight's Transitional Wan presentatio~ is ta test a few key issues in the use oftheatre in the
preparation and instruction of school administrators and those who aspire ta school
administration. .

However, Transitiona[ Wars is tie:tional. It \\'as created by Maubew Meyer - ifs strengths
and frailties are in Meyer~s perceptions. This is the case with uy fic:tional etJort. For tbeatre
people the question is ofte~ ·'Did the play work?" This evening, we waDt you ta raite in the play,
then offer any and ail commentary you have.

We envision a three-step pracess:
1-You will complete a questionnaire al the conclusion of the presentation. This will take

you about 10 minutes. You will do this alone - working independently, oftèring any comments
you wish. (You are asked to sign a certijicate ofethica[ release regardingyour wrltings and
remaries. That is. you are guoranteed anonymity and confidentia[ity in)'OUr responses andyou
may withdraw from the survey orfocus group al any rime. Your remarfcs may !:Je used in Meyer s
dissertation.)

2- You will thenjoin a focus group and enter into a discussion ofthe play and its meaning
to you. The focus group will have 8-12 people and will run for about 20 minutes. The focus group
will he audio-tape recorded.

3- Finally, the entire group will be re-formed in The Bbatla Studio. You will be free ta
offer comments~ to discuss any matters ofconce~ ta you, or ta seek aD5wers you may have, with
Matthew Meyer.
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READERS

(in order ofappearance)

Douglas Glasgow. the Direcror General
Dedroty. the Deputy Director General
Paul Kazan/ds. the Board Vice President.

a visible minorlty Board Commissioner

Ted Dowe. a black male Board Commissioner

Alan Strand
John Marlde

Ralph Stantostefano

Leonard Peterson. Board President
Herh Thompson. Another Commissioner
Hugh Pherson. Ânother Commissioner

Philip Taylor
Donna Deglee. the newly appointed Deputy Dinero,. General

JaneWardie
Peter Donat. The Educational Services DirectiJ,

Andrew Wilmer
Bill MacDougail
Avery Plaw
John Marlde

SCENES:

1- THE DIREcrOR GENERAL'5 OFFICE, in february
2- OUTSIDE THE COMMISSION'S BOARDROOM. two months Iater
3- INSIDE THE BOARDROOM BEFORE THE EVENING'S CLOSED BOARD

"STEERING COMMlTIEE" MEETING
3- AT THE MEETING
4- POWWOW, a break in the meeting
5- THE CROSSnRE, al the meeting's end

The action is continuous

Mise en scène

•

Tcchnical Direction
Stagec:rew
Photography
Video-rape

Greatful thanks ta:

Cyrile Vo-Quan& Jan Brooks
Michael Tau. Yancy Meyer
Nicolas Pogue
Judith Cezar. Paul MacDougaU

Judy Isherw~
Martha MacDougail
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APPENDlX J - THE NOVELLA

NOTE: This nove//a is part ofthe "creating" process. Audiences wou/d noe view. read or
hear (as in a reading) it. As was descrlbed in Chapeer Seven - Transcendence. the use ofthe
novella is for the aulhor a/one.

It'5 mid February and it's been a tough year for the board with provincial budgeting cuts,
population shifts, proposed provincial standards and a weakening front-line administrator cadre.
Last year's retirement of six administrators left major gaps in the ranks. There was a large group
of avaiIabIe carcer Vice-Principals, but none over the year bad proven themselves to be very
effective in the bot spot. Tbere bad been several younger up-and-eoming Vice-Principals tbat bad
been promot~ on1y (Wo ofthem bad panned out ta be somewbat decent on the line. Tbe.politics
of the board commissioners was at its usual~ "'We know whaI's best for our schools ... 50 shut up
ifyou disagree with US."

The front-line administrator cadre seemed to be at the heart of many of the adniinistration
dilemmas of the year. Even with the shifting popuJatio~ the budget problcms, even the
Ministry's usual nonsense, it ail seemed palpable in comparison. Vandalism, teae:her discoDt~
student unrest and the increase in parent complaints, which seemed to be pouring into the hcad
office (the schoal commission or Board office) at a very high rate, iDsidiously gnawed at the
morale ofthe entire Board commando

••••••

The DG, Douglas Glasgow was sitting in bis office staring out the window. This was bis
usual way offirst thinking out a problem's solution. Today's major probIem was covering up bis
DDG's latest mess - the screwÎDg up of the legal mess of the Revett High Schoal. The DG was in
his second year ofa tive-year mandate. His first year &ad been satisfactory. AIl ofthat year's
policies had been put in place by the previous administrarion. However, it became very clear
after four months ofbis administration, that ail was not well in Camelot. The members of the
selection committee of the Board Commissioners, who bired him, bad been eitber voted out or
had retired since bis appointment. He knew beforehand that the Board politics were not the
healthiest. He was brought in based largely on his success in operating one ofthe province's
largest boards with great efficiency. After ten years in tbat positio~ he announced bis leaving and
was looking for 50mething new. His old Board was in great shape for he !lad traiDed bis successor
and tbat transition would he virtually trouble-free. He was ready for a challenge. When the
position of Dire<:tor General became available for Independent schaol Board ofthe West Island
(IBwn, he was courted by several ofits Board ofCommissioners.

Through the grapevine. he had heard that tbis schoal commission was racked with in­
fighting, corruption and overall infrastructure organi741tional problems. This wu always part of
the fare ofanv schoal commission. His interview sessions with the selection committee were
unique. It~ clear to him tbat there were three fadions within the Board Commissioners. lbere
was an old guard ofcommissioners who had been on the Board for many years and r~lly bad the
students' best interests al heart. The second group was made up mostly ofyounger (mid-forties)
second·generation immigrants and visible minorities. 1be third group was sittcrs. 1bey voted as
they felt the wind. The ritTs between them sometimes appeared as great cbasms. The selec::tion
committee for the new 00 was made up more of the tirst group.
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lnitiallyas the new DG, he felt he bad the suppon ofthis stronger group. But as some of
these commissioners retired or were voted out in the June (in bis first year) elections, he found
that the political power had shifted towards the second group. The vice-chairperson ofthe Board
of Commissioners was the new Kingpin. This commissioner preferred the number two position.
ln this \\'ay he couId more apdy control both his hand-picked President and most of the other
commissioners and virtually hold an the puppet strings to just about eve~1hing in the
commission. For the DG. this was unforeseen.

The 00 bad inherited a senior staf( who, for the most p~ were made up ofgood
dedieated career mandarins_ However, there were also a number ofsenior level department heads
left over from the "the old guard" or "old boys club" ofprevious ince5tUous administrations.
These bureaucrats held more power than was required or necessary. Initially the DG believed he
couId weed out some of the poorer ones out keep the more competent ones in plaœ and virtually
bring them on side 50 te speak. He knew this was going ta take a few yeus.

Most unfortunate for the DG, this waS especially true of the Deputy Oirec:tor General,
Donald DeOroty who was the most iocompetent ofthese bureaucrats~ more dangerously, the
most powerful. This ODG bad been in the board a long bme. He had worked bis way up- virtually
by default and became excellently politically astute. He ingratiated himselfwith the more
powerful board commissioners over the years. He becarne the ultimate "go-fer," "inside man,"
and at rimes political patsy for those commissioners, esPeCial1y when one of them needed
something done which was not exactly up-&ont and above board. Many of the board-level
department heads got their positions by being ··befriended" by hîm. He was owed a number of
favors. The 000 was 50metimes referred to as the "Board Mafia Hancho."

[t was fasc:inating, in a repulsive son ofway, that most ofthese board level directors and
Board Commissioners wanted such a 000 (the second bighest rankîng appointed administrator).
They felt that having '''one oftheir own" in the top administrative ranks was a good protection
against anything ··weird" tbat the DG might do. This was the third DG for this 000 to work
under. On the surface, he appeared as the stable experienced administrator.1n fact he was very
bad. Every DG knew since he couJd not be fired, he had ta be "'proteeted" not 50 much to save the
DDG, but ta save front office. It was easier te cover this guy's ttaeks and fallout tban to bring
him up on charges.

