
� � �� � � � � � � � � 	 �
 � �	 � � �� 
 	 
 � � ��� � � � � � �� � �	 � � �� �� � �� � � � �

 � �� � � 
 
 ��� � �� � �� � �� ��� �� � � � � � � 
 � � 	 	 � ���� �� � �� � ��� 	 
 � � �

�� � � �� � 	 � 
 �� � � 
 � � � �� � ��� 	 � � �� � � � � � �

� � � � � 
 � � � 
 � � ��
 � � � �� �� �


�� ������ !"�
��#�$ 


 � %� &� � ' �' � � � ��� �����(��)*(�*��

+�� , �� � ��� � � � � � 	 � *!!� ' &�� � � ' &� �� � � !� � � � � �� " ( ) " !� � ) $�

http://dx.doi.org/10.7275/4srh-8065
https://hdl.handle.net/20.500.14394/12961




AN ASSESSMENTOF THE FUTURE
IN-SERVICE TRAINING NEEDS OF SCHOOL

PRINCIPALS IN MASSACHUSETTS:A DELPHI STUDY

By

Dennis M, Carey

A Dissertation Submitted to the Graduate School of
the University of Massachusetts in partial

fulfillment of the requirements for the degree of

DOCTOROF EDUCATION

School
Amherst

,

of Education
Massachusetts

June, 1972



AN ASSESSMENTOF THE FUTURE
IN-SERVICE TRAINING NEEDS OF SCHOOL

PRINCIPALS IN MASSACHUSETTS:A DELPHI STUDY

A Dissertation

by

Dennis M, Carey

Approved as to style and content by:

Eve, Chairtj^nof Committee

Pdc^, Committee Member

Dr, Robert Jones, CoihiuttM Member

4 ?/
Dr. l(*lchjir3 Wlin, Director of Graduate Studies

I

I

1

^

V / School of Education
University of Massachusetts

Amherst, Massachusetts

June, 1972



Dedicated

to

Jeanne S. Kelley

ill



ACKNOWLEDGEMENTS

The writer wishes to express his most sincere appreciation to all of

the study participants in Massachusetts who so generously gave of their

time to complete a series of four questionnaires.

Sincere appreciation is also extended to the following:

Arthur W# Eve, Chairman of the Dissertation Committee, who gave

much encouragement and moral support throughout the study.

Dr, Roger H, Peck, who offered not only intellectual support but

showed a great deal of enthusiasm, consideration, and understanding for

me as a student.

Dr, Robert C. Jones, who was always available to me when guidance

was needed and was very helpful in offering many constructive criticisms

concerning the form and content.

Dr, Mark H, Rossman, who acted not only as a friend, but a counsellor,

and was quite helpful in the editing of the document,

Mr, Larry Dye, who served initially on the candidates guidance

committee and showed a great deal of understanding and concern for not

only myself but the progress of the study,

Mr. Dennis Little, Director of the Institute for the Future, who

served as a consultant and offered many ideas and alternative ways of

using the Delphi methodology.

Miss Jeanne Kelley, who gave many hours of her time to type the

document

,

Miss Vicki Secrest, who helped with the telephoning of participants

and edited many portions of the dissertation.

iv



VITA

Dennis Michael Carey was born In Richmond, Virginia on April 10,

1944. He received his elementary public schooling in Indiana and was

graduated from Thorntown High School, Thorntown, Indiana in May, 1962.

In 1967, Mr. Carey completed his undergraduate studies and

received a Bachelor of Science Degree from Virginia Cornmonwealth

University, Richmond, Virginia. He did further studying at the College

of William and Mary, Williamsburg, Virginia, before moving to Massachu-

setts. He received a Master of Education degree from the University of

Massachusetts, Amherst, Massachusetts, in 1971.

Mr. Carey*s professional work experience includes two years*

teaching experience in Virginia where he served as teacher-coordinator

for Adult-Education Programs and Distributive Education Programs.

Also, his experience includes one years' teaching in Barnstable County,

Massachusetts,

Mr, Carey received numerous awards for academic achievement and

leadership in both student affairs and student government activities

during his high school and undergraduate career, and was a Research

Assistant at the School of Education, University of Massachusetts

during the completion of his doctorate. His major field of study is

Educational Administration,

V



DISSERTATION ABSTRACT

AN ASSESSMENTOF THE FUTURE
IN-SERVICE TRAINING NEEDS OF SCHOOL

PRINCIPALS IN MASSACHUSETTS: A DELPHI STUDY

Through use of the Delphi Technique, this study determined the future

in-service training needs of school principals in Massachusetts through a

consensus of opinions regarding the skills, knowledges, and training approaches

needed to fill the principal's future role. Also determined was the feasibility

utilizing the Delphi Technique as a methodological tool in gathering data.

These objectives were accomplished in the following manner:

1. By soliciting from a selected sample of participants, (principals,
superintendents, school board committeemen, and teachers) their
perceptions of the role of the school principal in the next decade.

2. Based on the generated "role perceptions" then inquiring as to the
kinds of future skills and knowledges that would be needed to fill
that future role.

3. Through the successive rounds of questionning , more clearly defining
consensus and establishing minority opinions.

4. By operationalizing the highest priority rated statements regarding
the needed skills and knowledges by asking the study participants to
write in paragraph form a more refined definition of the statements.

5. By having participants match two in-service training approaches to
each of the highest priority rated statements. To aid the participants
in selecting possible in-service training approaches a sample sheet
was attached to the back of each questionnaire listing several examples.

The major findings of the study are summarized as follows:

1. It was predicted by the study participants that the school principal
in the next decade would need a knowledge of the concepts and

techniques used in human relations, a knowledge of the current trends

in education, and a knowledge of the curriculum and instructional

programs in his school. Also forecasted were the skills that the

principal would need. These included: skills in working in groups,

skills in leading the school administrative team, and human relations

skills

.

2. Some of the lower ratings of the "skill" and "knowledge" statements

indicated that the study participants did not see the future principal

as one who would need skills in classroom teaching or even a knowledge

of most subject areas.



3. When the study participants were asked to choose a number ofalternative training approaches that would be required in meetingfuture needs, four categories were automatically eliminated:
employing interns, showing movies, referring to resource banksand using teaching machines. Other training approahces which receiveda low rating included the use of outside speakers and the use of
audio-visual aids. Thus, the six lowest rated training approaches
identified by the experts raise serious questions about not only
the training approaches that these experts do not value highly for
future educational needs, but perhaps more importantly about the
experts themselves.

4. Of the top six training approaches identified by the study participants,
it was significant to observe that conducting sensitivity training
sessions received the highest priority. The area reveiving the second
highest priority was the visiting of other school systems. These top
two priorities received a total of 23 per cent of the ratings which
was more than the next four highest-rated categories combined. The
four remaining categories, i. e. attending conferences, conducting
a human relations workshop, establishing a study group, and doing
professional readings, indicated perhaps more concern for the practical
human involvement over theoritical pursuits.

Since this study was designed to secure information which would lead to

the kinds of in-service training approaches that would be needed in meeting

the future school principal's needs, the utilization of the Delphi Technique

as ‘the methodology in the study and the findings led to the following conclusions:

1. The fact that a small sample was used in the survey (45 in number) led
to a high percentage of questionnaires returned. The over-all average
of returns for the four month study was 87.2 per cent. This was
exceptionally good when considering that four separate mailings of
questionnaires were administered to the same study participants. The

fact that the questionnaires were very time consuming (an average
of one to three hours was spent completing each questionnaire) also

adds to the uniqueness of the return percentage.

2. A major convergance of opinion concerning the skill and knowledge
statements occurred directly after the participants were informed

of the first consensus reached by the total sample.

3. The categorization process known as the Tridimensional Concept was

used in this study and helped in the analysis of various statements

relating to the responsibilities of the job of the school principal.

The process was also helpful in narrowing down the number of statements.

in order for those that were deemed the most important could be identified.

4. Because all of the data generated in the study was immediately fed back

to the study participants after each tabulation, interest was sustained

throughout the study.
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CHAPTER I

INTRODUCTION

Time, said St. Augustine, is a three-fold present: the pre-
sent as we experience it. the past as a present memory, andthe future as a present expectation. ^ that crlteron. the

of t^ ye»T 2000 has alr eady arrived, for In the
we make now. In ^ we design ^ Igii^vTT^nment

£22 £i2i£ -•lt»tch the lines of constraints , the future is
commit tedT*

' ————

For the futiure of education the lesson Is clear: According to

Alvin Toffler In Future Shock . "educatlon*s prime objective must be to

Increase the Individual's cope-ablllty - the speed and economy with

which he can adapt to continual change. And the faster the rate of

change, the more attention must be devoted to discerning the pattern of

^ 2
future events,'*

It Is obvious that, recent developments In preparation programs.

Indicate that future school administrators should be well-prepared for

their vital task of providing educational leadership. But what about

the administrators of today? Most ma lor positions In American schools

are filled by men who completed their pre-service preparation several

years ago . Since then there has been a great advance In the discovery

of new Information about the educative process and about community

^David Bell, Toward the Year 2000 : Work In Progress (Boston,

Beacon Press, 1969), p, !•

^Alvln Toffler, Future Shock . (New York: Random House, Inc.,

1971) p, 403.
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organization and new ** know-how** with respect to administrative duties .

If practicing administrators are not promply given the benefit of

recent research findings and other contributions to knowledge, a

considerable time-lag exsists between the discovery and use of this

new knowledge. And the problems of improving schools is too crucial

to permit the existence of any great time-lag. Therefore, there is an

overwhelming need to transmit to school administrators as much new

knowledge as possible to enable them to carry on more effectively their

work of improving the educational systems, and in doing so, realizing

not only the importance of present programs but understanding the

3
possibility of what future expectations might bring.

The Nature of Educational Forecasting

Forecasting, according to Webster is the **plannlng ahead of some

future event or condition usually as a rational result of study and

analysis of available pertinent data,**^ Unfortunately for education

the level of forecasting has been minimal. Projections, whether they

be short-range or long-range have yet to be found, ^ In fact, literature

^»*Toward Improved School Administration: A Decade of Professional

Effort to Heighten Administrative Understanding and Skills** W, K,

Kellogg Foundation, Battle Greet, Michigan, 1961,

^Websters Seventh New Collegiate Dictionaty , (Springfield, Massa-

chusetts: G. & C. Merriam Company, 1965).

^Donald P, Anderson, **Explorlng the Potential of the Tech-

nique by Analyzing its Applications**: AERA Symposium, Ohio State

University, March, 1970.
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reveals that rarely has any serious forecasting been done In such areas

as:

•future curriculum needs

-future staffing needs (other than pupil-teacher ratio)

-the future role of schools in meeting individual and societal
needs

-future administrative, instltultonal, and organizational needs

By not considering these and a host of other future needs in a rigorous

and systematic fashion, education has been limiting itself in both the

short-range and long-range futures.

Delphi as a Methodology

According to Theodore J. Gordon, "most decision makers utilized

expert advice in forming their judgements. Where the question being

explained uas so complex and Involved such obscure interrelationships

that no single person could have been expected to be expert in the many

disciplines required, the traditional approach to the ansvi^er was to

seek a consensus among the experts through open discussion or a con-

ference* However, joint committee activity often introduced certain

undesirable psychological factors, such as specious persuasion, unwil-

lingness to abandon publicly expressed opinions and the bandwagon effect

of majority opinion."

The Delphi technique made it possible to avoid some of these

Theodore J. Gordon and Robert H. Ament, Forecasts of So^ Techn o -

logical and Scientific Developments and Their Societal Consequenc es.

Institute for the Future, Spet ember , 1969.
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difficulties by (1) eliciting opinions regarding the course of expected

major developments through anonymous responses, by (2) iteration and

controlled feedback of responses, and (3) gathering a statistics! group

response as an aggregate of individual opinions. A development of the

RAND Corporation, the Delphi technique as a tool for projecting future

events, has only been applied to education for about five years. Its

uniqueness lies In the fact that biasing effects are minimized, as well

i^fif®l*vent communications, and group pressure toward conformity,^

Weaver, In a current Phi Delta Kappan article raised what he

considered to be the major limitations of the Delphi technique: His

criticisms were that:

-The method was non-data based and relied on collective expert
judgement,

-The forecasts did not begin, as do extrapolations with a demon-
stration of how future events grow out of specific present or
past conditions,

-In their present form, Delphi forecasts had little substantive
explanatory quality.

Even though Weaver was highly critical of the Delphi technique,

an attempt has been made in the present study to avoid the limitations

he suggested by (1) designing a questionnaire that allowed for as much

explanation as possible in order to provide the investigator with sub-

stantive data and (2) by placing as little emphasis as possible on the

"correctness” of the forecasts. An attempt was made to view the results

^Norman C. Dalkey, "The Delphi Method: An Experimental Study of

Group Opinion", The RAND Corporation, RM-5888-PR, June, 1969,

®W, Timothy Weaver, "The Delphi Forecasting Method" Phi Delta

Kappan, Volume III* No, 5, January, 1971,



of the study as alternatives to that which presently exists*^
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Statement of Purpose

Through use of the Delphi technique, this study determined the

future in-service training needs of school principals through a consen-

sus of opinions regarding the skills, knowledges, and training appro-

aches needed to fill the principals* future role. Also determined was

the feasibility of utilizing the Delphi technique as a methodological

tool in gathering data. These objectives were accomplished in the

following manner:

1, By soliciting from a selected sample of participants,
(principals, superintendents, school board committeemen,
and teachers) their perceptions of the role of the
school principal in the next decade.

2, Based on the generated "role perceptions" then Inquiring
as to the kinds of future skills and knowledges that
would be needed to fill that future role,

3, Through the successive rounds of questioning, more clearly
defining consensus and establishing minority opinions.

4, By operationalizing the highest priority rated statements
regarding the needed skills and knowledges by asking
participants to write in paragraph form a more refined

definition of the statements,

5, By having participants match two in-service training

approaches to each of the highest priority rated state-

ments, To aid the participants in selecting possible

in-service training approaches a sample sheet was

attached to the back of each questionnaire listing

several examples.

^Donald R, Waldera Anticipated Roles of Future Educators: A

Delphi Study (unpublished dissertation. University of Massachusetts,

1971).
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6, Finally through the uae of an evaluative instrument
determining the feasibility of utilizing the Delphi
technique as a methodological tool in gathering the
Od(A •

Through the stated process of data collection, a consensus was

reached by use of a priority rating scale used in conjunction with

each of the "skill” and "knowledge" statements. In reaching this

consensus the following scale used:

!• Highest priority
2# Above average priority
3, Average priority
4* Below average priority
5, Lowest priority

As a part of the Delphi process, a series of four questionnaires also

aided in the consensus of responses.

Definition of Terms

The following terms were defined operationally as used in the

study.

Consensus - For the purpose of this study the term "consensus"

was considered synonymous with "majority opinion','

Expert • - Weaver expressed it quite well when he stated that

experts were experts because they were objective,

took into account new or discrepant information, and

constructed logically sound deductions about the

future based upon a thorough and disiplined under*

standing of particular phenomena and how they relate.

In addition to Weaver's definition and for the purpose
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of this study "expert” was also referred to as an

individual (principal, superintendent, school board*

men or teacher) who was considered to have a suffi-

cient knowledge of those skills and training appro-

aches needed to prepare principals for future roles,

In-Service - The present or future planned, educational activi-

ties aimed at the improvement of professional staff

members: principals.

Principal - An individual who was considered the chief executive

officer of an educational institution. For the pur-

poses of this study "principal” referred to those

individuals in charge of public elementary and secon-

dary schools.

Respondents - Participants - Those individuals used as the sample

population.