Unfortunately for the DG, the selection committee tbat hired bim wanted change and did
not tell him clearly that he was hired in part to ··clean bouse." Coming from another board, the
DG had expected a level of professionalism from bis staff. Wbat he found was a deteriorating
incestuous old boys club ofadministrators who were minimally doing tbeir jobs and many of
them were in the pockets ofsevera! very powerful board commissioners. Politics played rough.

The 00 leamed quickly that the new board president was the ""front man" for the small
and powerful group ofcornmissioners who dietated board poliey. 1bey had a clear power-basing
agenda. Those remaining board commissioners, who did not play along with the ';;in-group," bad
little power to fight them. If they did, it became territorial warfare. His fights with the board
president and vice president bad become bath commonplace and common knowledge. 1be
CUITent box score between them was about even. 1be Board Executive Committec (the president,
vice-president, treasurer and two others), rea1izing that the DG was an honest ami competitive
adversary, knew tbat it would not be wise to bc 50 agressive on tao many issues. So they chose
their battlegrounds wisely. Fortunately for the 00, the Executive Committee did not fully realize
the extent of the DG'5 legal expenise and connections at the Ministry level with the various
unions and the press.
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The 00 was slowly finding the chinks in their armor, but that was not the issue of the
day. The issue of the day was finding new and competent front line administrators: principals and
vice-principals especially in the high schools.

• • •••
The preparation for the next school year was in full swing at head office. Budget battles

would saon be upon them. The DG had met "lth the leaders of the three major unions to hear
their views on a number of issues especially on the Principalship issue. This was one ofhis on­
going strategic moves to make mencis and decrease enemies and hopefully forge a common front
with the largest Line budget item in the commission.

The Director of Personnel was a good administralOr and with sorne success, remained
fairly honest even though it was difficult at times. He was invited ta attend the meetings with the
union representatives. He and the 00 were on the same side with most issues. They bath saw the
DDG as the common eoemy_ ln the meetings with the unions the DDG wu DOt present. The
unions refused to sit al the same table with hîm. 1bey knew where the Doo's calors and
allegiances lay and it was never with them. In previous negotiatioo sessions, the DDG always
spoke for the Board of Commissioners DOt the 00. This was due ta some bistorical precedent. It
gave the DO tlexibility ta play bath sides of the fence and be top mediator during crisis issues.
However, this 00 did not share the precedent. He believed that it was bis responsibility to talk
with any and everyone concemed with the commission. Not fully trusting any of the reports
regarding principals ftom any constituency, and with the number ofcomplainls regarding the
current principal "crisis" burgeoning at an alanning raie. it was no small matter for the DG.

The meetings with the unions~ principals associations and parent groups resulted in
severa! consistent items. First, tbat fact the principal selection protoeol two years previous (before
the current DG was appointed) resulted, in what many felt, a very poor selection ofnew
administrators. Second, the commissioners' in-tighting resulted in a poor re-distribution of
existing principals in the secondary schools. lbree ofthe 10 high schools had principal openings
along with a hast ofvice-principal openings. 1be Board politics ofthe board were clear - put
more visible minorities and ethnic-based administrators in place. This idea was applauded.
Unfortunately, at the time~ there were few qualified available candidates in terms ofteae:hing
experience. This was due ta the fact that ethnics, women and visible minorities did not
traditionally apply for these administrative positions.

There was a war in the selection committee. The general feeling was ta appoint the Most
qualified candidates to vice-principal, especially the more promising ofthese groups. 1be
executive would deal witb the "white" backlash and all thase who would not he appointed. This
was especially true for thase candidates who had gone through the principal training sessions and
who were next in line for promotions. 1bere was room for the ·-norm" (white Anglo-Sa.xon) as
weil - just a few less. In this way. it was assumed tbat the more inexperienced candidates would
attain experience and knowledge on the job.

The ODG, speaking for the ··silent majority" (now the in-group) stated categorically !bat
they needed thase.~.. in power now. What ensued was a power battle where everybody lost.
Yes, some ofthese candidates were appointed ta vice-principals. However, two of the existing
vice-principals (ofethnie and minority status) with minimal experience were appointed to
principal positions against the cancems ofthe parents of thase scbools as well as the teaehers
unions. Their cancem was the inexperience at these candidates. They were still appointed. The
principal cadre of the time stated their concems. This included the principals ofthe scbools where
these two appointees were presently serving as vi<:e-principals. They endorsed them eategorically
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as great potential principals but not al this time. Traditionally. Vice-Principals held that position
for a minimum ofal least five years to leam all the ia outs. scheduling, discipline, parent and
other needed experiential and knowledge bases to become good principals.

The influential Board members refused to listen and appointed them anyway along \\ith a
number ofnew Vice-Principals. Two years later. the two high schools with these inexperienced
new principals and Vice-Principals were in mess, having the most and greatest administrative
problems. The other high schools were receiving an abnormally high amount oftransfer requests
from parents wanting to take their children out ofthese specific schools. The parents' committees
raised similar concems. The Principals' Association stated ta the 8<md that ifthese schools'
problems were not fully resolved immediately, it would further make it difficult for fully
qualified minorities. women and ethnics ta be appointed. The Board Commissioners attempting to
save face shifted the blame ta everything but '·inexperience.·'

The 00 weighed all these concems. In the previous year many ofthese concems did not
arise due to the impending tcachers strike. Also. the DDG was responsible for principal
evaluation along with the respective regional dïrectors. lbrough his very carefully orchestrated
plan oftransfers ofregional direetors during the strike, these newly appointed principals:
evaluations were conveniently lost. The issue never rose ta the surtàce. Due ta the tcacher
contraet negotiations, there were only a handful ofadministrative turnovers. "They were ail
handled intemally. In other words, there were no new people appointed.

However, this was DOt the case this year. Seeing the writing on the wal~ many
experienced principals did not want ta be relocated to these more troublesome schools, especially
in their last years before retirement. The 00 tbought and pondered how battles couId be avoided.
There were a number of openings for administrators. Along with the problems in these two
particular high schools, tbere were going ta be other openings. Retirees accounted for two
positions. The others tbough were strange. One vice-principal was being disciplined for hitting a
chiId. He c1aimed self-defense; the kid denied it, 50 did his parents' Iawyers. The principal al
Revett High School were up on sexual harassment chargers ftom 2 staffmembers; and in bis
school~ there were al least two senior teachers who were also up on similar charges. Now the
quirk in this was that this particular high scbool was in the jurisdiction ofthe MOst powerful
school commissioner.

At Revett High S<:hoo~ the teaehers' unions were divided on bow or DOt ta support the
principal and the acc::used teachers, 50 morale was very low. The Regional Director ofRcvett's
ward was walking on a razor blade. One side he had a very divided schoal where students.
teachers and parents were disillusioned, discontent, angry, and divided. 1be very powerful ward
commissioner, on the other side, unequivocally supponed his Principal regardless of the charges.
The DG felt tbat this Regional Director 1# 1 was spending too many hours and hours in the school
keeping the peace.

At Vaughan High Schoo~ the long-time principal was recovering from a heart aaack; the
inexperienced Vice-Principals were doing their best. But, vandalism was increasing in the schoal
and school morale was rapidly declining. Regional Direc:tor #2 wu doing an outstandingjob with
this situation. She was rigbt in tbere virtually running the schoo~ supporting the vice-principals
and teacbers along with her other RD responsibilities. The feedback about ber was nodlîng less
than outstanding. This RD2 should be much higher up, thought the DG. Sile would probably
make a very good Deputy Direetor General.
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The DG was weil aware mat there were other needs of the Commission that bad ta be
addressed before the next Board ofCommissioners meeting. Most of them were in band. The
MEQ was once again playing Russian Roulette with the funding issues - no surprise - and the
provincial govemment was preparing for an election. Hapefully. the Commission's finance
department had several financial scenarios and models on the table. He believed it was one ofhis
better decisions ta bring in a new accounting team. It was a battle at the Board level ta get some
particular individuals. Being a very experienced DG (at his former employer) and one time
Director of Educatianal Services. he could read financial statements better than most. Within the
first six months at this Commission. he was on the backs of the finance department to such a
degree that the dead weight and unaware chieftains who ran the machinery stepped aside or
retired.

There were sorne ruft1es (through the 000 to the Commissioners ofpower) al the
Board. When the DG was questioned on bis re-shuftling, he produced bis own assessment ofthe
\vaste~ poor management and general inefticiency of the department. When pushed by the
Board~s VP ifhe could do it any better, the DG literally threw on the table bis new (not the one he
inherited) budg~ which showed an extra 5S million in various untouched funds or wbat became
known as ....lost-funds... Embarrassed by being caught unaware, the board accepted thC'OO's
demand to make changes in the otherwise untouchable finance department. It was a great victory
for the DG; it also made bim sorne enemies. l'bat meeting also resulted in the exposure of the true
fault lines in the Commission both politica1ly and bureaucratieally.

The DG believed himself the edueational leader ofthe Commission as weil as its
bureaucratic point man. He also believed tbat he was the prime person responsibe to serve the
educational needs ofthe community. In bis eyes, this meant tbat it was bis responsibility to I~
not ta be lead by the Board ofCommissioners.

• • • • •

The Board Personnel Oirector. Peter~ was going to retire in two years. He had a
spent over 20 years as a head-office bureaucrat. A very dedieated company man and very quietly
supportive of the DG, he was very much aware ofwhat was going on in ail the schools. He had
voiced his concems about the Boarcfs intervention in the appointing ofsuch inexpérienced
administrators. He was bis responsibility to prepare the selection committee~s shon lists. Heing a
career bureauc~he knew precisely where ail the power and power struggles Iay, the ones ta
avoicl.. and the ones ta take sides on. He knew that the DG was the best the Board bad seen for a
long while.

He also knew the levels of the OOO"s ineptitude, his ··slimy friends..'" the politieal
intrigues and the connections with certain board commissioners. The PD bad successfully
avoided getting involved with the intrigues ofthe ODG especially where it involved doiog favors
for certain commissioners - Iike getting bis mencls hired. The PD bad eluded these requests by
virtually ignoring the pressures put fonh by such powers. There were three commissiooers who
consistently asked for such personallike favors. Two administrations baclc before these
commissioners Md gained 50 much power.. the PD was approached a former Board commissioner
ta hire a cousin into the physieal plant staff: As a newly appointed Assistant Personnel Director
responsible for non-professional staff: he politely told that commissioner. tbat he would interview
the candidate but would treat mm 00 different by than any other candidate. Slightly upser. the
Commissioner telephoned the Personnel Direetor al the time. The then PD told the commissioner
the same thing. This commissioner, still determinecl.. then went to the Oirector ofEduc:ational
Services (now the present 0(0). By some weird loophole in the communications procedures,
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this cousin was bired bypassing aIl the safeguards. When this came to the attention ofboth the
then and now Personnel Directors~ it got to the attention of the then Director General who politely
chastised the now DDG privately.

After an these years~ in arder to keep the integrity ofboth bis office and himsel( the PD
made it knO""11 ta the earth at large not for anyone to ask for sueh personal favors. And ifdone~ he
would make it public knowledge. This did not stop the requests. The DDG~ in bis memory over
the past administration and his crony friends~ re~efinedthe responsibilities of the personnel
deparnnent in sueh a way that the office was deœntralized. So now~ a bureaueracy was in place
where there were specifie department heads in the Personnel Department re5pOnsible for specifie
positions. The PD was more like a manager. This banleground between the PD and ODG over
this matter became public knowledge. In a move which made no sense to any at the Board
administration leve~ the Board ofCommissioners approved the clef;entraüz.aton plan without
discussing it with the PD. In order te avoid a nasty public conftontatio~a compromise was
reached. Since mat rime.. however. the PD only spoke politely and when necessary, te the 000.

After the DG took office and when it became clear that the 00 would nOl tolerate any
such inappropriate dealings ofany board level official., the PD (who was on the selection
committee) was called in for a meeting with the DG te discuss what seemed some housekeeping
matters. Very diplomatically, and over a drink or NO, the 00 asked why the levelofimpropriety
was 50 high in the upper ranks ofthe commission. He also asked why the PD was oever
associated with these reports. Hopefully not putting bis job on the line, he confided to the 00 bis
concems regarding the ODG. The 00 expressed a confirming fcar. From tbat point on a quiet
bond was made between them. If it was at ail possible to legally darken the credibility of the
DDG (for the good ofthe Commission), they would endeavor to pursue it.

•••••
Across the hall., the 000 in his office began ta see the writing on the wall. [t was only

recently that he began to feel bis vulnerability and tbat bis power within the board wu
weakening. When the DG was beiog interviewed, he seemingly expeeted that as a candidate. the
DG would be as weak as bis predecessors bad been. Ali the previous DG's had been in-house
candidates. The ODG's assumption tbat he could manipulate this 00 was a poor and incorrect
judgment calI. [t was clear that with the unions retùsing ta sit in the same rcom with him during
the previous year's negotiations. the office ofthe ODG was suffering a ftowning credibility gap.
The DDG had given up.. for the most part., bis attempts te discredit the new 00. The OO's
politica1 savvy and financ:ia1 expertise, which bad blown away any doubts of bis competence (as
shown by the Iast year's planning meetings) were more and more cracking the '''invisible
protective shield'" around the DDG's office. Regional Direetors were supposed to answer to him.,
they now bypassed him whenever possible. With the restrueturing ofthe finance office, the ODG
lost a major weapon in bis "'control" arsenal. Even the Most powerful group ofboard
commissiooers knew it was becoming more and more difticult to do end runs around the 00. To
attempt to discredit the 00 would be highly difficult. To not pay back the favors owed to the
commissiooers had become more difficu.'t.

The ODG was truly in a bind. He had ooly a few years left until retirement. This DG was
not going to make bis life easy. The ODG feft tbat the DG was out to get him. He had been
chastised too many limes sinc:e the 00's appointment. The DG was clearly unbappy with the
DDG~s associations with ~e old guardn and bis mendships with board commissionClS. He
thought that maybe it was time for a major career move.

• • • • •
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Kazankis, the Vice President of the board. sat in his office across to\\n. Tao many things
were coming at him too fast. He looked at his agenda. He had a meeting with the city permits
office to discuss his new office building at LIam. The~ at {Wo p.rn., a cbastising with one ofhis
delinquent subcontraetors foUowed by a quick meeting with the President ofthe school
commission board at 3:30;~ after a quick dash home, an executive school commission
meeting at 7. A tough clay was on tap \\ith an even tougher evening to follow. He was perplexed.
This had not been one ofbis better weeks especially at the school commission. He thought. with
the idiot president making a fool of himself at the last public board meeting and losing face to the
DG. it would now be especially difficult to go through with the plan to close the shrioking high
school in the Hempstead area. The DG. unofficially, bad stated that with ·"hisn study of the high
school and the population shifts, Hempstead High bad a stroog and growing enough population to
remain open. This wouId mean that there would Dot be a principal shift ftom tbat scbool. He was
also losing much faith in his mole DeDroty. He would have to go. [t was clear he bad served bis
purpose. Not ooly had he lost his little anny, the DG, with ··bis" people now in accounting, was
going to become more difficult ta bypass thé in order to get thïngs.

Kazankis tried to get back ta the concems ofhis construction company. ft was .:IiffiaUt.
He got on the phone with DeDroty.

"So, wbat have you heard about tomght's meeting?"

·The agenda bas been set. [t's being faxed to you as we speak. Peterson will bring up the
Hempstead issue, along witb the physical plant repairs needs. He'lI ask Glasgow to report on the
teachers" contraets. Glasgow bas been in conference with Donat ail moming preparing that report.
Inevitably the current crisis in principal and vice-principal placements will arise.... '~

··Anything ofany real importance?"

""'The principal issue is very important. There are severa! schools falling apart right now.
There are voices screaming from evef)where, not to mention (WO or three regional directors
screaming for combat pay and carly retirement. This is no joke. The commission bas not done too
weIl on this one."

••Anything we can blame on Glasgow?"

""Unfortunately, not a thïng."

The conversation coded there, Kazankis bad other things to worry about. Back to
business.