Assumptions in the Study

1, Respondents would have a sufficient background knowledge of

the kinds of skills and knowledges as well as the various

training approaches needed to fill the future role of the

school principal,

2, Respondents would react candidly to a series of four question

naires and one evaluation Instrument and as participants,

offer their contributions to the study through the final

round of inquiry.
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3* Consensus of individual opinions would produce majority

opinions relative to the kinds of future skills and know-

ledges needed by school principals as well as establish

a set of minority opinions*

Through the imaginative and creative contributions of resp)on-

dents* the study would generate new ideas as well as verify

those which had already been discovered*

Limitations of the Study

1* Since the study involved a series of four mailed questionnaires,

it could have been possible that some of the participants

would not actively offer their contributions through the final

round of inquiry*

An attempt was made, however, to eliminate this problem

by constant follow-up of all participants*

2* A number of generalized statements would undoubtedly be gen-

erated by the study participants during the first round of

questionning.

An attempt was made, however, to correct this problem by

seeking more refined definitions of the highest priority rated

statements in the final round of inquiry*

3, The time frame in which the forecasts were being made (a decade)

provided a limited amount of "new" knowledge, however, for the

purpose of this study a replication of existing knowledge was

expected
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4. Through the Interpretation of the written data generated In

the first and last questionnaire, value Judgements were

made concerning the "intended meaning" on the part of the

participants*

5* Limitations of the Delphi technique as a methodology became

apparent as the study ended*

Design of the Study

The study design utilized a set of four questionnaires as a means

of refining data input with respondents either conforming to majority

opinions , or establishing minority opinions* A Delphi evaluation

instrxsnent was also administered at the end of the study* An expla«

nation of the questionnaire content and explanation of the evaluation

instrument follows:

The first questionnaire served three purposes: (1) it solicited

from the individuals within the study sample their perceptions of the

role of the school principal in the next decade, (2) it determined the

kinds of skills and knowledges that would be needed to fill that role

and, (3) it further determined the types of training approaches required

to aid the school principal in developing the necessary skills and

knowlc^S*^ order to do his or her job more effectively*

Questionnaire II included the results of Questionnaire I in the

form of listed, projected responses* A priority rating scale was then

used in conjtmction with each of the "skill" and "knowledge" statements

in order to determine the value of those responses*
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Questionnaire III was a duplication of Questionnaire II except

that it contained both the respondents rating and the modal consensus

of all those persons who scored the questionnaire. The function of

Questionnaire III was to increase the consensus and to more clearly

define minority opinions. In this questionnaire an allowance was made

for the respondent to state the reason he or she wished to remain out-

side the consensus*

Questionnaire IV supplied the respondent with the highest priority

rated statements regarding the needed skills and knowledges and asked

for further clarification of each statement by having the respondents

more specifically define each statement in written paragraph form*

Respondents were then asked to identify two training approaches that

would be appropriate in dealing with each of the **skill*' and "knowledge"

statements* A list of in-service training approaches was included

with Questionnaire IV with an allowance made for additional training

approaches not a part of the list to be added by the respondents.

The Delphi evaluation Instrument administered after the four

rounds of quest ionning measured the effect and potential success of the

study* Questions In reference to the amount of time spent on each

questionnaire* whether or not the questions in the study were thought

provoking* whether or not the participants were able to use their know-

ledge* experience or Insight comfortably* and what the individual par-

ticipants gained from participation in this study was also asked.
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Study Population

Participants In the study Included twelve elementary principals,

eight secondary principals, fifteen teachers, five superintendents and

five school board committeemen for a total sample of forty-five. A

random sample was obtained from rural, suburban and urban school

communities throughout the state of Massachusetts. Selection of parti-

cipants included those who were believed to have sufficient knowledge

of the necessary skills needed to train principals of the future. To

aid in the sample selection the investigator sought the help and advice

from the following organizations:

- Massachusetts Secondary School Principals Association

• Massachusetts Elementary School Principals Association

- Massachusetts Association of School Superintendents

- Massachusetts Association of School Board Committeemen

• Massachusetts Teachers Association

Significance of the Study

What are the forces that will shape the role of the school prin-

cipalshlp in the decade ahead? What new skills, knowledges, and abil-

ities will be called for in meeting the demands of a rapidly changing

society? Will the future image of the school principal in reference to

the needed skills and knowledges be different from that of today?

All of these questions relate to the significance to the present

study in that through the Delphi process of data collection an answer

was found for each question based upon projected forecasts.
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The major significance of the study lies primarily in its prac-

tical application because the data gathered*

1. Provided information from a selected sample believed to have

a sufficient knowledge of the skills snd training needed to

fill the future role of the school principal.

2. Allowed school principals to become better equipped in making

planning decisions as a result of more comprehensive inf or

•

mat ion.

3. Allowed principals the opportunity to plan for a number of

alternative futures in meeting their in-service needs.

4. Provided a set of recommendations encouraging the implementa-

tion of discovered needs.

5. Provided base-line data to be used as a future reference in

testing the feasibility of using the Delphi technique as a

methodological tool in educational research studies.

In summary, a quote by Alvin Toffler is perhaps most appropriate:

People vary widely in the amount of what they donate to
the future as distinct from past and present. Some invest far
more resources than others in projecting themselves forward -

imagining, analyzing, and evaluating future possibilities and
probabilities. But when millions share the passion about the
future we shall have a society far better equipped to meet the

impact of change. To create such curiosity and awareness is

a cardinal task of education. To create an education that will
create this curiosity is perhaps the central mission in the

revolution of our schools... Education must shift into the

future tense.

^^Future Shock , op . cit . , p. 427.
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Organization of the Dissertation

Chapter I of the dissertation Included the nature of educational

forecasting and Delphi as a methodology • a description of the problem

and Its significance, and the general design of the study Including

the assumptions and limitations. Chapter II will present a review of

the research and literature related to in-service training of principals,

and the Delphi Technique as related to educational research. Chapter III

will present a description of the methodology, the process of adminis-

tering the Delphi Instrument, and a description of the study population.

In Chapter IV the findings of the study will be presented and analyzed.

Finally, In Chapter V will be found the sumnary, conclusions, and

recoomendat 1 ons



CHAPTER II

IN-SERVICE EDUCATION FOR SCHOOLADMINISTRATORS

History In Brief:

In-service education for school administrators, a field ever

increasing in importance, has yet to be reported or studied on any

sizable scale. In-service opportunities before 1950 were actually

limited to "professional magazines, publications coming from pro-

fessional associations, annual conventions, consultation from state

departments of education, and from various kinds of on-the-job

extent ion courses conducted by colleges and universities."

Although there has been an ever increasing interest in educa-

tion since the landing of the Pilgrims, administrative preparation

has lagged far behind in the ranks of the educational process. In

fact, traditionally administrators have entered their field with far

12
less preparation than teachers.

By the beginning of the twentieth century, the lag of in-

service training for administrators was still great, but internal

and external pressures were forming which demanded change. Some of

these pressures were:

A. Internal

1. Unanticipated over- population of schools

^^Toward Impr oved School Administration , (Battle Creek, Michigan:

The W.K. Kellogg Foundation, 1961) p.^.

12^3^1 Rogers, Freedom to Learn (Columbus, Ohio: Charles E.

Merrill Publishing Co., 1969), p. vl, vli.
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2, Shortages of trained staff and resources

B, External

1* National infatuation with the styles of leading
industrialists and businesstnen.

2« Public pressures for financial accountability
and increased efficiency*

3* Media pressures for massive educational improve-
ment from newspapers, magazines, and educational
reformers,

All were pieces of the whole force which eventually led to further

steps toward bringing about change*

The focus of educational administration during the years

between 1915 and 1930 was to train the future administrator for his

position but there was little, if any, attempt to school the admin-

istrator already in a position, Callahan described the administrative

product of this program in the following manner:

The whole development produced men who did not
understand education or scholarship. Thus they
could and did approach education in a business-like
mechanical, organizational way. They saw nothing
wrong with imposing impossible loads on high school
teachers, because they were not students or scholars
and did not understand the need for time or study
and preparation. Their training had been superficial
and they saw no need for depth or scholarship*^^

By 1930, professional work in school administration had

^^John Kenneth Galbraith, The New Industrial State (New York:

The New American Library, Inc., 196777”?* 382*

^^Charles E* Siberman, Crisis in the Classroom (New York:

Random House, 1970), p* 354*

^^Douglas McGregor, The Human Side of Enterprise (New York:

MoGraw Hill Book Co., I960)*
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matured to emphasize university training on the technical aspects of

the administrator's role.^^ This type of training was the model

which set the style for two decades*

A salient feature of this type of program was its omission

of administrative theory* This absence of theory was reflected in

the attitudes of the administrators of the era as expressed in this

from a statement made at an administrative conventions

The administrators exchange shop talk on
successful techniques and relate how they have
solved problems in their local districts* Un-
like critics say they swap recipes and tell
personal success stories* Is there any talk
about the theory of educational administration?
Not Much* Theory may be all right for the
college professor in his ivy covered tower,
but we are practical men faced with the tough
job of administering real schools in real
communities, and theory usually is impractical,
visionary, and idealistic.

New interests were not aroused in the area of administrative

improvement programs until after World War II* The prime reasons

for this arousal, when it did occur, were increased enrollments in

elementary schools and more interest in adult educational programs*

It was during this decade that the American Association of

School Administrators (AASA), helped organize the Cooperative Program

in Educational Administration which set up centers at eight univer-

sities throughout the United States, for the purpose of "upgrading

^^Rogers, 0£* cit *, p* 207*

^ ^Frederick Herzberg, Bernard Nausner and Barbara Black

Snyderman, The Motivation Work (New York; John Wiley and Son's,

Inc*, 1959)*
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Che performances o£ superintendents and helping them meet the demands

placed upon them***^®

The AASA also stimulated in*service programs for superintendents

by requiring of all members, regardless of experience level, two

years of post-graduate training to remain qualified for membership

and has encouraged states to raise standards for certification.

In 1962, the AASA established a commission on in-service educa-

tion for school administrators. Realizing that the dizzying pace of

cultural change was presenting school administrators with uncountable

problems, the commission concluded that a program of continuing

services to school administrators was essential. A guide was, there-

fore, act up by the commission which focused upon several points and

included:

1, Initiation - Circumstances must prevail %iherein

it is relatively easy to get in-service programs
under way.

Planning - Responsibility for planning any in-

service program should be shared by those who
recieve the service and those who provide it.

3. Finance - The in-service program should be so

financed that nobody in the state will be de-

prived of services essential to the effective

operation of the schools in the district be-

cause of the lack of funds.

4. Orientation - The in-service program should be

indigenous to the locality in which the service

is rendered. It should fit the situation. It

should be applicable.

'®Ray Kendall Williams, Perceptions of Utah^ Super intendet^H

Regarding In-S ervice Programs for Them, A Dissertation, Univers y

of Utah, 1969.
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The Point of Beginning - To start where the people
sre —a well established principle of teaching
and learning -- is as essential to an ln*servlce
program as It Is to any other aspect of the educa-
tional enterprise.

6. Know- How and Knowledge - An In-service education
program that limits its purpose merely to the
development of know-how falls short of Its full
purpose.

7. The Individual - The Individual's role In an In-
service program, particularly If he Is the super-
intendent, must be an active one. He must want
to grow and profit from his experience.

8. Personnel - The people who take major responsi-
bility for making the contacts and providing the
cluster of services that constitute a total in-
service program to school administration must be
capable, thoroughly informed, and highly success-
ful In working with mature people In Informal
situations.

9. Credit - Administrators and other educational
leaders in school districts In every state are
motivated toward further professional growth,
and as standards are set by certification require-
ments, criteria for employment, and membership In
professional orgalnzat Ions In terms of a degree or
a specified number of college hours. It Is sheer
nonsense to pretend or to assume that the ablest
people In the profession will not want to meet
these requirements. And It Is equally non-senslcal
to believe that any great percentage of them can
leave their positions and their responsibilities
for a full year or two to meet these requirements.

10. Flexibility - The element of flexibility Is pre-
dominant In any in-servlcc program that Is problem
oriented and adapted to the needs of local districts.
Cooperative planning opens the way for flexibility

that may be achieved through a wide variety of

approaches.

11. Team Spirit - People who seek assistance and recleve

help through an in-service program should not get the

Impression that they are being talked do%m to or that

they are being regarded as unequals of the people

providing the service.
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12* Simplicity - An In-service program is likely to
be roost effective in its early stages if it is
simply organized* if it avoids undertaking too
many things at once, and If it does not become
Involved too early In a problem or issue that
a long span of time will be necessary to arrive
at any appreciable goals*

13* Resources - The in-service education program
should draw on a wide variety of resources---
Inforroation* materials* and personnel— outside
as %fell as inside the field of education,

14. Policy - After careful study and deliberation* the
local school board* following the recommendations
of the superintendent* should adopt a policy that
establishes the general framework within which an
in-service program can be developed and operated*
This policy should be well publicized so that
people in the school district will clearly under-
stand the ends to which school funds allocated
for this purpose are being used and be fully aware
of the special efforts school personnel arc making
to improve their professional competencies*

15* Payoff - The in-service program must stand up well
under the rigid test of usefulness*

At this point in time* training requirements for potential admin-

istrators* indeed have been* raised with attitudes and ideals gradually

beginning to mature in all areas of administration. In fact* in a

study completed for the National Association of Secondary School

Principals* a set of preparation requirements were established. They

included: philosophy of education* study of youth and their needs*

curriculum and methods* community needs* comparative and international

19
American Association of School Administrators* In-Service

Education for School Administrators * AASA* (Washington* D*C.* 19^3)

pp, 67-76*
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education and others*^^

Follovring the establishment of basic requirements at the secon*

dary level, a thrust toward the post«graduate level began to emerge*

An example of this policy is the practice adopted by the AASA (1964)

which stimulated in-service programs for superintendents by requiring

all members, regardless of experience level, to have two years of

post-graduate training to continue to qualify for membership,

Many improvements have been made in the in-service programs

for school administrators during the past ten years. Various methods

to imporve in-service training of school administrators have been

utilized by Foundation supported projects. State Departments of Educa-

tion, Colleges and Universities, and local school districts. Among

these have been conferences, clinics, workshops, and short courses.

Other activities have included the studying of consultive services,

working cooperatively with administrators in field services, and

disseminating new knowledge through such communication devices as

publications, films and f ilmstrips.^^

A view of the current status of in-service education for school

administrators with particular emphasis on the role of the school

principal follows*

H. Eikenberry, "Training and Experience Standards for

Principals of Secondary Schools”, Bulletin of the N.A.A.S.P., Vol, 35,

Nov., 1951, pp* 44-45.

^^Wllllams, o£. clt., p. 9.

^^Toward Improved School Administration, o£. clt., p. 10.
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ScatvM Iiv^Servl_c® Educstion

for School Administrators

It is a well known £sct that a great deal of in*service work

with school administrators is being done throughout the United States;

although, the nature and extent of just what is being done, for the

most part, is not known,^^ Particularly at the local level, in-ser-

vice training for administrators seems to go unnoticed, especially in

publication form to any great extent. Harris states that reports of

practices at the local level are sketchy and tend to be reported as

local "success** stories rather than as objective descriptions.^^

Although much of the training is geared directly toward the profes-

sional instructional staff, it is often true that in-service

training for administrators is being carried out through such activi-

ties as professional reading, administrative professional meetings,

both within the local community and surrounding conmunities, and even

in the form of retreats where administrators get together to discuss

and to help solve existing and future problems.

Julian Crocker, in a recent survey, determined the extent to

which some programs exist* In a letter sent to sixteen selected

school systems requesting information on current in-service training

programs of school administrators, five out of twelve replies received

^

^

Toward Improved School Administration , op . clt . , p. 29.