• ••••

AT THE EXECUTIVE MEETING, THAT EVENING

The President brought the meeting ta order. Around the table, the executive committee of
the Board of Commissioners quietly took their places. Present was the President Petcrsoo, Vice
President Kazankis, Treasurer, Commissioner Thompson (responsible for transportation),
Commissioner Phearson (responsible for physica1 plant), DG Glasgow, and DDG DeDroty.
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'The meeting is called to order.·· began the President. '·The agenda this evening is
restrieted to three items: Hempstead High's ph~·sicalplant upgrade. the principal problem in both
Vaughn and Revett High Schools. and the appointments neeels for secondary school
administrators generally. 1 remind you that.. even though this is an informai discussion, lefs
attempt to stayon topic. Fine. let's begin \Vith the Hempstead High Plant problemsyMr. Phearson,

'·Thank you. Our O\\U people a10ng "lth the architectural firm ofRead and Tyler
completed the survey ofthe plant. The report indieates that there are four areas in the plant that
require major renovation and upgrade work for the building to fulfill both the academic needs of
the Board as weil as to comply with building code requirements. The price tag is projected at 51.7
million dollars. Our finance department bas been negotiating with the MEQ and it seems that the
Ministl1, under certain conditions will pick up most of this cost. l'bat building also houses some
community social services for employment training and counseling. We could consolidate some
similar programs in other secondary schools ta be now executed in Hempstead. The catch to this
is tbat it would necessitate transfers ofstudents and staff10 Hempstead as well as increase our
school busing requirements. Unfonunatelyythe MEQ will not pick up that cast."

"1banJc you Mc. Phearson. Mr. Thompson wbat are your estimates on the tralJ.Sp)nation
increases?'Y asked the President.

'"Roughlyy about 5125.000 a year to start~ an additional few thousand for transport of
handicappe~special events and the like.··

'"Mr. Glasgowycomments?YY asked the President.

'''We have three choices facing us. Fi~ we do nothing and plead for a new facility.
Second. put it offagain and raise the anger towards the Board. 1bir~ agree with this plan. Ifwe
do not go through with the renovations" we willy more than likelyylose students. We"ve been
through this before7 sa 1OOn"t want te harp on Ît. Ward 7. where Hempstead high is loca~ is in
the one of the most established areas oftown. The school itself is one of the oldest in the system.
Parents of that ward have been complaining for the last ten years about the inadequate facilities.
Henceywe·ve been losing students at an increasing rate to bath other boardsyand worseyto the
private sector:'

Kazankis sarcastica1ly interject~ ~.you mean the bluebloods are upset. Be carefulyyou 'Il
make me cry. Wbat'S 50 difficul~ is il tbat their chauffeurs are threatening to go on strike because
they may have to drive the little darlings to anotber high school and tbat may make their snotty
parents late for their moming bridge club game?'7

This caused a round ofsnickers trom sorne and signs ofdisgust from others. The 00
continued. ~111at is not the issue. The nearest high schoal to Hempstead that otfers the required
university prep courses is 45 minutes away by driving7 we won't mention the cast of school
busing or public transportation. Hempstead also borders the Daijon area. This is a solid immigrant
neighborhood. The population ofHempstead High bas increased avec 20% in the Iast three years
alone. With this increascythe students are already bursting the building. The ESL cast alone bas
boosted class size in some courses 15%. Vandalism and misbehavior is up as well. We need this
expansion. If we cannot retain our diverse population in this schooL we will in fact create a
·"ghetto" school and spend more resources on security and policing than five high schools
combined. The parents' committee bas had it. The Board bas becn rejecting this proposai for
three years now. There is a core of parents who are seriously thinking ofbringing 1ega1 adion
against the Board.7't
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"We've been threatened before~'" retumed Kazankïs. ··It"U never stand up in court and
you know it."'

.1bat's not the point. The reality is the MEQ is rather annoyed at us for not finaJizing this
plan. (t is considerably less costly to renovate and expand this building and absorb the extra costs
man build another facility which the province bas eategorically said it won't support. (t"s the
right thing [0 do. ( recommend this be tabled for the next general meeting for a final vote and we
should accept the arrangement with the Province."

The President spoke. ""Weil, 1don't tbink we bave much choice. rve rec::eived many caUs
from Wilson (Ward "s commissioner). the Hempstead Parent committee is going to attend the
next full board meeting_ We don"t want anodler confrontation with them. Knowing the~ they~ll

have the press there. It shou1d be on the agenda. The consensus tbat l've picked up. unofficially.
is that the Board members are more in favor ofthis than not. We'U vote on it al tbat meeting.
Agreed?"

Ali nod.

"Now to the next item. Vaughn and Revett High Schools - update, Mr. DeDroty."

··Well Vaughn is getting by. The staffis very depress~ as are the students. 1be Vice­
Principals, they are bath new, are holding their OWD. Donna OegJee. the regional directOf, bas
preny much taken over the school - and (Iooking al DG) we must say is doing an outstanding job.
Mr. Glasgow and [ are thinking that we may transfer in. on a temporary basis. Glen Leister, the
senior Vice-Principal nom Uniondale High School, to serve as Acting Principal until George
McCauley recovers. We spoke to Tom Merrick. Ward 3's commissioner. after which we
consulted with Uniondale's Principal Joan Rosalind. Sbe thought it was an excellent idea. She"U
appoint a senior tcacher to serve as an acting V.P. until everytbing gets settled.

"Now Revett's another story. We are in very bad shape there. 1be teacher's union will
not budge on its barassment charges against its Principal and (wo senior teachers. Morale is at
such a low. [feel we should do something."

··Like w~" demanded Ted Dowe." This is my warel. 1don't want you SUys making
unilateral decisioDS. Principal Kroosh bas been an outstanding Principal for over 20 years and
bas kept Revett together for a long tinte. The parents and students support him. These two
tcachers are a bunch offemale activist twÏts, they should be disciplined."

The DG replied. "Mt. Dowe. our legal department bas been on dUs case trom its
inception. The investigation is not complete. The syndicate bas clearly documented their case
against all three. Unfortunately. the Principal does not fare tao weB. From wbat Peter Donat and 1
have discovered. it is clear tbat Kroos~ regardless ofbis administrative prowess, bas bœn, for
many years. rather nasty against bis female tcachers. We bave to be caretùl on this one. The
Principals' Association bas Dot yet said a ward ofsupport. Traditionally. this means tbat they
inherently believe the charges. The two teaehers up on harassment charges 1 think will he, DOt

necessarily vindieateel but more tban likely reprimanded. Unfortunately for us. the press bas bad
a field day on this one. For the benefit of the sc:bool we may bave ta temporarily remove Kroosb.
The school is not funetioning. The faculty bas banded together against him. [t'5 very much a
work-to-rule response.·'
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··What bave you done to stop this ... insurrectio~Mr. Glasgow?" attaeked Kazankis.

"You should recall that section of the Collective Agreement. Classes have not stopped.
Extra-curricuIar activities bave ceased. This bas had a very negative effect on the student body."

"Answer the questio~wbat have you done to fix this? Have you threatened the teachers
with punitive aetionsT' screamed Dowe. "1 have parents telephoning my office every clay
demanding chat SOMETHING BE DONEr'

"No, (have note They are within their 1ega1 rights. 80th Christian McFarley, Revett's
Regional Director. and 1have spoken to the &culty and the administrators to come to a working
agreement. We have made some progress. Christian may take over the school on a temporary
basis until he feels that one of the vice-principals could run the ship. They are bath relatively new
and inexperienced. We must he careful that we do not look as ifwe are taking a position for either
group. We must put the students firsL This is a critical time. The CEGEP marks must be in by
March 1. Final term exams are conting up. We must insure tbat teaehers "in notjeopardize extra
study and review sessions. There is a basketball season Midway throu~ the regional science
fairs as weil, and so on. [ do not want a repeat of what happened fast year during the tcacher
contraet talles - you reaU. If it means moving a principal around for a month or two to get these
kids throu~ than that·s what [ WILL DO as the Commission's executive officer after
consultation with aU concemed parties."

Silence.

The President spoke. "1 think it's been covered. Wbat about the l'est of the principals ­
what does it look like for next year?"