^^Ben M. Harris and Wailand Bessent, In-Service Education:

A Guide To Better Practice (New Jersey: Prentice-Hall, Inc*, 1969)

p* 1*
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indicated some type of in-service training for administrators,^^ It

therefore seems apparent that most school districts rely on the indi-

vidxjal principal to meet his own in-service needs. Some districts

provide a sabbatical allowing the principal to leave his Job to study,

but the district often does not assist the principal in identifying his

needs or in guiding him to resources. Also, some districts provide

in-service for principals who are under taking a new curriculum

venture, which usually means granting professional leave for a few

days to allow the principal to attend training sessions given by an

outside agency.

State Departments of Education and Professional Associations of

School Administrators have begun to recognize their responsibilities

for the continuing education of school administrators. Cooperative

relations have also been started with university training centers.

In some states, the State Department of Education or the Association

of School Administrators have acted as a coordinating agency. The

W.K, Kellogg Foundation in an article entitled, "Toward Improved School

Administration", cites examples of projects conducted in New Mexico.,

Texas, and Colorado for the training of school administrators.

^^Ernest Herriman, A Pilot Study of ^ Suitability of ^ Audio

Modular Instructional Approach ior the Continuing Education of School

Administrators, (unpublished dissertation. University of Massachusetts,

1970)i

^^Eric Clearinghouse on Educational Administration, The School

Principal : Crisis in Middle Management , Washington, D. C.: AASA, 1970.

^^Toward Improved School Administration, op , cit . , p* 30.
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area, administrators from over 500 Texas school districts are in

attendance with staff members from the Texas Education Agency and

with individuals form institutions of higher education serving as

consultants.

Forty groups of superintendents meet several times each year to

study various subject matter fields. In a typical year, many meetings

are held Involving over 1,000 persons, including about 600 superin-

tendents, The services of consultants are utilized from colleges and

universities, public schools, and the Texas Education Agency,

As one of the activities of the project in School Administration

Development, ten study guides for school superintendents have been

published* These bulletins are distributed throughout Texas with a

distribution for each guide ranging from 3,000 to 10,000 copies.

The Texas Association of School Administrators and the Texas

Education Agency have also provided leadership and coordination for

extensive curricular study throughout the state. Standards for

instruction in guidance and in ten subject matter fields have been

developed*

As a result, the relationship between the Texas Association of

School Administrators and the Texas Education Agency have been

strengthened. In the opinion of the project staff, there has been a

growth in the professional attitude of the Texas school administrators.

As individuals and as a group, they have had opportunities to study

. 29

instructional problems as well as to develop better curriculum procedures.

^^Ibid,, pp, 36-37,
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With the cooperation of the state's colleges and universities

and professional educational organizations, the New Mexico State

Department of Education conducted a four year in-service prograsi

designed for school administrators in New Mexico* During the project,

classroom teachers, board members, and lay citizens became involved

in efforts to evaluate and to improve the instruct ional programs of the

state* Their efforts involved dividing the state into eight areas

each with a chairman, co-chairman, and an advisory committee, repre-

senting all levels of education with each of the major lay and profe»>

sional organizations involved in the process*

Among the devices used to acquaint the local administrator with

new and better practices in instructional leadership were the following:

1* State and area leadership training clinics*

2* Visitations by staff members of the State Department
of Education serving in a consultive capacity*

3* One-day conferences*

4* Workshops*

3* Utilization of the press, radio, and television in

conrauni eating ideas and descriptions of new practices

to the public as well as to administrators*

As a result, local school administrators working with professional

staffs and school patrons developed criteria by which their programs

of instruction could be judged and practices for the improvement of

the instructional program could be stated*

Also, of importance was the development of both a spirit of

cooperation and a surging desire for educational advancement in the

state*
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After the expiration of the Foundation grant which started the program,

a special design for Educational Leadership was organized to continue

the study* What started as an in*service training program for school

administrators had grown into a vital force for educational improve-

28ment in New Mexico*

Texas

To cite another example, the Texas Association of School Admin-

istrators and the Texas Education Agency evolved in 1952, a compre-

hensive state-wide project to improve school administrators* The pro-

gram is still in progress* At present, the state is divided into

twenty-eight areas* Within each area is an organization of superin-

tendents who direct the activities* The project promotes five

activities which include:

1* Summer conferences.

2* Area Workshops*

3* Study Groups*

4* Publications*

5* State-wide Curriculum Study*

Each conference of the Texas Association of School Administrators

is attended by about 100 members* The session deals with many of the

current problems of concern to school superintendents and to other

educational leaders*

At the annual and semi-annual workshops conducted in each project

2®Ibld*, pp* 34-35
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Colorado

The Colorado project, conducted by the Colorado Aaaoclatlon of

School Administrators and by the State Department of Education,

proposed the continual Improvement of educational administration In

the state, with particular emphasis on the school administrators role*

The Colorado program utilises the resources of the educational organ-

isations, institutions, and agencies of the state in condticting

studies and in providing in-service education.

This in-service program uses case studies organized around

particular phases of the instructional program and sponsors conferences

and state-wide summer workshops for administrators. The studies concern

the preparation and the experience of school administrators, the role

of the professional associations of school administrators, merit

rating of teachers, and the state's school insurance program.

The state is divided into six regional areas with nearly every

school administrator in Colorado taking part in one or more of the

in-service training activities. In addition, teachers, school board

members, and interested lay citizens participate in certain regional

study activities*

As a result of the state's efforts, current literature and

information on various practices are gathered and disseminated in an

effort to improve the state-wide educational leadership* With Colorado

school administrators assuming a large measure of needed guidance,

improvements in the profession are obvious. The program provides a

stimulus for administrators to identify strengths and weaknesses



27

in the educational offerings of their schools, and, thus, improvement

of their instructional program,

University Training Centers

It appears that the University is the most logical source of

training for school administrators, A survey of the AASA Coonission

on In-Service Education for Administrators found: **Clearly, there is

a tremendous range and variety of programs under way. Nearly every-

thing that can be thought of or imagined that has implications for

improving school administration and for making the schools better is

M 31
being tried somewhere in some degree and in some fashion ,

In 1970, Becker surveyed 86 colleges and universities and found

that twenty-three per cent had programs of formalized in-service

training for principals. He also reported that one university pro-

gram had been in existence since 1956 and had served 7,000 adminis-

trators through a series of workshops covering many topics. Becker

also described an **extem'* plan where principals attended a series

of ten weekend taeetings on teaching ''fact-finding'* skills in relation

to current social issues,'^ A variety of special in-service activities

^Ibid , . p. 37.

^^The School Principalship: Crisis in Middle Management, o£. cit.,

1963.

32q^ Becker, Issues and Problems in Elementary Educat ion of

Administrators , Eugene, Oregon: Center for Educational Research and

Service, Oregon State University, 1970, p, 7*
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Initiated and carried out by universities are alao exemplified by the

Kellogg Foundation.” They Include such activities as Institutes,

clinics, and conferences. Examples of practices are as follous:

Advanced Administrative Institutes

In the early days of Its training center, the Graduate School

of Education at Harvard University directed its attention to the in-ser-

vice development of superintendents in New England by involving them

in workshops each summer and by providing clinics for personnel from

the State Department of Education* Drive-in conferences (an example

will be given later) were also conducted around New England for on-the-

job training of administrators* In recent years, however, the main

feature of in-service work has been the Advanced Administrative Insti-

tutes held for superintendents each summer at the university*

A three-year cycle of training, with administrators drawn from

larger school systems in cities of a population of at least 100,000

was completed during the 1958 Institute* The objective of the Insti-

tute was to bring together outstanding school leaders and members of

the university faculty, primarily from the Graduate School of Education,

for mutual exchange of ideas and experiences concerning some of the

significant and pressing problems facing education* The problem areas

considered at the instutute were selected largely according to the

desires of the participants and the case method of instruction was

adapted to fit both the needs of the group and the objective of the

program*

^^Toward Improved School Administration, o£* cit * , p* 34*
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1959* a new series of Institutes were inaugurated and parti*

cipants for this series were drawn from the suburban school districts

of the nation* These institutes dealt with the curriculum needs and

the future school staffing policies and practices, financing public

education* and school *community relations*^^

Clinics in School Administration

The University of Arkansas in cooperation with other groups

interested in educational improvement in Arkansas has sponsored a

series of clinics in school administration* similar to those long used

in medicine and other fields* The Arkansas planning committee decided

to consider the school as a clinical laboratory in which the functioning

of the school could be studied while the school was in normal operation*

Several schools volunteered to serve as sites for the clinics*

In the first five years of the program* twenty-five clinics were held

in as many different communities as possible* The clinic approach was

adaptable and* thus* was used in school systems of varying sizes* The

participants* evaluation of the clinics resulted in the following

conclusions:

1. School systems in operation offer the best possible back-

ground for the study of the school problem*

2* The clinic device is much better than a structured type of

group meeting or conference in creating interest and in

getting participation*

3* A clinic is an effective activity in securing lay participa-

tion in the study of a school problem*

^^Ibid. . p. 30*



30

4. The clinic is s very flexible device and is adaptable to
various types and sizes of schools*

Thg Port Arthur Conference

In-service training activities at the University of Texas for

administrators were organized in 1953* The Port Arthur Work-Confer-

ence« a good example of in-service training for school administrators,

was shaped and was facilitated by various preceding phases of the

university's program directed toward the improvement of educational

administration* Yet, it stands out as being based on the responsibility

of the administrator in the analysis and in the improvement of instruc-

tion* The Work-Conference held during a five-day period, attracted a

large number of elementary and high school principals, superintendents

and other administrators*

Participants in the Work-Conference discovered many handicaps to

the professional development of administrators and discussed ways of

overcoming them* Many school administrators showed a willingness to

devote time and energy to self-improvement* As college professors and

school administrators worked together in in-service education programs,

each influenced the others* concept of what in-service education and

professional growth actually was* It was found that the greatest pro-

fessional growth occurs when the two Influences interact and exert a

combined impact on the quality of the program*

3^Ibid* . p* 31
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Each year the American Association of School Administrators

conducts a series of drive-in conferences normally involving over

1.000 practicing administrators. Programs for the drive-in confer-

ences usually reflect the educational issues and the concerns of

school administration in small districts. They consider such general

problems as developing educational policy, making adjustments in

secondary school curriculums, the year-round school, increasing the

quality of the educational programs, and keeping the public in touch

with the schools. More specifically, problems that have been dealt

with in these conferences are the "educational programs for the seventh

and eight grades; causes and effects of frequent turnover of admini-

strators; identifying special abilities of all children; meeting public

demand for a program for gifted children: teaching children to think

and %nrlte creatively; teaching foreign languages; improving the teaching

of science; policies for employing substitute teachers; work load for

secondary pupils; pros and cons of merit rating for teachers and the

37summer maintenance program."

In-Service Training Through Cooperat ive Field Studies

Another method of in-service training used in recent years has

been the cooperative study of school systems by university professors

and by local school administrators. This method allows the adminis-

trator to gain new understandings and insights from the professors while,

at the same time, engaging in research and study. The university benefits
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by the establishment of better relations with local school districts

and gains an awareness of the real problems faced by the administrators

on the job*^®

In 1957* the School of Education of Montana State University

began a three-year program intended to advance school administration

through such cooperative-area studies* The objectives of the studies

were to increase the interest of school officials in the problems of

administration beyond the confines of school officials and in the

problems of administration beyond the confines of a single district and

to develop a greater understanding by the administrators of the many

complexities of the administrative process* County surveys, in-service

field seminars and campus seminars were conducted and a study was under-

taken regarding the perceptions of school-board members toward the

administrative behavior of school superintendents* This project,

according to the staff's evaluation, has greatly improved Montana State

University's relationship to educational activities in Montana and has

39
improved the quality of school administration over the entire state*

Another example includes the University of South Carolina, which,

in 1959, completed a four-year project for the Improvement of educa-

tional administration in the state* A major interest of the program

was to -conduct an intensive study of educational Interests in three

South Carolina communities*

^ ®lbid *, pp* 38-39*

^^Ibld*, p* 39*
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The evolution of administrative and educational policies in the

three communities were studied by use of several methods. All school

board decisions In each community during a three-year period were noted

and were analyzed in relation to the news coverage on school board

action. Community attitudes toward education, public understanding of

educational Issues, and expectations of citizens regarding the schools

were surveyed. When educational Issues arose, the project staff worked

continuously In each community to determine the nature of the issues,

their origin, and the leadership favoring and opposing the matters under

discussion.

The project provided means through which the School of Education

of the University of South Carolina greatly extended Its contacts with

administrative personnel In South Carolina schools. Preparation pro-

grams for school administrators were changed, placing more emphasis

upon community structure and a better means of communication. The

school boards and local communities were also stimulated and, thus,

showed Improvement by their participation.^®

In summary, a recognition of the responsibilities for the contin-

uing education of school administrators has been highlighted by such

agencies as the State Department of Education, Profesiional Associations

of School Administrators and University training centers. Particular

attention will focus upon the in-service training needs of the school

principal.

^®Ibld. . p. 39.
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The Pressing Need for Improved In-Service Education

One has only to survey the publications of the professional

associations for principals to be impressed by the variety, the voluse,

and the complexity of the problems and the issues which are facing

principals today. The research journals also report a bewildering array

of subjects with which the principal must be familiar and about which

he must make decisions. Issues such as teacher and student strikes,

rapidly changing technology, community involvement in schools, new

curriculum developments, inadequate financial support, public demands

for accountability, racial uprisings, drug abuse, the "Right to Read"

and environmental education are a few of the demanding issues that have

focused more consistently on the public school than any other single

social institution. (Although there are complex causes for these issues,

the biggest factor is today's rapid rate of change.) A recent book by

P. F. Drucker has analyzed and has detailed the effects that have caused

this rapid rate of change on schools.^^ Keith Goldhammer states the

following after a recent survey of issues confronting schools:

Requests for solutions call for higher levels of

knowledge, improved values, and increased understanding.

While parents, politicians, preachers, and publishers

are urged to greater efforts in finding solutions, the

educational administrators and leaders are most often

cited as at once the causitlve factors and thj^appro-

priatc agents for resolution of the problems.

^^P, F. Drucker, The ^ of Discontinuity: Guidelines^ Oiff

Changing Society , (New York: Harper and Row Publisher, 196 )

^^Keith Goldhammer, and B, Aldridge, J. Becker and

issues and Probleias In Contemiwrary EduMtlon^ Adm nlstryi
^^^^ .

Oregon: Center for Study of Educational Administration, Y

Oregon, 1967), p. 151.
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Of all school administrative positions, the principal is the one

who is most often confronted with the crucial dally decisions demanded

by such social forces as rapid urbanization, community pressures,

racial unrest, extremism, cultural deprivation and financial austerity,

principal who is most easily held accountable for the (Quality

of these decisions. The critical nature of the problems with which

the principal deals is perhaps best symbolized by the frequency of the

world "crisis** in the current descriptive literature on the principal-

ship, In 1970, the American Association of School Administrators (AASA)

issued a publication entitled, **The School Principalship: Crisis in

Middle Management*', which contained seventy-five references to the

variety and the complexity of the problems faced by the principal. In

describing the position of the principal, Becker also comments that:

The principal Is In direct contact with teachers,
parents, and pupils. He manages the processes through
which goals are effected, policies are implemented,
and satisfaction or dissatisfactions vith the school
program are secured,

From knowledge of how other professions cope with change, one can

logically assume that continuing education is not only desireable, but

also a necessity for high quality job performance by principals.

Industry and the military have long operated from the assumption that

pre-service preparation is only a base on which to build a continuing

program of re-training. Since the problems which confront the principal

are often the result of rapid change from tradition, then we can reason

that the pre-service training of principals is never sufficient in its

^^Issues and Problems in Elementary School Administration, o£. clt,,

p. 2,
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race with change. The American Management Association estlnates that

approximately twenty per-cent of the professional manager's time should

be spent in re-training. The military has a complete ’•school" organ-

isation which its officers are continuously attending for necessary

re-service training. By comparison, the issues confronting principals

c®^tainly no less complex than those confronting industry manage-

ment and military officers. Drucker eloquently makes the case for

shifting our present penchant for extended education to a system of

continuing education that encourages a return to school at several

points in a person's life as his needs and experience dictate:^

But when knowledge is applied to work, we need continuing
education, that is, the frequent return of the experienced
and accomplished adult to formal learning-- It is common-
place today that every engineer is obselete ten or fifteen
years after graduation, and has to go back to school to be
re-trained. The same applies to the physician and the mathe-
matician, the accountant and the teacher, in short to anyone
who is expected to apply knowledge to work. The very fact
that we are using knowledge rather than experience makes
change inevitable. For knowledge by definition Innovates,
searches, questions, and changes. ...If a subject is learned
to greater advantage after a man has gathered experience, we
can postpone its study until he comes back as an accomplished
practitioners will indeed come back. ^

Keith Goldhaimer also speaks on the issue of continuing education for

the professional educator:

A fundamental characteristic of this professional man is

that his professional education is never finished. It can also

be hypothesized that the less tangible the content with which

the professional man deals, the greater is his need for con-

^The Age of Discontinuity : Guidelines to Our Changing Society,

op. cit . ,1968,

45
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Inulng education throughout his career. Of all professions,
the educational administrator probably deals with the least
tangible and the least specific content

It seems evident that an identification of leadership training

needs is essential in the establishment of an in»service leadership

training program for principals by citing several research studies

covering the area in particular.

Goldhanwer. "Notes on Institutional Relationships in the

In-Service Education of the Professional
Alb^iqJIerqC^

B»i*. fnr In-Service Education of School Administrators.

EdllS^tTS^JarASim^ and Foundations. Univ-

ersity of New Mexico, 1966.
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Research Studies Focusing on In-Service Training
for Elementary and Secondary School Principals

Our changing times have placed great emphasis on the need for

practicing school administrators to use the techniques and the findings

of research as a practical method in the solution of educational prob-

lems. Ith Importance of research is not confined merely to the prep-

aration of school administrators but is essential to the success of the

practicing administrator as well.^^

Today more than ever before, research studies in the area of

in-service education for school administrators are becoming even more

significant in the whole context of the educational process. For the

purpose of this study, a review of research studies dealing with school

administrators was limited specifically to the in-service training of

elementary and secondary principals.

In-Service Training for Elementary School Principals

Illustrative of the research pertaining to the elementary school

principals, Richard Renfro (1969) examined the nature and extent of the

maintenance, improvement, and change orientated in-service activities

of the elementary school principals in an attempt to answer three

48
questions:

^^Toward Improved School Administration, o£. cit . » p. 315.
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Richard Oran Renfro, Ed.D. , “In-Service Education of Elementary

School Principals'* (unpublished dissertation, Indiana University, 1969),

Dissertation Abstract.
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1. Ar« there any significant differences in the mean
numbers of activities participated in among the
maintenance improvement and change goals?

2* Are there any significant differences among the
sponsoring agencies -- self, school system;
px'ofessional orgalnzatlon; connunity, state or
regional organisation; college or university --
among the maintenance, improvement and change
goals?

3, Are there significant differences among the
maintenance. Improvement, and change goals
among the demographic variables of admin-
istrative experience, academic preparation
and sex?^9

It was found that the largest representation of activities per

educational goal included: twenty-six per cent of the population in

a total of ten in-service maintenance activities: eighteen per cent of

the population in one in-service improvement activity: and thirty per

cent of the population in either five or six in-service change activities.

One very important conclusion was that the number of educational

in-service activities in which the elementary school principals partici-

pate is dependent on the nature of the educational in-service goals

they are attempting to achieve. Also, the participation of elementary

school principals in goal oriented educational in-service activities is

contingent on the agency sponsorship of those activities. It was also

found that neither administrative experience, academic preparation nor

biological sex of the participating elementary school principal consti-

tutes any meanigful relationship to maintenance. Improvement and change

goal's of in-service education,^®

^^ Ibid .

SOIbid,
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A study by Claine Merkley (1965) marked an Inprotant contribution

to the literature of in-service education. The purpose of Meakley's

study was to discover the role of the Director of Elementary Education

in providing opportunities for in-service growth in instructional leader-

ship for the elementary principal and to discover some specific proce-

dure that would help to improve the instructional leadership qualities

in the elementary principal while on the job.^^

From a survey of the literature and from the knowledge gained

through experience in the field, a study was conducted to determine

current efforts being made which would provide in-service growth for

elementary principals. The data were derived from 1,779 elementary

schools, 1,636 principals, and 29,158 teachers in sixty-one school

systems in forty-three states. Several significant findings were

dlscovered.^^

Ninety-five percent of the superintendents charge one
individual with the responsibility for directing, administering,
and supervising the elementary school program. Various titles
were assigned to this position. Ninety-seven percent of the
directors of the elementary program work with principals and

teachers to Improve instruction. Twenty-five percent of the

directors depend entirely on the principal for the supervision

of instruction.
Directors of the elementary program supervise the principal

in his building by (1) visiting classes with him, evaluating

results, suggesting improvements, (2) holding personal confer-

ences, (3) Imvolvlng the principal in curriculum development

and (4) providing help through special supervisors or resource

people. Forty-five percent of the directors visit the principal

systematically while fifty-four percent felt they were more

^^Clalne Marie Merkley, Ed.D., ”An Investigation of In-Service

for Elementary Principals,” (unpublished dissertation. The University

of Nebraska Teachers College, 1965), Dissertation Abstract.
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effective on a need basis* •

Fortyofive percent of the directors scheduled a group
eating of principals once a month and thirty*aix percent
reported a meeting twice a month for a median of two and
a half hours to discuss curriculum development , improve*
aient of instruct ion« and administrative problems affecting
instruction*

Eighty* three percent of the systems make specific plans
for in*service work with principals* The workshop scheduled
throughout the year and during the stnmer was the most
prevalent activity* Consultant help was secured anost fre*
quently from colleges and universities, publishing compan*
ies, and state departments of public instruction* Over
half of the respondents %iere studying modern mathematics,
one-fourth were concerned with improving reading instruction,
and over a third were offering leadership training programs
for their principals* Nearly sixty-five percent of the
boards of education allocate funds for in-service work with
principals, sixty-seven percent compensate principals for

attending state professional meetings, and attending
national conferences*^^

Undoubtedly, the most Important conclusion to this study was that

there appeared to be a trend toward delegating more responsibility for

the improvement of instruction to the building principal and toward

providing the principal with opportunities to improve the quality of

his Instructional leadership*

More recent and extensive study of elementary principals was con-

ducted by Dr. Keith Goldhammer and his associates at Oregon State Univer-

Over a period of eighteen months, a staff of researchers from

Oregon State University interviewed more than 300 principals representing

every state in the nation* In addition, personnel from fifty state

departments of education, officials of the United States Office of Educa-

tion, presidents of state principals* associations, and professors from

53
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eightyseven universities were queried on the problems confronting elem*

entary school principals. The chief pxirpose of the study was to deter-

mine what elementary school principals believe to be their major prob-

lems and, consequently, to provide information to state education depart-

ments, preparatory institutions, and the United States Office of Educa-

tion on areas with which they should be dealing in order to foster the

quality of leadership among principals.

One of the major conclusions from this study is stated by

Dr. Goldhammer:

The evidence strongly indicates that the principal is
the key to quality in his school. If the problems in
elementary education are to be solved, the principal
cannot be a 'stand patter*. The elementary school
prlncipalship today demands an individual who can pro-
vide the leadership and imaging ion necessary to up-
lift the quality of education.^

He continues:

When we saw principals who were ineffective we generally

saw poor teaching staffs as well. A good principal

attracts a good ataff even if he doesn't have it to begin

with. A poor principal accumulates poorer teachers, and

because of lack of adequate leadership there does not

seem to be either the opportunity or the motivation for

improvement.^^

It is true today as it was in times past that many elementary school

principals often are not trained formally for their jobs and have, in

effect, no preparation in elementary school administration when they

take their initial positions. About forty-five percent of the principals

^elth Goldhaomer and Gerald Becker, ”What Makes a G^d Elementary

School Principal?” American Education VI, No. 3 (April, 1970) p. •

^hbid., p. 12.
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Interviewed by Goldhaomer represented this category. A nunber o£ these

principals had been coaches or high school teachers and were given the

principalship as a reward for past services rather than for recognition

of future potential. As Goldhanner states, "They were left to learn

about elementary education on the job -• something like giving medical

students a stethoscope and scapel and telling them to go out and learn

medicine by experience,**^

From his study Goldhammer concludes that **there is a leadership

crisis in elementary education today, **^^ He lists five probable basic

courses for this crisis:

1, There appears to be considerable public apathy toward elemen-

tary education, **Somctimes we felt as we visited schools across the

country that the people really didn't want elementary schools to be

educational institutions: They seemed happy to have them serve as

glorified babysitting operationa.**^^ The public does not insist upon

standards of excellence: when there is public clamor, it is usually

against the discontinuation of obsolencent programs and for the contin-

uation of irrelevant instructional procedures and content, **Educators

who cone cheap and do not 'rock the boat' seem to be preferred over

those who night be effective, expensive, and more likely to insist upon

59
the highest professional standards,"

^ Sbid . p, 13.

^^
Ibid . p. 13.
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Ibid. p. 13.
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Ibid. p. 13.
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There are obvious deficiencies in the preparation programs

for elementary school principals. These programs are not directly

Jf^l^ted to the needs of principals nor are they founded upon an under*

standing of the basic operating problems that daily confront the prin-

cipals. "They emphasize prestigious academic criteria v^ich maintain

the medieval conceptions of the university's function.”^^

3. There appears to be an avoidance of a theory regarding admin-

istrative roles; a theory that could serve as an adequate guide for the

behavior of elementary principals.

Obvioxisly discrete, either/or categorizations are not
possible, for leadership in administration inevitably
implies a variety of tasks and performance requirements.
But since the principal is the focal point of opera-
tions within the local school, it is apparent that he
needs some guides to assist in establishing priorities
for how he will spend his time and most effectively
perform his duties.

4. Elementary schools are adversly affected by what appears to

be a domination in education today by the "high education" syndrome.

Not only does the public seem more willing to support colleges than

high schools and high schools rather than elementary schools, but it

also expects the lower schools to accept the higher schools as their

models, in organizational characteristics as well as in the nature of

the content used and in the methods of the instruction employed.

5. The leadership crisis is also the result of considerable

professional obsolescence.

61
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It is doubtful that any other profession would take so
little interest in maintaining currency of knowledge
about research and professional developments in the
field as education does. A Urge number of principals
fail to seek out opportunities for maintaining current
knowledge; there is not a single agency in our society
that attempts to provide means or Incentives for elemen-
tary school principals to maintain their professional cre-
dent ials.®^

In describing the agencies to which the principal could turn for

help, he concludes:

State associations of principals are looked upon primarily
as professional counterparts of the local Klwanis Club.
With but few exceptions, state departments of education
lack the resources, personnel, and understanding necessary
to develop the kinds of in-service education programs
needed. Universities appear to be indifferent toward the
needs in this field, save for offering graduate courses and
workshops for credit. In less than a handful of states are
systematic and consistent in-service programs provided, but
even these are not required for maintaining the principal's
contract, certificate to practice, or membership in profess-
ional associations. If the field of elementary administra-
tion is to be ..upgraded , it is essential that principals
have opportunities and are required to maintain their pro-
fessional credentails by continuous professional in-service
education programs.

An even more recent study was conducted by Terrance Thomas to

analyze the effects of a five-day interpersonal relations laboratory

as a unique training approach ior school administrators. For the

purpose of his study, Thomas sough to answer two questions: (1) Does an

elementary school principal change his behavior in working with his

staff as a result of a five-day interpersonal relations laboratory?

(2) Does the social*emotional climate of an elementary school change

^^
Ibid .
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following the principal*^ participation in a five-day interpersonal

relations laboratory? The findings proved to be quite significant in

that there was a definite indication that the principals who participated

in the five*day laboratory in interpersonal relations did change certain

aspects of their behavior in working with their staff. The changed

behavior patterns also reflected an increase in morale aoK>ng other

staff members and teachers

The findings were interpreted as supporting the use of laboratory

training as one means of effecting change in the interpersonal rela-

tions of elementary school principals with their teaching staff.

In-Service Tra ining for Secondary School Principals

"The Development of Local In-Service Education Programs for High

School Principals” is a recent study by David Enderle of Indiana Univev*

sity. Enderle *s purposes in conducting this study were two-fold.

1. To determine high priority program content topics.

2. To identify related and useful book and non-book instructional
resources*®^

For the purpose of evaluating specific in-service programs of high

school principals^ the sample consisted of selected large city districts

in the states of Indiana and Ohio* The major findings of the study

were as follows:

^Terrance Alan Thomas, Ph.D., ”The Effects of Laboratory Train-

ing on the Interpersonal Relations of Elementary School Principals ,

(unpublished dissertation, Indiana University, 1969), Dissertation

Abstract

•

^^David Uwrence Enderle, Ed.D., "The Development of Local In-Ser

vice Programs for High School Principals”, (unpublished dissertation.

University of Oregon, 1969) Dissertation Abstract.
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1. A 56 topics on the rating instrument were condidcred
to be of high relevance and were recommended for inclusion
in an in-service program,

topics given top priority ratings Included
"Administrative Processes."®®

Some of the more interesting conclusions were that: (1) The fifty-six

recommended content topics should serve as a guide for administrators

planning local professional growth programs for high school principals.

(2) The recommended topics and bibliography of materials should serve

as a guide in planning workshops, seminars and other meetings of organ-

izations \of high school principals. (3) The recommended topics and

bibliography will be useful to institutions of higher education as a

guide in planning preparation programs for high school principals.

A study recently conducted by Adolphus Spain has particular

relevance to the present study. This study is entitled, "The Profes-

sional Growth Activities and In-Service Education Needs of Public High

School Principals in the State of Maryland." Emphasis is placed upon

the Importance of continued professional development for high school

principals with t%io purposes in mind: (1) To determine the participa-

tion in and the use of selected professional growth activities by the

public senior high school principals in Maryland, and (2) To determine

. 68
what the principals considered their in-service education needs to be.
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Xn^Service Education Needs of the Public Senior High School Prlnclpsls

in the State of Maryland" (unpublished dissertation, George Washington

University, 1970) Dissertation Abstract.
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In this study, a review of the duties and responsibilities of

high school principals as prescribed by twenty*four local boards of

education In Maryland was considered* A list of topics for ln*service

education programs was then developed*^^

Spain's study brought about several interesting and %#orthy

conslusions* It was found that most senior high school principals in

Maryland are Involved in most of the professional growth activities

and spend an average of one and one*half hours a day on them. It was

noted that a specified amount of time was spent in most of the activi*

ties* A majority have not achieved the level of involvement suggested

for many of the activities*

It was also concluded that the in*service programs, if they are

to meet the particular needs of the principals, are decidedly necessary

for a majority of the duties and responsibilities prescribed by the

local boards of education* It was Interesting to note; however, that

the local boards of education have not recognised nor fully utilised

the professional growth potential of many of the activities*

As far as the role of the principal is concerned, it was concluded

that the In-service education programs are most urgently needed to help

the principals fulfill their duties and their responsibilities pertain-

ing to Instructional leadership and are least urgently needed for the

cultivation of administrative responsibilities* It was also generally

69
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concluded that principals lack an understanding of legal mstters

affecting the public high school, matters such as state and federal

le'^s, court decisions, and state board of education rulings.