DeDroty took out bis notes. "WeIl. aIong with our current dile~ next year sees very
little movement in the elementary sector~ but in the secondary~ (wo ofour new principals are not
faring weil. Two are retiring, one is going to the private seetor, one bas a heart condition and
another under investigation. Three Vice-Principals are retiring. There will definitely be
movement. Very few experienced principals want to move into the more troublesome high
schools. Franldy, The Principal's Association is very concemed. Their greatest WOrTy seems to
have come home to l'oost."

"And what is that?" asked Kazankis.

"1'hat the system is collapsing," replied the DOG.

'1bat.s ridiculous," responded Dowe.

"No, it ~5 not," quiedy spoke Phearson. "If1 may say a few words. "

"Go ahead," responded the President.

""lbank you Mt. President, ifyou a1I reca11 .. except for Ml'. Glasgow who was not here
three years ago - against the judgment of the Principal'5 Association and a minorily of
commissioners, including myseIt: the Board ofCommissioners cancelled a principals' training
course which was designed to prepare candidates to enter the administration ranks. Mc. Donat,
Direetor of Personnel, created the training course "ith the blessings of many. Unfortunately. (WO

years ago, to what cao he best described as political power trip by some commissioners the
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program was stopped. So here we are now some three years down the line with a great need for
administrators \\ith none in the ranks.

"Oh come on. Phearson. acen't you exaggerating this a bitT~ asked Kazankis.

"Not in the I~ since you were the one who led to its dismant1ement.'~

"lt \Vas an expensive program.. and the money was needed else wbere'~

'11lat's not true and you know it. Let's oot argue the point. 1bat.5 moot. Right
now. we need aImost a dozen administrators and we need sorne ofthem now.'~

The meeting ended shortly thereafter. But the animosity was clear. Pbearson bad never
gotten along with Kazankis and bis followers. Phearson was one ofthe Iast remaining
commissiooers who believed!bat the Board~s reason for existence was ta serve the cbildren. not
the commissiooers. This was Phearson~s last mandate on the Board. His children were DOW out of
the system: he had remained on the Board for the transition to Glasgow's 6rst few years. He bad
spent 12 years on the Board and had seen it through a number ofcrises. But, he no longer bad the
strength or the tinte to tight Kazankïs, Donat and their patsy Peterso~ the President. An
honorable person. he believed until bis mandate was finish~ he'd fight for wbat he felt was
right.

• ••••
The next week, Glasgow, Donat and Mc:Farley completed their investigation of the

Revett incident. They concluded that Kroosh used inappropriate behavior DOt ooly for this
incident, but aIso for a number of incidents that had come to light over a many-year period. After
deliberation and consultation with a legal counseL, the recommendation was that Kroosh be
removed from the position for the remainder of the schocl year. It was aise suggested tbat Kroosh
participate in sorne behavior modification in order to be eligible to serve as an administrator in
sorne capacity for the following year. He would come and be given sorne type ofspeciaJ projeet
at the Board Head Office without loss ofpay.

To the tcacher's syndie:ate, Principals' Association and the parent body of Revett. this
was acceptable. The meeting with Kroosh was not easy, but as a troe professionaL, he reluetantly
accepted the decision and agreed to all the terms. On bis own, he clearly stated he would fonnally
and publicly apologize to the involved teachers as weil as the Revett School community at the
appropriate opportunities. During the hearings, he received virtually no support ftom any teaeher,
administrator or parent group. It was only Dowe that showed support. Kroosb wu taken aback by
the process and the lack ofsupport. The investigation was incredibly thorough. With Donat put in
charge of the investigation instead of OeOroty, il iosured a degree of integrity. DeDroty bad been
visibly annoyed when Glasgow informed him. Such investigations historically came under the
jurisdietion ofthe 000. Glasgow politely infonned DeOroty that the union threatened a ~'work

to rule" order for the entice secondary system ifDeDroty were ta be put in charge. Everyone
knew that DeDroty was in some commissioners' back pockets.

The ruling triumpbrate, Kazankïs. Dowe and Petersell, had a collective fit. They called an
emergency Board meeting ta discuss the matter. They wanted Kroosh te stay and believed that
the ruling was making a scapegoat out ofa long time and dedieated principal. 1bey mustered
sorne support from their following. Glasgow held his own. After being attaeked mercilessly. he
quietly took the floor.
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·~Ladies and Gentlemen.·· he began quietly. -thank you for yom views. 1 have only a few
words to make on behalfofour ruling regardiess ofyour 'legal threats' towards bath my staffand
me. First. the running ofall maners conceming the management of personnel come under the
jurisdietion of my office as stated by Board policy and my contracta Therefore. you canno~

without a nasty legal challenge in chis matter, touch this incident. AIl due process protocols were
followed upon agreement ofail involved parties, ail unions and associations. The ruling \Vas
discussed and prepared by our legal deparunent. You \Vere all made aware ofthe proceedings.
There \Vas nothing hiddeo as \Vas done in previous investigations. Ali parties agreed to the fmal
decision. The matter i5 closed.'.

'·Secon~ we have averted oot one. but two major legal ·work to rule' incidents that. if
they bad occurred. would bave been a public relations nigbtmare. Ifyeu decide to take this any
further, you are tempting fate. And rest assured, al the next scbool board elections~ the teachers'
unions will make sure the third ofyou who ":ill be running for re-election in June who do not
support this positio~ will be targeted. It will be very, very messy. Please, for the sake ofthe
Commissio~accept this decision.-.

No one spoke for a few minutes. Kazankis realized they had lost. TIte resolution to
reverse the ruling was dropped.

• ••••

Even with the Kroosh affair on its way to resolution, the need for good principals was
still the issue of the hour. Even with creating two ·"acting'· principals as a temporary measure for
the crises al Revett and Vaughn High Schools, the reality remained offinding three new
principals to replace the retirees. supporting (wo weak principals and a possible temporary
principal to sit-in for Kroos~ and a number ofnew Vice-Principals. And there was always
DeDroty lurking behind evet)thing. DeDroty· there must be a way to get rid of~ pondered
Glasgow. The DOO's office, \\ith the personnel office. generated the administrator candidate
Iists. Due to these last few events. it was clear that DeDroty and Donat were not going ta work
together on an~thing. [1 was time to find a way ta ease bim out. but how? DeDroty was now
clearly a major liability to the Commission. He had ta go. He bad a tenured senior position. He
had covered his traeks extremely weil. An alternative solution was required - a buy~t.

He picked up the telephone and made (Wo phone caUs. The 6rst was ta bis newly
appointed Director of finance. "Hi Bill, i15 Doug ... yeah, 1 know it was a sweet vietory. but rm
sure it will be short lived. Listen, on the QT... get me everything you bave on DeDroty - true or
by innuendo... no, it's not an investigatio~per se. However, 1 want to sec ifwe can strike a deal
with him for an early retirement or a permanent leave ofabsence with some type ofbuy~ut
... that's right ... yes, sorne dirt could be useful as a negotiation tool.··

The second telephone cali went to bis persona! legal counsel. He asked him ta search for
legal ways to strongly suggest DeDroty to leave. Glasgow also called Donat, infonned him ofthe
"projeet" and asked him ta assist the legal counsel in any way possible. Donat bappily agreed.

With tbat under way, the DG began to assess the entire issue ofprincipal and vice­
principal selection. He decided to make il an agenda item for the next senior staffmeeting.

• ••••
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In Vaughn High School·s Principal°s office, Regional Direetor Donna Deglee was
meeting with the schoors t'Wo young Vice-Principals. Tom Schein and Sheila Cunningham. and
the Acting Principal Glen leister.

··So, this you 0 re the team.00 began Donna.. -1 am sure the three ofyou will work extremely
weil together. Even though [Ove worked with ail ofyou in ditTerent capacities, it is extremely
critical that regardless ofditferences you may have bet\\'een you on issues. to the students,
teachers and parents you must be a united team. George·s heart attaek was a terrible event. 1
speak to George often. He·s on medica1 leave for the remainder of the year. It was a serious
attack. He11 need b}-pass surgery and he11 be out for a while. Our rask here is several·fold.
Foremost, is for you (ta Tom and Sheila) to give, show and promote support for Glen."

··Be rest assurecL Donna, we are very happy tbat Glen is here. l'bere are just too many
things that we don°t know how to handle. There is no ego lost here, just relief,." said Tom.