Recommendations viere also developed which %#ould aid the principals

in formulating a personal program of self* improvement as well as in

helping to improve the efforts of the various agencies responsible for

the in-service education of the high school principal,^^ A major

recommendation was that the public school systems, state departments

of education, colleges and universities, and professional associations

should commit themselves to working both cooperatively and independently

toward developing professional growth programs for high school principals

relevant to the needs revealed in the study. Another recommendation was

that the local school system should develop in-service education programs

for principals which emphasize their insturctional leadership role,

delegate the responsibility of in-service education for high school

principals to a staff member who has the time and competence to develop

a comprehensive professional growth program, and develop a means of

keeping the principals informed on legal matters affecting the public

high school. Finally, it was recommended that the professional assoc-

iations should consider ways for assuring greater participation of

their members and that further research should be conducted to design

72
a model professional growth program for high school principals.
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A study by Robert Anderson (1964) depics in«service educstion

programs as they relate to both practicing and prospective principals*

Current programs in selected school systems were studied and profes*

sional writing on in-service education was reviewed* In this partic-

ular study, interviews were held with superintendents and other central

*ta£f members in the states of Georgia, Tennessee, (%io, Mary-

land, and Missouri, Written materials on local programs were carefully

studied with questionnaires distributed to principals, to assistant

principals, and to teacher participants,^^ An interesting part of this

study included visits made to the National Education Association with

time spent in the headquarters of each affiliated organization which

might have sponsored activities related to the study.

It was recognized that careful preparation must be made before

attempting to establish an in-service program for both practicing and

prospective principals. Factors suggested for consideration were:

"readiness, democratic organization, individualization, meaningful

goals, active participation, personal atmosphere, suitable resources,

time, community relations, evaluation, and application*"^^

It was further concluded that programs for practicing and pros-

pective principals should be thoroughly organized in such a manner

that little attention was required by routine operational procedures*

^^Robert T* Anderson, Ed*D,, "Local In-Service Programs for

Practicing and Prospective Principals", (unpublished dissertation,

George Peabody College for Teachers, 1964), Dissertation Abstract,
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D«talls should be carefully and thoughtfully expressed so no Important

facet was omitted. At the same time, minutiae should not be allowed to

obstruct the understanding of basic program objectives. The factors

suggested for consideration in operating the in-service program were:

leadership, planning, initiation, personnel, finance, orientation,

flexibility, simplicity, resources, evaluation, and policy.”^*

It was recomnended that the local program be divided into pre-

service programs, orientation programs, and professional growth pro-

grams. These were further divided into the working programs or "courses'*.

Courses may take a form similar to college courses, workshops, or any

number of other techniques used in group and individual learning

experiences. It is In the courses that individuals with similar

interests and objectives work and learn in large and small groups.

Orientation programs should be provided for all new principals in

the school system. The purpose of orientation programs should be to

help the new principal translate into practice his learnings about the

principalship in his school. The programs may take numerous forms, but

they should provide: a consultant, opportunities for new principals to

meet together, and guided visits to other schools.

Professional growth programs should be provided for experienced

principals in every school system. Membership in these programs

should be voluntary with some guidance, at times, from the superintendent
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or his representative* It is likely that a system with more than five

or ten principals will need to have more than one professional growth

course operating at the same time* Their main purpose should include

"improvement of sel£*concept, in^rovement of knowledge and skills about

the principalshipy improvement in human relations « and improvement in

knowledge and understanding of advances being made throughout the

world*"^^

Other Studies Related to the In«»Service Training of School
Administrators

An Important stxidy was done by Norman Krong in 1954, whose

purpose was to review the practices of the University of Nebraska

and of five additional teacher<>educat ion institutions of public school

administrators* In this study, Krong proposed eight criteria which

were used as a basis for the review of in*service education programs of

the selected institutions* His study sought to determine the amount

and the kind of in-service education available to the public school

administrators from the University of Nebraska and other sources*

Both the amount and kind of in-service education available to

the public school administrators of Nebraska was determined through

questionnaires sent to selected administrators and through interviews

with the authorities of the University of Nebraska, the Nebraska State

Department of Public Instruction, and the Nebraska State Education

^^Ibid*
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Association. The findings of this study were sumnerlzed:

1. All of the selected Institutions reported that adequate
physical facilities are generally available both on and
off the campus.

2. Theydenoted that their finances are, for the most part
adequate for the present program, but that additional
funds are needed for greater emphasis In certain fields.

3. The final responsibility for the In-service program
rests with the dean of the college or with the chair-
man of the department of educational administration.
The Immediate responsibility for the Individual ser-
vices Is usually placed upon an extension division,
a bureau of school services, or a similar administra-
tive division or upon one of the staff. The members
of the university faculty share in the planning of
the program, but a little effort Is made to Involve
other professional or lay groups in the planning.

The universities seek as staff members those persons
who have the doctorate and public school experience.
Practicing administrators are Included on the summer
ses8lon*s staff.

5. The xmlversltles emphasize classes, educational surveys,
group conferences, and consultative services In their
approach to In-service education. They emphasize less
the Internships, workshops, and study councils. Classes
and workshops provided on campus are recognized as a
part of the teaching load. The other services are some-
times given little recognition In the assignment of
teaching load.

6. It was reported that participation Is promoted by In-
centives which seem professionally desirable. The
principal obstacles to participation are distance
and lack of time.

7. Group conferences, classes, consultative services,
and workshops are reported to be the roost valuable
of the services.

8. The questionnaire returns Indicate that the services

are more readily available on campus than off campus.

The administrators participate asore In the on-campus

services and find them more valuable.
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9* The needed changes listed most frequently In the
returns were these: More emphasis on practicality;
greater use of the problems approach; and the pro-
vision of more services in the field*

10* The Nebraska administrators signified that the Univ-
ersity of Nebraska and the State Department of Public
Instruction assume the major responsibility for the
in-service program provided to them*^®

A study sponsored by the Florida - Kellogg Foundation is one of a

series of studies which investigated the leadership behavorial patterns

of principals and school-comnunity relationships.^^

During the academic year 1956 under the auspices of the University

of Florida* a two-semester* in-service, leadership training course was

offered to a group of 34 principals in Hillsborough County Florida.

The purpose of this study was to determine within the time interval

of one year* measured at the beginning of the course and one year

later* whether the principal's operational pattern of behavior changed

in the democratic direction and what effect* if any* the leadership

training of the principal had upon the attitudes of the teachers*

students* and parents.^

Four instruments* previously developed by the Florlda-Kellogg

Project* were adopted* The Principal Behavior Check List (PBCL) was

given to the principal and five teachers in each experimental school*

78

79,

Ibid*

^Leon R. Luckenbach* Ed*D.* ”The Effect of a Principal's In-Ser-

vice Leadership Training Course upon His Operational Behavior Pattern

and upon Attitudes of Teachers* Pupils, and Parents* (unpublished

dissertation* University of Florida* 1959), Dissertation Abstract.
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Th« principal was rated on a flve-polnt scale, ranging from democratic

to authoritarian. The Teacher Attitude Scale (TAS) was distributed to

20 or fewer teachers in the experimental schools. Samples of approx-

imately 100 parents in each of the experimental and control schools

were given the Parent Attitude Scale (PAS). The Student Attitude Scale

(SAS) was distributed to the students of the sixth grade and to samples

of students, by sections, of the ninth and eleventh grade English

classes in the experimental and control schools. Attitudes %»ere

81measured on scales ranging from favorable to unfavorable.

A series of findings indicated the following:

1. The principal's operational patterns of behavior after the
leadership course, as rated by the principals on the PBCL,
changed in the democratic direction; whereas, their patterns
of behavior after the course, as rated by the teachers on
the PBCL did not change.

2. In comparing patterns of behavior before and after the
leadership course, the democratic principals showed less
change in behavior than did the authoritarian principals,
as rated by both teachers and principals on PBCL.

3. As determined by the TAS, teachers did not change their
attitudes toward the profession, other teachers, the
children, the principal, the school, and the community
after the principal's leadership training.

4. As determined by the SAS for experimental and control
schools, the pupils did not change their attitudes
toward self, each other, the teachers, the principal
and the entire school after the leadership training of

the principal.

5. As determined by the PAS for experimental and control .

schools, parents had less favorable attitudes toward the

entire school after the leadership training of the prin-

cipal. The decline in parent attitude could have been

81
Ibid.



56

due to the Increase in the criticisms of the schools
following the launching of Sputnik I. The difference
between the changes of parental attitudes for the
experimental and control schools was not significant*
however.

Out of the study emerged three significant conclusions. These

conclusions were that the status of the principal’s operational pattern

of behavior after the democratic principal’s behavior before and after

the leadership course In comparison to that of the authoritarian prin-

cipal Is uncertain. And finally, that the attitudes of students,

teachers and parents were not more favorable after the leadership

training of the prlncipal*^^

A study of "experimental field In-service seminars In administra-

tive behavior", was undertaken by Duane Taft of Montana State University

and was supported by the W. K. Kellogg Foundation* This study was based

on the hypothesis that school administrators can gain knowledge and

Insight on the job through In-scrvlce seminars %«hlch emphasize the

findings of academic disciplines In the area of administrative behavior*^

The problems were to structure and to Implement a series of In-service

seminars In administrative behavior, and to measure selected character-

istics of participant behavior at the out set of the seminars and at

the period In the school year, one year later.

The structuring of an evaluation program on a "before" and "after"

84 _
Duane Robert Taft, Ed.D., "A Study of Experimental Field In-

Service Seminar in Administrative Behavior," (unpublished dissertation,

Montana State University, 1959), Dissertation Abstract*
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basis was included in the early palnning as the first testing of

administrators had to take place at the beginning of the seminars*

The Tennessee Rating Guide was selected because it hypothesised that

effective school administrators exhibit those kinds of behavioral

characteristics necessary to effective school administration and that

those behavorial characteristics can be measured*

Seminars were arranged with each session lasting approximately

five hours in length* The selection of materials for the seminars was

based on the individual and collective judgements of the consultants*

In making a partial appraisal of their interdisciplinary approach,

a "before'* and ''after'* evaluation of the principal's behavior was made

by having 400 teachers evaluate the behavior of thirty principals*

The instrument used was the Tennessee Rating Guide* The second ratings

were made one year from the initial rating* Some of the questions

involved in the rating procedure were:

1* Did initial ratings seem to be independent of personal

characteristics such as years in the system, years of

teaching experience, level taught, age, and educational

level of rator or ratee?

2m Were increments of change significant in any or all areas

in which the use of the instrtiment attempted to obtain

measurements?

3* Were increments of change related to the biographical

character is t i cs?

4* In what areas might principals show behavioral change as

measured by the Tennessee Rating Guide in the year subse-

quent to the seminar training that might or might not be

independent of the seminars?®^

85 Ibid
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Wendell Wolfe in 1965 conducted a study which analyzed various

aspects of the use of laboratory exercises in an In-service develop-

ment program designed especially for school administrators.*^ In this

study, the Test of Selected Instructional Leadership Concepts %ms

administered at the beginning of the program in each school and again,

some six to seven months later, near the conclusion of the program. A

statistical significance of the difference between the pretest

and the postest scores was applied.

An analysis of time utilization from a log of school-connected

activities kept by participants was made to determine the percentage

of time participants devoted to various aspects of their Job and to

determine whether there were changes in the percentage of time spent

in activities directly associated with the concepts and practices dealt

with in the School Principalship Project.

An analysis of changes in the behavior of participants during the

program, as perceived by those with whom they work closely, was made to

determine whether there was any indication that participants readily

utilized recently acquired knowledge and skills. It was found that the

school principals registered significant gains in knowledge of concepts,

as measured by the Test of Selected Instructional Leadership Concepts,

suggesting that the laboratory approach to training is an effective

instructional strategy for conveying particular types of knowledges,

®^ndell William Wolfe, Ph.D., “A Study of a Uboratory Approach

to In-Service Development Programs for School Administrators and Super-

visors,** (unpublished dissertation. University of Texas, 1965) Disser-

tation Abstract,
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Delphi : Method and Descr i pt 1 on

The Delphi Technique vas developed by Olaf Helmer and his coll-

eagues at the RAND Corporation in the early 1950 *8 to obtain group

opinion about urgent defense problems. About five years ago, an unclas>

si fled description of the technique vias published and the procedure is

presently being employed in a number of settings including education.

Named "Delphi” in honor of the oracle of Apollo, "the method pro-

vides for an impersonal anonymous setting in which opinions can be

voiced without bringing the 'experts* together in any kind of face-to-

face confrontation.” The method also provides a setting in which

ideas can be modified on the basis of reason rather than the bandwagon

89
effect of majority opinion.

The Technique is basically a method of collecting and of organizing

expert opinion on a topic in an effort to produce a convergence of

group concensus. This is accomplished through a series of three or

four questionnaires dealing with a variety of future questions.

Contact is generally made with the respondents through a set of

mailed questionnaires with feedback from each round of questions being

used to produce more carefully considered group opinions.

A number of variations of the Delphi theme have been employed by

groups and organizations in conducting future studies* A variation

**John Pfeiffer, New Look at Education, (Princeton, New Jersey:

Western Publishing Co., Inc*, 1968), p* 155.

®’Noni«in C. D.lkey and Olaf Helmer, ”An Experimental Application

of the Delphi Method to the Use of Experts", Management Scienc e, Vol. »,

Ho. 3, (April, 1963).
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described by Pfeiffer has relevance to the present study:

U The first questionnaire may call for a list of opinions
involving experienced judgement, say a list of predictions
or recoonended activities.

2. On the second round each expert receives a copy of the list,
and is asked to rate or evaluate each item by such criterion
as importance, probability of success, and so on,

3* The third questionnaire includes the list and the ratings,
indicates the concensus if any, and in effect asks the
^^P**"^* cither to revise their opinions or else to specify
their reasons for remaining outside the concensus.

4, The fourth questionnaire includes lists of the ratings,
the consensus, and minority opinions. It Movides a
final chance for the revision of opinions,^

Research by Campbell, 1966, and Dalkey, 1969, indicates that

information gathered in the manner described by Pfeiffer is more likely

to be accurate than that obtained using face-to*face techniques,

A more complete description of the Delphi technique was presented

by Dalkey in his paper entitled, "Predicting the Future":

The basic characteristics of the Delphi procedures arc:
a) Anonymity, b) Iteration with controlled feedback, and c)
Statistical group response. Anonymity is achieved by using
questionnaires or other formal channels of communication,
where specific responses are not associated with individual
members of the group. This is a way of cutting down on the
effects of dominant individuals and reducing group pressure.
Iteration consists of performing the interaction among mem-
bers of the group in several stages: typically at the begin-
ning of each stage the results of the previous stage are sum-

marized and fed back to the members of the group, and they
are then asked to reassess their answers in light of %ihat the

entire group thought on the previous round. Controlled feed-

back allows interaction with a large reduction in noise.

Finally, the group opinion is taken to be a statistical aver-

age of the final opinions of individual members of the group.

90
New Look M Education, o£ cU , , pp* 152 - 153.
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In the experiments we have conducted, the median oplnion-
that is the middle estimate where half of the group Is on
one side, and half on the other- has turned out to be the
most accurate. By using a statistical group opinion,
group pressure toward conformity is further reduced, and
probably more important, the opinion of every member is
reflected in the group responseCpp. 8-9).

There are certain limitations encountered when using the Delphi

Technique as there are in any research instrument. The limitations of

Delphi are classed here as basically two types: (1) those encountered

when implementing a Delphi study, which have been described by Waldera

as procedural limitations, and (2) those limitations found in Delphi

as a forecasting methodology.^^

Undoubtedly one of the major problems in using the technique is

that of identifying an "expert** group. Weaver, expressed it quite well

when he stated that **experts are experts because they are objective,

take into account new or discrepant information, and construct logically

sound deductions about the future based upon a thorough and disciplined

92
understanding of particular phenomena and how they relate." But this

"procedural limitation", for the most part, could be very difficult to

control. In this sense, the Delphi technique cannot manufacture a reli-

able forecast. It is only a tool to help prevent various human factors-

such as individtial dominance, social noise, and group pressure-frora

interfering. For this reason, we cannot expect a Delphi forecast to

amount to more than "the sum of the knowledge, opinion, and intuition of

the participants involved.

^^Roles of Future Educators, o£. cit ., p. 17.

^^Delphl Forecasting Method, o£, cit * » P* 269.

^^Roles of Future Educators, o£, cit ., p. 20.
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Another liinitation o£ the Delphi method focuses around comnunl*

cational misunderstandings. It is pointed out by Gordon and Ament

(1969) that because all conrounication is by questionnaire, difficulties

emerge concerning the lack of precision in working questions. This is

a factor that is undoubtedly true of many survey questionnaires. This

limitation can be lessened, however, in the Delphi survey by both

participants and researcher making concerted effort to be as clear and

precise as possible in the wording of questions and of responses.

Time, too, can become a limitation of a Delphi survey, particularly

if feedback responses are not followed*up in a resonable amount of

time. An extended time lag could produce a forgetting of the procedural

elements, discouragements, and even disinterest on the part of the

participants. A quick £ollow*up procedure on the part of the researcher

could help to eliminate this problem.

Further, the technique docs not normally lend itself to a creative

gro%ith of ideas, but is in fact more judgemental in nature. By allowing

for a set of minority opinions to be expressed by the participants,

this limitation is partially overcome. Ualdera (1970) states however,

"that the growth and development of new ideas is best left to methods

94
other than Delphi.'*

Although forecasting is continually being used by researchers as

a methodological tool, it must be kept in mind that in all forecasting

methods is the inability to describe a single guarenteed future. Few,

if any, proponents of the Delphi technique would state that Delphi can

^Sbid.. p. 22.
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be tjsed to forecast the "true” future, but evidence does indicate that

It is one of the best methods we presently have for tapping the minds

of experts on a variety of future topics.

Most of the procedural limitations of the Delphi technique are

reported by Weaver in a recent report entitled, "The Delphi Method:

Background and Critique", A sunmary of those limitations are quoted

in the following paragraphs from his report;

There are certain fundamental weaknesses of Delphi in
its present form as a forecasting tool. Briefly, they have
to do with interpreting the significance of "convergence"
of opinion under the conditions imposed by Delphi, The
observation that people tend to shift their estimates toward
a group norm under conditions of iteration is a consistent
and sound observation on the basis of several controlled
experiments with Delphi, There is some very meager evidence
whfch suggests that compression of estimates over rounds
produces a final concensus closer to the "true" answer (when
the concensus is taken as a median of the spread of estitoates).

This finding, however, is based upon evidence collected from
very short-term predictions in the economic domain, and from
experiments with almanac-type questions. Just how the

findings can be generated to Delphi *s which cover a 30 year

extension into the future is unkno%m. The same may be said

of Delphi's which deal with social indicators or educational

concerns, rather than with technology or economics.

Perhaps more importantly, a consideration of the future

of education should attempt to clarify what we can reasonably

expect to make happen not what will happen. Essentially,

forecasting cannot carry any "truth" value because (a) there

is no empirical evidence now to falsify any proposition about

the future, and (b) there is no universal agreement on any

proposition we are likely to make about the future. Rather

than a focus on "accuracy", the focus might better be on

"plausibility" or reasonableness of the forecast. In that

sense Delphi is weak because (a) there is little emphasis on

the grounds or arguments \dtich might convince of the fore-

casts' reasonableness, and (b) there is no mechanism to

distinguish hope from likelihood, reasonable judgement frw
aiere guessing, priority and value statements from rational

argument; feeling of confidence and desirability from state-

ments of probability.
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Delphi forecASts CBnnot in principle cerry any weight
of "proof”. Therefore, in order for them to be useful in
the formulation of policy, such forecasts must be persuasive
and reasonable. In Professor Manfred Stanley *s words a
forecast must be relevant to answering the following ques-
tion for policy thinking: "VThat are the criteria with whose
aid men may reasonably believe that collective will, expressed
in policy decisions, can make a difference in how a course
of action relates to expressed moral goals in a society?"
Delphi in its present form seems ill-equiped to make power-
ful and persuasive argximents upon which policy makers can
base decisions and actions.

However, our research also leads us to conclude that
Delphi, in conbination with other tools, may be a very
effective device for obligating people to think about the
future of education in much more complex ways than they
ordinarily %«ould. In a sense we are saying that the way
to get educators to make better decisions - decisions
which account for alternative future consequences - is to
enhance their capacity to think in complex ways about the
future.

Delphi Studies in Education

Delphi was first used in educational thinking by Olaf Helmer in

1965* In a study sponsored by the Kettering Foundation, preference

judgements were elicited from a panel of educational experts and experts

in various fields related to education. The purpose of the study was

to compile a list of preferred goals for possible federal funding. The

value of this study has left many doubts by the experimenters. Helmer

concludes: "Although we believe that the compilation of a larger

number of ideas for possible educational innovations has served a useful

purpose, not too much weight should be given to substantive findings

Timothy Weaver, The Delphi Method : Background and Critiaije,

(Syracuse, New York: Educational Policy Research Center, Syracuse

University, 1971), pp. 1-2*
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resulting from these pilot studies,

Two additional Del phis have been conducted and reported as exper-

iments to elicit preference statements from educators or from those with

a direct interest in education. In one study, Cyphert and Gant used

Delphi as an opinion questionnaire to elicit preferences from varied

personnel of the School of Education at the University of Virginia.

The sample selection for this study included what was described

as the **power structure” of the Commonwealth of Virginia in relation

to the School of Education. Six major categories of people were

inc luded

:

1. The faculty of the School of Education and selected student
leaders from the graduate and undergraduate populations.

2. Deans, the president *s cabinet, and the elected members of
the faculty senate. Off-campus elements incorporated into
the sample included:

3. Educators, l.e., elementary and secondary school teachers
and administrators who held elective office in state-wide
professional orgainzations and deans of the state's major
schools of education.

4. Organizational leaders, such as the officers of the Virginia
School Boards Association, the Virginia PTA, the State
Council of Higher Education and the State Board of Education.

5. Persons of influence in political circles, e.g., the educa-
tion comnittees of the Virginia House and Senate, U.S.

senators and representatives, and the govenor, etc.

^^Olaf Helmcr, "The Use of the Delphi Techniques in Problems of

Educational Innovations,” RAND Corporation, P. 3499, Dec., 1966.

R. Cyphert and W. L. Gant, "The Delphi Technique; A Tool for

Collecting Opinions in Teacher Education,” paper prepared at the AERA

symposium on Exploring the Potential of the Delphi Technique by analyzing

its Application, Minneapolis, Minnesota, March 4, 1970.
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Leading newspaper editors and persons dealing with educa-
tion In such groups as the Virginia AFL-CIO, NAACP, and
Chamber of Commerce.^®

In addition to these six catcgorlesi a seventh group of selected

teacher educators of national reputation across the courtry was Inclu-

ded, The total sample of 421 persons requested that the respondents

suggest prime targets on which the School of Education should concen-

trate Its energies and resources in the next decade.

As far as the conclusions regarding the technique are concerned,

Cyphert and Gant relate four significant differences in the way this

study applied the Delphi technique in comparison with its use in

preceding studies:

First, the technique has usually been used with groups of
30 or fe%ier respondents rather than with the 400 involved in
the present survey. Second, most participants in prior
studies have felt a greater degree of expertise in the field
being surveyed. Third, and perhaps most significant, the
technique has generally been used to predict what will happen
rather than to seek agreement concerning what should happen.
Fourth, concensus in this study was defined concensus as the

interquartile range,

Cyphert and Gant also reveal several significant generalizations

concerning the Delphi Technique which grew out ot the sttxly. They are:

1, Prospective participants must be made to feel that their

response is valid so that they will take part,

2, The variation in agreement with the concensus rating on all

the goals by individuals ranged from less than 20X to agree-

ment with 1007 , of the concensus ratings,

3, A bogus item which read, "Emphasizing the production of

doctoral graduates %#ho can improve the programs in schools

98
Ibid.,

^\he Delphi Technique: A Case Study, 0£. ci£, * P* 272,



68

of medicine, law, nursing, and engineering,” was initiallyrated below average. However, when the feedback was dis-
torted to reflect a high ranking, the participants then
rated the item considerably above average, although it was
not among the lo highest ranked targets. The hypothesis
that the technique can be used to mold opinion as well as
to collect it was supported.

4. When respondents disagreed with the concensus rating of
a goal, they tended to attribute the concensus to a
group of which they were not a member.

5. Virtually all (997.) of the respondents* changes in opinion
occurred on Questionnaire III which informed them of the
first **concensus** reached by the group. With hind-sight
one can seriously question the need for going beyond
Questionnaire III. The university family made the
greatest change in ratings throughout the study, while
the off-campus educators modified original ratings least.

Anderson used Delphi in a similar way in Ohio but limited the

focus to a county school. In this study, statements were obtained

from teachers, board members, administrators and selected educational

experts. Statements for the study dealt primarily with client services

and with organisational adaptation.

A study of prospective developments in educational administration

was conducted in San Diego, California, at a meeting of the National

Conference of Professors of Educational Administrators. The objective

of this study was to seek a concensus of opinions about prospective

developments which might have an impact on educational administration,

their probable dates of occurence and the desirability of such develop-

ments should they occur. The sample consisted of twenty professors who

^ ^Ibid .. p. 273.

^°^D. P. Anderson, •Clarifying and Setting Objectives on an Inter

mediate School District’s Objectives Utilizing the Delphi Technique,’*

paper presented at AERA sysiposium, op . cit .
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w«re mailed questionnaires two months prior to the Conference soliciting

a list of prospective developments in educational administration.

Three additional questionnaires were administered during the conference.

It %ias concluded that the forecasts revealed Increasing social turmoil,

an anticipation of spreading teacher's unions and bargining practices

102and a continued influence by technology on education.

Finally, in a more recent study by Dalkey, a test was designed

to determine the value of Delphi as a forecasting tool. A series of

thirty experiments were conducted, using 200 graduate students. The

purpose of the study was to evaluate the derived results using the

Delphi Technique, The findings proved to be of interest and of value

and are reported by Dalkey: (a) group opinion converges after iteration,

(b) major convergence takes place between round one and round two, and

(c) group response becomes more accurate with iteratidn. Dalkey

concluded that the value of Delphi lies in the part that "more often

than not" controlled anonymous feedback made the group estimate* more

accurately than face-to-face discussion groups.

'°^Th.odor« J. Gordon and R. Sahr, "Report <»“ “““!
tlooal Administration" (Middletown, Connetlcut Institute for the Futur ,

September, 1968),



CHAPTER III

DESIGN OF THE STUDY

In the previous chapter an overviev of In-Service Education for

School Administrators was highlighted. Particular emphasis was given

to research studies focusing on In-Service Training for Elementary and

Secondary School Principals. Also, the Delphi technique as a method-

ology was examined as applied to research studies in education. The

purpose of the present chapter is to:

- Present the design of the study

- Describe the process of administering Delphi instrumentation

- Define the study population

The design of the present study was primarily modeled after a

103study conducted by Frederick Cyphert and Walter Gant. In their

study, Cyphert and Gant sought to clarify the opinions of various groups

concerning the goals for the School of Education at the University of

Virginia. Four rounds of Delphi instruments were administered to a

select sample of participants representing the "power structure" of

Virginia as described earlier in Chapter II. The Delphi Instruments in

the present study were very similar in format to those used in the

Virginia study.

Early Delphi studies which were frequently conducted in various

fields of science, sought only a consensus of opinions relating to the

^^^"The Delphi Technique: A Tool for Collecting Opinions," o£. cit.

p. 273
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actual date an event might occur. Today, there are many variations of

the Delphi technique. The range of applications of the Technique to

educational planning is unlimited and can be applied to all phases of

educational planning at the federal, state, local, or institutional

level. For example, a district public school superintendent desirlous

of instituting a curriculum reform may wish to use the Delphi Technique

with selected school administrators and teachers within his district to

solicit their opinions* A state educational planning office adminls*

trator might decide on a building program after first consulting, via

Delphi* with local superintendents. A Delphi approach, using one or

two administrators and a cross«section of departmental representatives

as a panel of respondents, may well be the most appropriate way to

achieve departmental solidarity concerning its long*range expansion

program. On the national level, the United States Office of Education

may wish to establish a comprehensive program of educational innova>

tions which is a multifaceted problem affording a number of opportune

ities for the application of the Delphi Technique.

The uniqueness of the present study lies in the fact that within

a time span of one decade not only were prognostications made to occur

but an array of content information was generated by the study parti-

cipants emphasizing majority and minority opinions. An added dimension

of this study included testing the feasibility of utilizing the Delphi

Technique as a methodological tool.

In the present study a series of four questionnaires and an

evaluation Instrument soliciting opinions regarding the effect and poten-

tial success of the study were mailed to a total of forty-five participants
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GIVEN ASKED

(4

• Introduction

• Instructions

• Time period (one decade)

Solicitation of perceived
future role of School
Principal

Solicitation of future
skills and knowledges
needed to fill that role

sH

Sumnarized list of the
projected role per-
ceptions

Restatement of perceived
skill and knowledge
statements (total sample)

A prioritizing of each
skill and knowledge
statement according to
a five point scale.

tri

Sample sheet showing the
progression from one
questionnaire to another

Duplicated list of skill
and knowledge statements
with median rating for
total sample and indivi-
dual ratings reported by
respondents

Option for each respon-
dent to either conform
with the consensus rating
or state reason (minority
opinion) for remaining
outside consensus.

Sample item

The highest priority
rated skill and knowledge

|

statements

A list of In-Service
Training Approaches

Evaluation measuring
potential success of

the study

A more refined definition
of each of the final

skill and knowledge
statements

A matching of In-Service

training Approaches ( a

total of two) to each of

the skill and knowledge
statements

DELPHI DATA FLOW

Fig. 1 - Delphi data inquiry
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throughout the state of Massachusetts. An outline of the data Inquiry

is presented in Figure 1,

The first questionnaire in the Delphi study requested that parti-

cipants generate statements concerning the following three questions:

1. What is your perception in the next decade of the future role
of the school principal?

2. What Skills will be needed to fill that role?

3. What knowledges will be needed to fill that role?

Cognizant that the primary objective of the study was to assess

future in-service training needs, the first question dealt with "role

perceptions” merely for the purpose of establishing a '‘mental set"

before establishing the necessary skills and knowledges that would be

needed* In this questionnaire, participants were asked only to give a

one sentence answer to each question* It was stressed that all answers

be brief and succinct* Each of the three questions asked were placed in

rectangular boxes designated as "future role perceptions”, "future skills

needed", and "future knowledges needed"* Ans%»ers were also to be

%nritten in these boxes* Figure 2 below illustrates an example of the

questionnaire format used in Questionnaire I soliciting the future role

perceptions* (See Appendix for complete questionnaire*)

FUTURE
What is your perception in the next decade of the
future role of the school principal?