"1 understan~" continued Sheila. ·'Olen, We want you to know, that both Tom and 1are
100% behind you. We are not silly enough to believe that either ofus alone can run this schaol.
Yes, we are young and ambitious, but we are not stupid. It is to everyone.s benefit that we make
Vaughn a successful schaol.0'

'1bank you very muc~·' courteously replied Glen. "1 am very excited about being bere
and am very grateful that Donna bas confidence in me and tbat the Vaughn fac:ulty did not
question this assignment. It is critic:al that we all unite in the common cause. [ am counting on
your support. We are a team. You folks are going to give a crash course on this place and very
quickly."

'·Gr~" said Donna. '·Now to work. Here's how [ see iL. Glen bas ta establish himself as
the leader of the schooL, especially with the students immediately. Sorne type of 'meeting the
Principal' ac:tivities need to be immediately scheduled. We know some students will test the
system immediately, 50 be prepared.'·

·'How does this sound," said Glen. °rirst, [ want to speak ta eac:h grade level by itself
first before we bave a large assembly. [want to meet ~ith ail the student leaders as saon as
possible. 1want to have an QPen-door poüc:y. However ['m realistic on the reality oftbat. 1would
like the graduating class to take the initiative to make the remainder of this year great for the
entire school. Secon~ &om wbat youove told me, there is this feeling tbat everyone is exhaustOO
dealing with the decline in student attitude and grades. The staffbas just ac:cepted it as the status
quo. My questio~ is, is it ail because ofGeorge's heart condition?"

Tom repliecl ....It's part of it but DOt all of it. We've had a few major bebavioral
challenges. Just before George bad his heart attae:k, we had a minor racial rumble in the Ioc:ker
room. It was more man the usual tight. [t was an intra-racial black situation - Jamaican black
against Haitian black. And then the Greeks stepped in. It was a bit messy. Thankfully there was
no weapons. o

,

"However," interrupted Sheila, "in the sc:uftle, severalloc:kers were damaged. After the
police arrived, the cleanup revealed a number of knives. t'Wo handguns. and enougb ilIegal drugs
to pay otTthe provincial debt, We were in a bind. George wantOO ta bave a witch-hunt. The
parents' committee was split. The fàculty. after hearing about the guns. freaked. The kids were
scared. No one walked alone in the schaol. Theo, George had the heart anack."
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Tom continued. "'After Donna called us about the heart auae~ panic almost took over.
Sheila and ( tried to keep the lOds under control while Donna came in to keep the school together
administratively_ The second semester timetable~ my tirst timetable~ was having problems~ the
CEGEP marks had to go in soon _.. need 1go on? The department heads were very supportive at
tirst. but after about two weeks~ were getting sort ofangry. because many decisions had to be
made and frankly we didn't kno\\' wbat to do. Donna would come in either at the beginning or the
end of the day to tï." any damage that had happened during the day or to keep the wolves at bay."

"So~ '. asked Glen.. "what's the current statusT'

Sheila began .. The race war truce bas been contained to a point. We've bad the guidance
counselors aet as peacekeepers. [t bas worked to sorne extent within the scbool. Unfortunately
outside the scboal there have been as number of tights. Parents are very concemed."

·'00 we know who the ring leaders are?" asked Glen.

"Absolutely,-. replied Sheila.

"OK then..T~ l want you to schedule a meeting between the leaders ofall the factions
in my office as soon as possible. Include in the meeting the student council president and any
other student leader of worth. But no more than eight students total. Let·s sec ifwe cao get this
nipped before it gets out ofband and dangerous. What's with the faculty?"

"In terms of wbat?" asked Sheila.

•.Anything and evel)1hing.-·

"WeiL" began Shei~ ··most ofthem think tbat we-re a bunch oftoothless twÎtS. Whether
it's because we're young, inexperienced or whatever. we are perceived as ineffectual. There are
some of the more senior department heads who feel that we should suspend everyone who coughs
the wrong way. From the academic side. there are some who feel we created a lopsided timetable
favoring certain subjeet areas over others. '.

"Did you?"

··Ves and no. The CEGEPS and the Ministry made new demands on us this year. Our
scbool population base is very mixed with ESL, CEGEP~ and tecbnical vo-tech entry requirement
needs for students. In order ta get ail the courses in we bad to limit enrollment in some while
anempting ta balance the language needs. Many of the students do not have the language skills to
get through the science courses. We found this out first tenn. The science marks were abysmaL
Donna tried ta get us sorne additional ESL teachers. The Board wouldn't budge. Glasgow was
successful in ttansferring sorne teachers Midway through the tirst term in and out of the schoal
with Midway High School for this second tenn. We were working on the timetable to permit the
weakest ESL students who were taking the science courses to have extra. English. Unfortunately,
these students bad to give something up in exchange. [t could not be~ because they needed
the math for the science courses, It ended up in being a toss-up between the arts and French in
grade 9, history in grade 10 and phys cd in grade II. During November. we introduced these
changes at the department head level first, WeiL the science department loved it and the English
department loved it because it got the weaker ESL kids out ofthe normal stream and the more
advanced-lit stream. The French department had a fit. We were expecting mat. Music and art
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have been so decimated in the past few years they just accepted it - it is too bac!. But the prograrns
are deemed useless an~way by the commission except in one or two schools."

"So where is the problem with the facultyT'

-The problem was chat on paper, it sort ofworked theoretically. When we ran the class
Lists, we could not achieve a cJass size balance. We kept thinking we could fix the problems.
Unfortunately, none of us could. Even George couldn't fix it. But we were tao late to develop
another timetable. George was virtually on the phone ta Donna asking for help when he had his
heart attack. With eve~thing else collapsing around us, we had to go with the timetable with aU
its problems.·'

Donna interjeeted. ~With aU due respect, it is DOt balfas bad as they are sayin& Glen.
When George showed me the timetable, we discussed sorne modifications which 1put ioto etreet
when l began coming in. [t helped a Little, but not enough to quiet the tcachers."

"Sa, we have a few challenges in front ofus, [see. WeiL after lunch explain ta me the
timetable. Tom, so 1 cao al least keep the wolves al bay:' The bell rang. 80th Tom and Sheligh
excused themselves to go and take care ofhomeroom and attendance. They returned in 20
minutes ta continue the meeting.

Donna and Glen continued to discuss the change in administration. Donna
began. "Gle~ 1 know 1asked you to take over this school in a crisis. Do you bave second
thoughts?"

"'No, the challenge is tough and [ appreciate your trust in me. My only concem is that the
senior staff is probably going to say that sincc ['m not a seasoned Principal, Ït's simply adding
fuel ta a forest fire."

"Glen. you're up for a principalship anyway. You have many, many years in the trenches.
If it weren't for the way the biring went three years back to hire more visible minorities you'd
aiready be a principaL You're better as a vice-principal than ManY existing princip~ in their
posts Don't worry, you'lI be fine. l'Il be checking with you every day. Vou bave both my, and
Glasgow's support 100%. Don't forg~ he made the announcement to the stafThere on your
behaJf last week and made it crystal clear to aU that you were "in charge' and no one was to get in
your way. He's on your side, And as far as Tom and Sheila go, they're young and theyare smart.
Support them and nourish them. Some tcachers have treated them very unfairly here. It's been
hard for them. [ met personally with Most ofthe shit kickers here on the &cully and demanded
that they stop harassing them. How far it \\'ill go? [ don't know_Bu~ we can still demand
transfers for next year ifwe have to for those who don't play along."

"[ hope that will be ooly a last-etTon need."

"So do 1. So do l."

•••••

DeDroly sat nervously in Glasgow's office not kno~;ngwbat to expeet. [t bad been a
very long time since he bad been was invited in for a meeting alone. He was no friend or ally. In
fact. DeDrot)' had very few friends left in the commission or on the board. He was obsolete, just
putting in time until retirement or something else.
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Glasgow entered land saiel., ·'Donald. let's not mince words, 1can't stand vou and vou
can't stand me. Be tbat as it may, the Commission needs four new principals and ~t least tÏtree, if
not five, new Vice-Principals, very soon. We have to work together on this one."

,·What do you want?"

..( want you to do your job."

··What is that supposed to mean?"