ROLE

PERCEPTIONS

Fig* 2* - An example of the format and content of question soliciting
"future role perceptions" used in Questionnaire I.
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Helmer states that **the Delphi Technique, in its simplest form,

eliminates committee activity altogether, thus . . , reducing the

influence of certain psychological factors, such as specious persua*

Sion, unwillingness to abandon publicly expressed opinions, and the

bandwagon effect of majority oplnion,"^®^ He further states that "this

technique replaces direct debate by a carefully designed program of

sequential individual interrogations, best conducted by questionnaires,

interspersed with information and opinion feedback derived by computed

consensus from earlier parts of the program,”^®^ Seeking to preserve

the anonymity factor, participants were Informed In Questionnaire I

that should they interact with other participants in the study that it

would be helpful if they did not discuss the study until completion of

all four questionnaires. To establish a freedom of response pattern,

it was also emphasized that the names of participants would not be used

in the final published tabulation.

After the statements generated in Questionnaire I were collated,

edited, and in some instances re-written for clarification, they were

listed in the second questionnaire. Respondents were then asked to

evalxiate each statement based on a priority rating scale. (Displayed

in Figure 3) '^stionnaire II included a total of forty-six "skill”

statements reflecting the future needs of the school principals plus

a total of thlrty-eight "knowledge” statements. These statements were

^^"The Use of the Delphi Technique" op. cit., p.2.

'®^Ibld., p. 3.
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combined and randomly scrambled to form the eighty-four statements used

In Questionnaire II. A complete list of the statements are Included In

Appendix A.

The five point priority rating scale was adopted from the ques-

tionnaires developed by Cypertand Gant In their study at the University

of Virginia. In this scale the number one (1) was considered as the

highest priority and the number five (5) as the lowest priority.

The scaled-used to prioritize statements In the second question-

naire of the present study. Is displayed below In Figure 3.

Priority Rating Scale

1. Highest Priority
2. Above Average Priority
3. Average Priority
4. Below Average Priority
5. Lowest Priority

Fig. 3. - The priority rating scale used
to prioritize statements In Questionnaire II.

To further clarify the use of the priority rating scale In con-

junction with each statement In the second questionnaire. Figure 4

provides examples of the first three statements used In the questionnaire.

Questionnaire II

(Priority Rating) ^Statements)
High Low

(12345) 1. Skills in selecting training activities for the staff

at various levels.

(12345) 2. Skills in administering a school as a multi-million

dollar business.

(12345) 3. Knowledge of various staff evaluation approaches and

techniques. j—; rr~Z —
Fig. 4. - An example of the priority rating scale used In conjunction

with statements In Questionnaire II.
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A list of twenty "role perception” statements representing the total

generated in Questionnaire I was mailed to the study participants with

the second questionnaire. (See Appendix A for a complete list). The

purpose of this inclusion was to inform the participants of those ideas

expressed by the total sample. The complete Delphi Questionnaire II

i s included in Appendix B.

Following the return of Questionnaire II. the third Questionnaire

was drafted. Questionnaire III was similar in style to Questionnaire II.

It contained both the participants previous rating of each item and the

modal consensus of all persons who scored the questionnaire. The

function of this questionnaire was to increase consensus and to more

clearly define minority opinion.

Minority opinions were sought in the following manner: A blank

space followed each statement. The participant was allowed to state,

if he so desired, the reason why he did not wish to remain with a con*

sensus rating. Figure 5 displays the format and sample statements

found in Questionnaire III. (See directions in Appendix C).

Questionnaire - III

Your Response Consensus

(Priority Rating) (Statements)

High Low
(12345) 1. Skills in effectively coordinating the staff with pro-

grams at various levels.

Reason : ————

—

(12343) 2. Accomplished skills in classroom teaching.

Reason: - -

Fig. 5. • Sample format and statements found in Questionnaire III*
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When the participants rated statements in this questionnaire, their

P^f®vlous rating (taken from Questionnaire II) was designated by a red

circle while the modal consensus of all persons who scored the ques*

tionnaire was indicated by a black square. Mailed with Questionnaire

III was a one-page sample sheet depicting the progression from the

first to the third questionnaire. The sample sheet and complete Ques-

tionnaire III are Included in Appendix C,

Of the eighty-four statements scored by the study participants

in Questionnaire III, a total of nine received the "highest priority"

rating. It was assumed that the sample population perceived those

statements to be the most important "skills" and "knowledges" that

would be needed by the school principal in the next decade. Those

nine statements which served as the basis for Questionnaire IV are

provided below In Figure 6,

1, Skills in coordinating school, community, faculty,

students, and local and state bodies into a cohesive

unit,

2, Skills in establishing an environment in which

teaching and learning is fun,

3, Expert skills and knowledges pertaining to the

concepts and techniques used in human relations,

4, Skills In leading and managing the teaching team and

the administrative team that he, the principal, has

chosen for his school,

5, Knowledge of the curriculum and instructional pro-

grams used in his school,

6, Skills in working with groups with the end result

belng“that of bringing out the best in individuals.
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7, The '’political” skills necessary for gaining the
support of his ideas through the cooperation of
the staff, the superintendent, central office
personnel, and the school board,

8, A knowledge of the current trends in education*

9, Effective leadership skills *

Fig* 6 - The highest priority rated statements extracted from
Questionnaire III and used in forming Questionnaire IV,

The purpose of Questionnaire IV was twofold: (1) to more clearly

define each skill and knowledge statement, and (2) to identify appro-

priate training approaches that the school principal of the future may

apply when meeting future needs* It was hoped that by having the

highest priority rated statements more clearly defined by the parti-

cipants the answers would express specifics rather than generalities.

The directions used in Questionnaire IV Involved not only a

definition of statements written in papagraph form but also a matching

of two in-service training approaches to each of the nine statements*

To aid the participants in selecting possible in-service training

approaches, a sample sheet was attached to the back of each question-

naire* This listed examples of thirty-one possible in-service training

approaches that could be matched to the statements. Three blank spaces

were also provided allowing the participant to write-in a particular

training approach that he felt would be appropriate; one that was not

Included among the listed examples*

A number corresponding' to the appropriate in-service training

approach was to be placed tn each of the two boxes at the left of each

. Statements in Questionnaire IV were also placed in
Statement
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rectangular boxes as Illustrated in Figure 7.

I
1

I I
3

I

Statement: Skills in identifying resource people to be
1 i

I
i called in when necessary*

The principal of the future must develop skills to perceptively

determine when to consult additional services* As he realizes

this need, he must also understand the kind of resource people

needed and be able to encourage not only them but his staff to

work together in solving major problems*

Fig* 7* - Sample statement used as a guide to aid participants in the

completion of Questionnaire IV*

The complete list of in-service training approaches used with

the fourth questionnaire is included in Appendix D*

Following the four rounds of questionning, opinions were solicited

from each participant concerning the effect and potential success of

the study* The two page evaluation (see Appendix E) was designed to

test the feasibility of using the Delphi Technique as a tool for

gathering the data in the present study* The evaluation, mailed with

the fourth questionnaire, contained seven questions plus a section for

additional comments* The first question in the evaluation concerned

the amount of time spent completing each questionnaire* The scale

used provided answers ranging from “less than one hour" to "over eight

hours"* Figure 8 illustrates the scale used*
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Less than 1 hour
|

1 hour to 2 hours
|

2 hours to 3 hours
j

3 hours to 5 hours
j

3 hours to 8 hours

Over 8 hours

Fig, 8, - Scale measuring the amount of time
spent completing each questionnaire in the
Delphi study.

The second question asked if the amount of time the respondents

spent on each questionnaire was adequate. Respondents were to answer

”yes” or "no”.

The third, fourth, and fifth questions in the evaluation stressed

the relevancy and degree of applicability of the content information

generated by the study. Question three asked participants if the ques-

tions throughout the study were thought -provoking. The choices of

of answers provided with this question are presented in Figure 9,

Very

Slightly

Hardly at all

Not at all

Q

Fig, 9. - The choice of answers

provided when asking participants

if the questions throughout the

study were thought -provoking.
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The fourth question asked the participants how relevant they

their expertise was to the questions asked throughout the study*

Respondents were to select from three possible choices which were

stated as "Above Average Relevance” , "Average Relevance", or "Below

Average Relevance".

The fifth question asked the participants if the questions in the

study allowed them to use their knowledge, experience, or insight

comfortably. A choice of two answers were supplied with this question;

that their knowledge and experience was generally easy to apply, or

generally difficult to apply.

A final question in the evaluation inquired about what was

gained from participation in the study. Several choices were offered

as presented in Figure 10,

Increased awareness of possible future
conditions

Learned more about futures research

Experienced new perspectives

Learned more about In-Service Education

and possible training approaches.

Discovered new interests to follow-up

Learned more about your own field

Other
-

Fig. 10, - Choices of answers offered to participants

when learning what was gained from their participation

in the study.

An analysis of the evaluation data is included in the final section of
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Chapter IV,

In conclusion, this section described the four Delphi question-

naires and the Delphi evaluation Instrument. The section that follows

will describe the process of administering the Delphi Instrument and

further define the study population.

Processing of Administering the Delphi Instruments

®*^®*'* quest ionnlng began, telephone calls were made to those

individuals randomnly selected for the study. The calls served the

following purposes:

- To explain that the purpose of the study was the assessment of
the future in-service training needs of school principals in
Massachusetts, Also emphasized was the fact that the sample
In the state would consist of teachers, principals, superin-
tendents and school board committeemen,

- To explain the process of data collection stating that the
Delphi Technique would be used to gather and refine data,

- To explain that it was important that each individual contin-
ually contribute throughout the length of the study as the
number of '* experts" involved in the study was limited.

- To further explain that a committment regarding their active
part icipat ion would be needed before the study began because
their inputs would contribute to the success of the study.

Basically, two questions were asked of each participant: Would

you like to participate in the study? Are you willing to participate

through four rounds of quest ionnlng?

Those individuals that agreed to take part in the study were told

that a summary report would be sent to them upon completion of the study

in order to help them in the planning, organizing, and coordinating of

in-service activities within their own school systems.
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On November 15, 1971, Questionnaire I was mailed to the forty-

five selected participants throughout the state of Massachusetts.

Each participant was charted according to the sample he represented i.e*,

teachers, elementary principals, secondary principals, superintendents,

and school board comnitteemen. Added to each chart were the names,

home and business addresses, and telephone numbers of the participants.

Mailed with Questionnaire I was a cover letter emphasizing those

points stressed during the telephone conversation. (See Appendix A)

A brief introduction to the Delphi Technique as a methodology and a

description and step by step procedure for completing each questionnaire

was included. It was noted that Questionnaire I should take only 10

minutes to complete. In addition to the typed cover letter, a hand-

vnritten personalized note was enclosed for the purpose of again thanking

the participants for their participation and cooperation. The first

correspondence, then, included the cover letter, a personalized note,

the first questionnaire, and a self-addressed stamped envelope for ease

of return.

Within two weeks after Questionnaire I was mailed, a follow-up

telephone call was made to those participants who had neglected to

return their questionnaire. The purpose of these phone calls was to

rewind participants that their contributions were needed to complete the

study. On December 17, 1971, twenty-seven days following the mailing

of Questionnaire I, Questionnaire II was mailed.

The cover letter for Questionnaire II emphasized that individual

contributions may not appear exactly as they were originally written
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in Che first questionnaire because In some instances it was necessary

to combine related ideas into generic statements. Instructions for

completing the questionnaire were also included (see cover letter for

Questionnaire II in Appendix B)»

A personalized hand«wrltten note again thanked participants for

their contributions and the return of Questionnaire I. A summary list

of the "role perceptions" generated in Questionnaire I was Included as

part of this questionnaire in order that participants view the ideas

expressed by the total sample. Immediate return of Questionnaire II

was also requested.

Thirty-three days elapsed before the third questionnaire was

mailed on January 19, 1972. A cover letter and a personalized note

were also included in the mailing.

The cover letter for Questionnaire III reminded the participants

of the importance of their contributions (see Appendix C). It stressed

that the sample was limited to only a few participants, and that their

continued interest and cooperation in the study would be greatly

appreciated.

The personalized notes included with this questionnaire were

written in response to notes that had been generated by the study

participants asking questions regarding the study.

Questionnaire IV was mailed on February 17, 1972. A cover letter,

(see Appendix D), the questionnaire, a list of in-service training

approaches, an evaluation Instrument for measuring the Delphi Technique,

and a self-addressed stamped envelope were Included.
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In summary, the four Delphi Questionnaires were mailed to the

study participants and returned within the time frame of four months.

Continuous follow-up was made with participants through telephone calls,

letters, and personalized notes.

Study Population

The population for the present study consisted of five separate

groups j teachers, elementary principals, secondary principals, super-

intendents and school board committeemen. The study participants, a

total of forty-five, were selected on the basis of their knowledge of

in-service education, alternative in-service training aporoaches for

school administrators, as well as an ability to forecast future needs.

In selecting the participants for the study, five state associations

were contacted asking for lists of those individuals whom then con-

sidered to have particular expertise in the above mentioned areas.

For the most part, the names were suggested by the Presidents of the

Associations. Those state associations contacted included:

- Massachusetts Association of School Superintendents
- Massachusetts Association of School Board Committeemen
- Massachusetts Secondary School Principals Association
- Massachusetts Elementary School Principals Association
- Massachusetts Teachers Association

The total number of participants suggested bv the associations

was well over 100 persons. Forty-five were then randomly selected for

the study from the Western, Central, and Eastern parts of the state of

Massachusetts representing school districts in rural, urban and suburban

communities. (See maps in Figures 11, 12, and 13).
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As illustrated by the maps, the sample was randomly distributed

throughout the state. The composition of the study group in relation

to geographic location within the state is illustrated by the data

presented in Table 1.

TABLE 1

COMPOSITION OF SAMPLE IN RELATION TO GEOGRAPHICLOCATIONS WITHIN THE

No^

Total

L_ %

Western

No. %

Central

No. ^

Eastern

No. %

Teachers 15 33.3 5 11.

1

9 20.0 1 2.2

Elem. Prin. 12 26.6 3 6.6 7 15.5 2 4.4

Sec. Prin. 8 17.8 2 4.4 3 6.6 3 6.6

Supts. 5 11.1 1 2.2 2 4.4 2 4.4

Bd, Mbs. 5 11.1 0 0.0 3 6.6 2 4.4

Total 45 100.0 11 24. 4X 24 53.37. 10 22.2%

As indicated from this data 24.47. of the study participants rep«

resented the Western area of the state. This compares with the Central

area representing 53.37. of the sample and the Eastern area representing

22.2%. Although over half of the study sample cane from the Central

area as illustrated by the map in Figure 12, this area represents the

largest concentration of population within the state.

The composition of the sample in relation to the sex of the members

is presented in Table 2.
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TABLE 2

NUMBERAND PERCENTOF MALE AND FEMALE PARTICIPANTS IN THE STUDY

Females

No* X No.

Males

X

Teachers 2 4*4 13 28.9

Elcm* Prin* 1 2.2 11 2U,ik

Sec* Prin* 0 0 8 17*8

Supts* 0 0 5 11*1

Bd* Nbrs* 4 8*9 1 2.2

Total 7 15* 5Z 38 84*4%

As illustrated by this data, females represent the highest

percentage of participants in the school board committee group with a

percent of 8.97., however, males represent the highest percentage of

participants in all other groups* Of the forty-five participants,

females represented 15*5% of the sample while males represented 84*4%,

In the present chapter the design of the study, description of

the process of administering the Delphi instruments and the study

population were covered. In the following chapter is presented the

the analysis of the data generated by the study participants. An

analysis of the Delphi Technique as a methodology is also set forth.