--Since 1 took this job, you've done virtually everything to undermine this office. Either
coosciously ornot, and 1rcany don'tcare wbic~ you've been manipulating the powers ofyeur
office for a number ofyears more for your personal gain than that for the commission. You may
have many friends i~ sball we say~ high places. You bave aIso made many enemies. Many, who
would like to sec you fry."

·'Your point?"

'·Regardless ofthis, it is your responsibility to oversee the candidate list for
prospective principals and vice-principals. ( want a list within a month. 1 waat you to wode witb
Peter foUowing ail commission selection protocols and create a liste Have interviews, keep notes,
etc., etc."

'·Why don't you just bave Donat do it alone since yeu don't trust me?'"

·'You' re right about that, 1don't trust you. However, Donat is extremely busy
reorganizing the personnel department and preparing the schoolteacher cadres for next year. You
know the wards and their commissioners better tban anyone does. ( want you ta make the best
short list possible...

,.( don't understand you. [t seems as ifyou're cballenging me."

•.[ am in a sense, but DOt how you thînk. Ali 1 am asking you to do is do your job, work
with the Regional Directors and Donat and generate a list ofcandidates...

"Without 50unding too crass, why should ( be 50 'trustworthy'?"

··One, [don't have the time, and two. you're too close to retirement to put it injeopardy:'

"Is tbat a tbreat?"

·'Not at ail. We are going to go through a major front office reorganizarioD - to save
money and be more efficient. Ifyou do not want your office and position ta become even more
redundant than you bave already made il, 1suggest you do this weil."

"[ do take this as a threat. l'II be informing my lawyers. [fyou do threaten me, l'Il sec
you in court."

"[·d be very careful what and how you speak to me, Donald. No one and no position is
sacrosanet in this commission. [ know the law, the collective agreements much better than you
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do. [ suggest that you not become too ... aggressive. [f it cornes to chat type ofconfrontatio~you
wililose everything and more. Kazankis will not help you. He is too selfish and ruthless.'·

"How bad do you want me outT'

"ru be quite frank. tomorrow would not be saon enough.'·

"What [ meant was, how far is your office willing to go to get rid of meT"

"Are you suggesting something?"

"., .ru consider sorne options and get back to you. "

-11tat.s YOUf calI. ln the meantime, [ request that you perform your duties as we!l as
possible and fulfill aU your professional obligations as your mandate oudines. Tbat will be ail."

DeDroty left the office. Glasgow. in one sense, felt relieved. By confronting DeCroty. the
cards and terms were laid out. The next move was DeDroty's.

• • • • •
After a careful reading of DeDroty's contraet. the labor code, precedents and similar

situations in other Boards. Glasgow's counsel determined that with two years eligibility before
full retirement for DeDroty, he was within range ofa buy~ut. The MEQ was encouraging early
retirements~ this was definitely a good carrot. IfDeDroty was smart enough, and no doubt he was,
he could retire from the Board and get another position somewhere else in the country wbere he
was not known and cam an additional income. He would not want to destroy that opportunity by
huffing and puffing too loudly_ He might be a scum ball but he was not stupid.

• • • ••
At 1:30, the meeting began in the conference room. AlI were present. [t bad been a while

since all six RegÏonal Directors and the complete executive sat in the same room. Most were
somewhat disconcerted. There was a sttange feeling the room. Glasgow began the meeting.
"Ladies and Gendeme~ thank you for clearing your desks for this meeting. 1have spoken to you
all individually regarding our current dilemma conceming our diminishing Principal cadre. At
this point in tinte we must consider this as a crisis. Glen Leister bas taken over Vaughn School.
He will probably stay on. The prognosis for George McCauley is not good. He bas been
scheduled for by·pass surgery. He will be out for the remainder of the school year. Glen will
certainly be a principal next year somewhere. So that's one. Christian., what's the current status at
Revett with Kroosh out?"

Christian began. "1'bings have calmed down to some extent. 1have been working with
the two Vice·Principals, Manon Larin and Robert Cathay. 1 think they can handle things for the
moment. Manon's been a long time teacher, department head and worked in head office for a
while. Robert is a good workhorse. 1would suggest that we appoint Manon as Acting Principal
and have them choose a senior tcacher to serve as Acting Vice-Principal for the remainder of the
year.'·

'·Christian.,·· said Harley Parks, Region 1 Direetor, "Manon was a VP with me for two
years~ she's quite good. 1 suggest we keep her in mind for a Principalship for next year. She
deserves it. This Revett experience will have been very good for her."
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'lhanks Harley, OK thafs two. now we definitel,. need at least two more. Has anvone
received any requests for transfers?" A pause. "Well then: mat leaves everything ope~ doésn'[
. ?"It.

"Ooug," said Lesley Smiths. Region 3 Direetor. ,.[ have sorne serious concerns about one
of my Principals, Julio Ortega of Ballston High. He is really baving a very difficuIt rime. He gets
nothing in on rime and vandalism is up 26% over last year - which is up trom the previous year.
The vp·s in mat schools are not strong eimer. (·ve received countless phone caUs tram parents
and Ward Commissioner Thompson. My o\\<u contacts in the school corroborate these concems. [
have been working quite bard with ail three ofthent,. but (truly feel they just don't bave it for that
schooL The end ofte~ grades 10 and Il marks dropped 15% overall from first mid-terme It
usually goes the other way. l'm really spending too much time in that schooL Ortega's a very nice
and dedieated persan. Unfortunately, he's in over his head."

Lesley Smiths continued, ;,;,( have much the same problem with Louis Coswell at Railway
Station High. He·s just as inexperienced, but whal's worse, he believes he's being targeted trom
both major racial groups of the schooL"

;,"What do you mean?" asked Donna.

"As you know, Coswell is black. The school is about 30%As~ 40% Jamaican Black
and 30% everything else. It's a working-class first and second-generarion immigrant student
body_ Everyone is defensive about everything. There are lots of violent aets and broken homes
which is unfortunately typical of this part of town. Wben Coswell sides with the non-blacks, he's
referred to as ;,anti-brother' by the black students. When he sides with the blacks. he's attaeked
for "favoritism. ~ He·s caught. He doesn~t have it. He bas a heart ofgold. He cannot take strong
stands. ( understand bis position. When ( was tirst a VP, ( had similar challenges being a black
administrator in a multicultural school. But 1can ooly hold bis band 50 long. ( bave another
conce~ and r m sure il's just simple paranoïa on my~ but if really blows this position. [1 MaY
set back a lot of things race-wise in the school and in the ranks~ ( mean."

Glasgow responded, "1'hat's two weak principals and theyare bath the picks of the Board
if you recall. To remove them at tbis point could cause a bit ofconsternation with the
Commissioners. It would also mean finding an additional two Principals ... suggestions?'~

After a few moments, DeDroty said, "you know, there may be a way around this. [fwe
too~ [efs say, Greenfield out oflslip Middle School and made mm a high school principal
somewhere, and put Kroosh in bis place - that would leave us one spot to fill. We do have a
number of middle range ofVP's who could move up to Principal for the rest. There mayalso he
some elementary principals who MaY be interested in moving up. Ifsome applied, we could
conceivably move them into the more stable bigh schools and thase existing principals over to the
more challenging schools."

,aNot a bad though~ ". remarked Smiths. a1be only bang-up with that is that Most
principals will not move without a bit ofcoercio~especially to replace Ortega or Coswell. And
what about them? (fwe move those guys out, wbat do we do wim them witbout embarrassing
them and getting bath Kazankis and Dowe on our backs?"

DeDroty continued. "This is true, Les, however, there May be some alternative positions
here al the head office. For example, let's say we created a special projeet for multi"'CUlturai and
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multi-racial secondai)' school integration and put either one of them in charge of it. There is sorne
grant and special projects funding available - aI least for one year.·~

Harley continued. "A good id~ but most people would see this as heing buried in the
boar<L you know taking care ofour O\\,n. It~s politically dicey.·'

Donna saicL "on the other band. we do have sorne elementary schools with high multi­
racial populations. Maybe we could help them along by putting them at the elemenr.ary level. In
that way they would remain principals, but at a softer level. The only catch would be the transfer
situation of the existing principals."

Glasgow continued. '~es Do~ it"s an additional option. lbat aIso means we11 need a
few more new vice-principals. However, there are always many candidates for these positions.
Now let's get this thing on the road. [would appreciate ifyou get the word out ta your principals
regarding the situation. Let's see ifwe get some names. [would a1so ask tbat you ail examine
your vice-principals and make sorne projections on who might be ready for a promotion. AIso
probe sorne of the principals a bit more - "for the sake of the Board~ migbt some consider
transferring ta another school. Peter will make the official announcements and make sure that all
staff-rooms post the proper selection protocol and such. Donald and [ will explore the multi­
cultural project thing. lbat"s about it for now. 1bank you very much:'

•••••
It was a few days later wben Peter was baving lunch in the cafeteria at the Board Offices

when Marilyn Berger, Board consultant for the teaehing of English.

"Peter, MaY [ sit?" sbe asked.

"Ofcourse," Peter said.

"Could we talk shop a bi~ UDofficially?"

··Cenainly. What's upT'

"Well~ the word~s out tbat Glasgow is pusbing DeDroty ta leave. Any truth ta the
rumor?'~

"Couldn't teU you. We aU know tbase two don~tget a1ong."

'''O~ c'rnon Peter, it's more tban that. Vou and Glasgow get along. He must bave told
you something."

"['m sure he would not lose any sleep ifDeDroty left. Anyway, why do you want to
kn ?'.ow.

"WeIL ta be fi'ank. if DeDroty leaves tbat wiU create a big opening at the top. There bas
not been movement in the Doo's office for a long rime. 1be ladder would definitely sec changes
on the rungs.'~

·"Let's not be coy, Marilyn. Wbat do you want?"

--If Dedroty goes, is there anyone on the inside? A tirst choice to take the job?"
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"WeIL [don"t know. There is no set person. DeDroly bas been there a long time. TIte
Board ofCommissioners would have the final sayon any candidate anyway. Are you interested
in the job?"

"No, not al ail. However, 1would be interested in moving up from my present position as
consultant in sorne way. The writing is on the walL These consultant positions will not be around
much longer \Vith cutbacks and re-structuring and such. r m just looking towards my future."

"WeIL al the moment, aU we know is that there are many positions for bath principals
and vice-principals. Apply for one of them ifyou think you cao cut it. As far as ( carl see, that is
the only place for movement at this time."

•••••
[t was about 8-p m and pressure time for the Board ofCommissioners. The rift between

them and Glasgow was taking on a high profile. This was not helping sorne ofthe incumbent
Commissioners who were deciding whether or not ta run for re~lection. Kazankis and Dowe
were having a drink in a tavem close to the Commission offices. ln front ofthem were the lists of
incumbent commissioners and those who had detinitely decided to step down.

Kazankis began. ""Ted. 1think we should really make a move to shore up our majority on
the Board. 1think it's aIso time for Peterson to step down as President."

"He is a senile "ole ass~ however, he serves bis function weil. 1doo't think there is anyone
we could manipulate so easily within the existing members."

'1bis is true. It looks like our boy DeDroty is going to go. He bas lost tao many battles
with Glasgow. He is no use to us at this point. He telephoned me the other night wantiDg to know
if he retired. would we give him a bonus on bis retirement package.,.

··Cao we do tbat? 1 thought that was aU controlled by the Govemment...

"Yes and no. My accountants seem to think that ifwe got him ta go out on arnedical
release or be fired - forced to resi~ we could create a severance package.""

"Is that lega.l?"

"It sort ofdepends on how you look at it, But ("m sure Glasgow ~ill be happy ta sec him
go at any rate. But for DOW" we need a bit more control on the Board. Peterson should go. [t's just
that we have to figure a way ta convinœ mm to go. He just feels that he is so needed.".

"Well he does have emphysema and it"s not getting better. We'd have ta rcally scare the
shit out ofhim for hint ta consider not to run agaïn. ,..

"We just have to find a candidate tbat appeals ta bis constituency more tban Peterson
does."

'"1 know you bave someone in minci,. otherwise you wouldn't suggest il. OK,. who is it?"

"Geraldo Guerrero."
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··Why does that name ring a bell?"

··You see bis landscaping trueks evef1''\\'here in town. And he bas been living in
Peterson.s ward for the past four years and bas three kids in the system. He owes me a few favors
1 owe him a few. He"s a perfect candidate - early forties. suecessful sec:ond-generation family
businessman. Stubbo~ religious and very involved in the Hispanie c:ommunity. It would be
difficult for Peterson ta win an election against him. Peterson does not have the bucks to mount a
campaign.··

··So. if Peterson goes as ",ill DeDroty. who takes over al the Board?"

'·1 become President, you become Vice-President or stay treasurer - your cali. We could
a1ways go with Thompson in as Treasurer. He"s saCe and bas usuaUy sided with us on Most
issues .....

-"True. What about Glasgow?'''

--He·s preny untoucbable..As he packs in the board offices with bis people. we·U bave to
staek the Commissioners with ours...

"'Sounds fair to me.·..

• ••••

A week bas passed. DeDroty is in Glasgow"s office with bis lawyer and the Board"s
legal counsel" Philip Reynolds.

Doug, this is Mc. Andrew Laidly" myattorney_ rve asked him to accompany me to this
meeting tbis moming with you - more to clarify my words and ideas - in case 1am not clear.·..

··Yes. Mr. Laidley. this is Mc. Philip Reynolds" our head legal counselor. As ["m sure
Donald bas informed you, onder any such meeting with a legal counselor which may lead to
litigatio~ we are obliged to have our counsel present.n

Laidly replied. ··Perfectly understandable. Allow me to proceed. For the moment 1 will
speak for Mc. DeDroty. First of~ sinee tbere have been no threats against my client. we are not
here demanding any kind of ....justice.·.. We are here to discuss a possible compensation package
50 my client cao leave the Board with full pension benetits and an unblemished service record.....

Reynolds replied. "Let me understand you eorrectly. You are offering us an avenue ta
release Mr. DeDroty ftom bis duties. What makes you think there would be any problem with
that?"

··Let us just saY. and everyone knows thïs, that it is just a mater oftime before Glasgow
will request. and probably heavy handedly, my client's resignation.·..

··What leads you to that conclusion?'" asked Reynolds.

·"Everyone in this building and al the Commissioner level is" shaH we say. aapJainted
with your .. _unpleasant feeling towards Mc. DeCroty. Your arguments with my client bave
reached a point where neither one of you cau stand each other heing in the sante room. You bave
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virtually pushed him aside from his responsibilities - putting them either on hold or in 5Omeone
else's office. You bave made hint feel rather useless. and his office rather marginal. After one and
one halfyears in your positio~ you have stripped him.. lt is clear that you wouId ramer see hint
somewbere permanendy outside of mis building. Rather than get iota a nasty forced resignation
that would he Messy for everyone~ we were boping to work out a compromise sa my client cao
leave the board and pursue other administration positions without compromising those
possibilities and his pension. He bas two full years remaining in bis contraet \\ith the board. We
are asking you to consider a severance package of 14 months salary. full medical benefits until
his normal retirement and that you pay into bis pension plan ootil bis nonnai retirement l4
months hence. [fyau accep~ my client \\ill resign bis position immediately, and virtually take a
leave ofabsence. We feel this is \\ithin bis seniority position and that he bas faithfully been
employed in this Board for 32 years."

Reynolds was quiet for a few moments and then said, '1llere are severa! areas ofyour
proposai that must be looked ioto for legal pU{pOSeS. This is a very large compensation package,
especially since there bas been no official indication that Mr. Glasgow would initiale sorne sort of
firing. Secondly, when the Commission bas negotiated similar such an agreemen~ the settlement
has not been sa high."

·..Let us just say, ifand when my client is released from bis services, if it is under a cloud,
there are many people al the Commission who would rather not get ioto a messy loud and
embarrassing situation."

"Some might cali this blackmail."

"And others might cali this preventative Medicine ... for the Board."

"You rea1ize that the Board may not be in a position to pay such a high price, considering
ail the fiscal cutbacks."

--1'm sure that among the brains here, an arrangement could be found.·~

··Perhaps 50, but this still must be approved by the Board Commissioners.·'

--Do what you must."
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