CHAPTER IV

ANALYSIS AND INTERPRETATION OF DATA

In the previous chapter the design of the study, the process of

administering the Delphi Instruments, and the study population were

presented. In this chapter are presented an analysis of data con-

cerning the assessment of the future in-service training needs of school

principals. An additional task is to determine the feasibility of

utilizing the Delphi Technique as a methodological tool in assessing

those needs.

The present chapter Includes five major categories: 1) A

summary of questionnaire returns. 2) An analysis of the data generated

by the study participants in Questionnaire I. 3) An analysis and

comparison of the participants priority responses of the "skill” and

"knowledge" statements in Questionnaire II and Questionnaire III.

4) An analysis of the final priority rated statements comprising

Questionnaire IV including the kinds of in-service training approaches

required to meet future needs. And, 5) an analysis of the participants

assessment of the study.

Summary of Questionnaire Returns

Participants were randomly selected for this study from lists

supplied by five state education associations, (described earlier in

Chapter 3) The sample population selected (a total of 45) Included

fifteen teachers, twelve- elementary principals, eight secondary

principals, five superintendents, and five boardmen.
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Table 3 on the following two pages displays for each sample

group the number of questionnaires sent, the number of questionnaires

returned, and the percent of questionnaires returned. Data are

presented for all four rounds of questionning. Questionnaire I had

the highest percentage of returns with 97.8%. Questionnaire IV had

the lowest percentage of returns with 64.4%. The over-all average

of questionnaire returns for the four month study was 87,27.. Only

one of the original forty-five participants sent questionnaires did

not return any of the four rounds. Twenty-nine of the participants

sent questionnaires contributed through all four rounds of questionning.

Thirteen of the participants contributed to three rounds, and only two

of the participants contributed to two rounds. Of the five groups

sampled, the superintendents showed the pobrest returns.

The over-all percentage of questionnaire returns was very good

when considering the following:

1. Four separate mailings of questionnaires were

administered to the same sample group over a

four month period of time,

2. For the most part, the questionnaires were very

time consuming; 767. of the respondents stated

that they had spent from one to three hours on

each questionnaire. (See analysis of Delphi

process in later section of this chapter)

3. Mailed questionnaires normally receive a low

percentage of returns.

4. A majority of Delphi studies have shown a drop

in returns after the second or third round of

questionning.

Considering the unique system of follow-up used in this study, there

was no doubt that the percentage of returns would be high.



TABLE 3
SUMMARYOF QUESTIONNAIRE RETURNS

QUESTIONNAIRE I

SAMPLE
Total
Number
Sent

Total
Number
Returned

Percent
Returned

Teachers 15 15 100.0

EleiR* Prin« 12 12 100,0

Sec* Prin* 8 8 100*0

Supts* 5 4 80,0

Bd. Mbs* 5 5 100*0

TOTALS 45 44 97*8

QUESTIONNAIRE II

SAMPLE
Total
Number
Sent

Total
Number
Returned

Percent
Returned

Teachers 15 15 100.0

Elem* Prin* 12 12 100*0

Sec* Prin* 8 8 100,0

Supcs* 5 3 60.0

Bd. Mbs* 5 5 100,0

TOTALS 45 43 95,5



TABLE 3 (Continued)

QUESTIONNAIRE III

SAMPLE
Total
Number
Sent

Total
Number
Returned

Percent
Returned

Teachers 15 15 lOO.O

Elem. Prin. 12 12 100.0

See. Prin« 8 6 75.0

Supts. 5 3 60.0

Bd. Mbs. 5 5 100.0

TOTALS 45 41 91.1

QUESTIONNAIRE IV

SAMPLE
Total
Number
Sent

Total
Nutnber
Returned

Percent
Returned

Teachers 15 10 66.7

Elem. Prin. 12 8 66.7

Sec. Prin. 8 5 62.5

Supts. 5 3 60.0

Bd. Mbs. 5 3 60.0

TOTALS 45 29 64.4
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An Analysis of the Data Generated
by the Study Participants in

Questionnaire I

In the analysis of the first question it was discovered that

forty-four of the forty-five participants expressed their ideas

concerning the role of the future school principal. Many duplications

were evident among those statements submitted, and after roles of a

similar nature were collated and edited, twenty roles remained, (See

Appendix A) This list was returned to the study participants in order

for them to become more consciously aware of those ideas expressed by

the total sample. Although the role perception statements were no

longer used in the study, the purpose of establishing a mental picture

of what the role of the future principal may be was hopefully accom-

plished, Among those statements generated several roles evolved

emphasizing that the principal's role in the next decade would range

from that of becoming a human relations artist to that of becoming a

business manager. Some respondents even suggested that the school

pr incipalship would be totally eliminated in the next decade.

Keeping in mind that the primary objective of the study was to

assess the future in-service training needs of school principals, it

was therefore necessary to determine the kinds of skills and knowledges

that would be needed to fill the principals* future role. The second

question, then, in the first round of questionnlng, solicited the

••skills’* that would be needed. Although the instructions had asked

the study participants to give a one sentence description of the ••skills”

a majority wrote several sentences. Therefore, a total of 144 statements
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were generated. (Raw data from question 2 can be found in Appendix A).

Among these statements, too. were several duplications. The processes

of interpretation, editing, rewriting, and narrowing down the list to

a workable size were required. It was, therefore, necessary for the

investigator to make some value judgements during the interpretation

process due to incomplete sentences and short phrases. When viewing

the raw data in Appendix A note that the changes that were made by the

investigator are identified as the underlined portions of each

statement.

The outcome of the narrowing down process resulted in forty-six

"skill” statements which were used in the partial formation of Quest ioiy

naire II, Skills that were projected to be needed by the future

school principal ranged from "skills in demonstrating a social aware-

ness" to "skills in conducting conferences,"

Finally, the study participants in question 3 were asked to

identify the "knowledges" that would be needed by the future school

principal. The processes of refining the data were the same as those

required in the narrowing of the list of "skill" statements. Of 155

"knowledge" statements generated by the total sample, thirty-eight

remained. These "knowledge" statements were then combined with the

final "skill" statements to form the complete Questionnaire II, (See

Appendix B).

It was discovered that the principal would need knowledges in

many areas. Examples included: a knowledge of up-to-date research,

a knowledge of problems facing minorities, and a knowledge of federal

and state laws relating to education.
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In summary, three questions were asked of the participants in

Questionnaire I. T^e "role perception” statements were condensed and

returned to the study participants for their interest. The final

"skill" and "knowledge" statements were used in the formation of

Questionnaire II.

An Analysis and Comparison of the Participants Priority Responses of
the "Skill" and "Knowledge" Statements in Questionnaire II and lit

Questionnaire II requested respondents to assign a priority rating

to each statement generated by the previous round of quest ionning. This

included a total of eighty-four "skill" and "knowledge" statements. A

five point priority rating scale designating (1) as the highest priority

and (5) as the lowest priority preceded each statement. When a majority

of the questionnaires from round two were returned, a tabulation of the

data determined the modal consensus of all participants scoring each

statement. These consensus ratings then served as the basis for scor-

ing Questionnaire III (which contained the same eighty-four statements

as Questionnaire II) where participants were given the option of either

joining the consensus rating or remaining outside the consensus and

stating their reason why they chose not to maintain their original

rating. Figure 5 in Chapter II illustrates the Questionnaire format

and the priority rating scale used in each of the two questionnaires.

After a majority of the thilrd questionnaires were returned, the

ratings of each statement for both Questionnaire II and Questionnaire

III were computerized in which mean scores were identified. (See

Appendix F). Also indicated were the differences between the mean
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scores for each statement which showed a positive^ negative, or neutral

movement toward a higher priority rating or toward a lower priority

rating* Although the total list of statements with their respective

mean scores are included in Appendix F,, the top twenty statements,

bottom twenty statements, and those ten statements generally falling

within the area of central tendency will be disucussed in this chapter.

In Table 4 on the following page, the top twenty ’’skill” and

”knowledge" statements comprising Questionnaire II and Questionnaire III

are displayed. The priority ranking of these statements are based on

the mean scores obtained from the cumulative responses of each state-

ment in Questionnaire III, The difference between the mean scores of

each of the twenty statements for Questionnaire II and Questionnaire IH

are also indicated. The plus (+) represents a movement toward a higher

priority rating while the minus (-) indicates a movement toward a lower

priority rating, A neutral rating indicated that there was no movement

in ratings between the two questionnaires* Although there was a gen-

eral positive movement between scores for a majority of the statements in

Questionnaire II and Questionnaire III» the standard deviation scores

did not indicate a significant movement* It can be observed, however,

in Table 4, that sixteen of the twenty statements showed a positive

movement toward a higher priority rating. These represented 80% of

the top twenty responses. Only 107. showed a movement toward a lower

priority rating, while 107. remained neutral. With mean scores ranging

from 3.20 to 3.93 the participants ratings indicated an ower-all

average to above average rating for each of the statements.
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Further indicated was the fact that a major convergance of opin-

ion occured directly after the participants were informed of the first

consensus reached by the total sample. This fact has also been sup-

ported by by other Delphi researchers in that they have also found

that a major convergance of opinion occurs directly after the first

round of feedback,

A

fourth questionnaire aimed at reaching an

even higher convergance would have been insignificant.

In order to elucidate each of the top twenty statements, a

categorization process was adopted. The process used in this study

is identified as the Tridimensional Concept, which depicts the multi-

faceted role of the school administrator , This Concept was devel-

oped by Livingston and Davies at Columbia University and regards the

role of the school administrator as having three components: ”The

administrator's job, the man he is, and the social setting in which

he functions.” Basically, the job includes the administrators

tasks and responsibilities, which vary in importance and emphasis as

time passes and encompasses all that is relevant to the administration

of the schools. The man brings to the job certain capacities of body,

mind, emotions, and spirit. He has beliefs, values, expectations,

behavior patterns, energy reserves and skills. While the job shapes

^®^Gant, 0£, cit ,

^^^Daniel E. Griffiths, David Clark, D. Richard W>mn, and L.

lannaccone. Organizing Schools for Effective Education. (Danville

Illinois: Interstate Printers and Publishers, 1964) p. 153.

^Q^Ibid.. p. 154,
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him, he also shapes the job. The social setting encompasses the

pressures and compulsions of society. These not only establish and

set values for the job, but influence the thinking of the man and set

values by which he adjusts himself and is judged.

One aspect of the Tridimensional Concept is considered in the

analysis of the data in Questionnaire II and Questionnaire III, As

outlined below, the school administrators job has been divided into

four parts:

1* Improving Educational Opportunity
All aspects of the instructional program are included

in this part. Such statements referring to what shall be
taught and how shall it be taught are considered.

2, Obtaining and Developing Personnel
The administrator's job also concerns recruitment,

selection, placement, and promotion of personnel. All
matters relating to pupil personnel and matters relating
to professional and non-professional personnel are like-
wise considered.

3, Maintaining Effective Relations with the Community
This part of the job includes interpreting the schools

to the public and the study of the community so as to
further education.

4, Providing and Maintaining Funds and Facilit ies

The business and housekeeping aspects of school admin-
istration are included in this part of the job. The

functions include budget preparation, plant maintenance,
construction and renovation of buildings, and like functions.

These categories, as described above, represent the various

responsibilities of the job of the school principal. They arc of

prime importance when analyzing the total role and are, therefore,

considered in the analysis of the top twenty ”skiir* and "knowledge”

statements generated by the participants in this study.

109 Ibid., p. 155
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In analyzing the top twenty statements in this study, a list of

those statements falling under each category have been Identified,

followed by a general discussion of the statements.

Five of the twenty highest priority rated statements fell under

the category, ’’Improving Educational Opportunity,” These are stated

as the following:

Improving Educational Opportunity

• Knowledge of the curriculum and instructional
programs.

« Knowledge of the current trends in education.
• The skill of being able to keep ’’the whole”

always in view and see the pieces in perspective.
• Knowledge of how children learn.
• Skills in making rational decisions based on

information obtained from all available sources.

These statements represented what the total sample population

considered to be some of the most important skills and knowledges that

would be needed by the future school principal. The above five state-

ments represented 257, of the total twenty responses. In general, the

three knowledge statements designated that the school principal would

need a knowledge of curriculum and instructional programs as well as

a knowledge of how children learn, A knowledge of the current trends

in education will also be of importance. Basically, the principal

will need skills in making rational decisions.

The statements falling under the second category according to the

Livingston and Davies model numbered twelve. These statements, ex-

tracted from the listed top twenty include:

Obtaining and Developing Personnel

• Effective leadership skills.
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• Skills In working with groups with the end
result being that of bringing out the best
in individuals*

• Skills in leading and managing the administrative
team that he Cthe principal) has chosen for
his school*

• Skills in carrying out the school program
through human relation skills*

• Expert knowledge pertaining to the concepts
and techniques used in human relations*

• Knowledge of staff evaluation approaches*
• "political skills" necessary for gaining

the supp>ort of his staff through the cooperation
of the staff, the superintendent, central office
personnel, and the school board,

• Skills in establishing an environment in which
teaching and learning Is fun.

• Skills in empathizing with people and perceiving
their problems,

• Skills in effectively coordinating the staff
personnel with programs at various levels.

, Skills in leading and managing the teaching
team that he (the principal) has chosen for
his school.

These statements, also representative of the total sample,

constituted 60Z of the total twenty responses. It can be concluded

from the aforementioned statements that the future school principal

will need more skills in dealing with personnel than a knowledge of

how to deal with people* It can also be observed that skills in

human relation techniques working with individual school personnel

and with groups were projected as being one of primary needs of the

future school administrator*

Only two of the top twenty statements fell under the category,

"maintaining effective relations with the community," These included:

Maintaining Effective Relations with the Community

* Skills in leading the staff and community toward

favorable change,

, Skills in bringing diverse groups together to

form a common consensus.
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These statements represented lOZ of the total twenty ststements.

In view of the total responses, the participants did not indicate that

maintaining effective relations with the conmunity was of high priority

to thos6 itsros in other entegories*

Finally, the last category which contained only one statement

follows

:

Providing and Maintaining Funds and Facilities

• Knowledge of different ways of constructing a budget.

Ranking lowest among the four categories was the need for

principals to be concerned with various ways of constuctlng a budget*

The above statement indicates a representation of one that fell under

this category or 57. of the top twenty statements.

The following table illustrates the aforementioned categories

and indicates the number and per cent of responses in each category.

TABLE 5

CATE3G0RIZATI0N OF RESPONSESOF THE TWENTYHIGHEST RATED STATEMENTS

Categories
Number of
Responses Z Rank

Organizing and Developing
Personnel 12 60*0 1

Improving Educational
Opportunities 5 25.0 2

Maintaining Effective
Relations with the
Community

2 10.0 3

Providing and Maintaining
Funds and Facilities 1 5.0 4
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In summary y the categorization process used with the top ranking

statements in this study permitted a combining of similar statements

and a classifying of statements falling within a particular educational

area of concern* It can be concluded, therefore, from the data pres-

ented in Table 5, that the future school principal will need to be

primarily concerned with the organization and development of personnel*

Secondly, the need to imporve educational opportunities should be of

prime importance.

As discussed earlier, the original rating used in determining the

value of each statement was based on a five point priority rating

scale. (See Chapter 3). During computerization, the responses to each

statement were regrouped designating 1 and 2 as "high priority”, number

3 as "neutral priority”, and numbers 4 and 5 as "low priority,”

Table 6 on the following page illustrates the frequency and

percentage of responses to each of the twenty statements. As can be

noted, a majority of the statements were considered of "high priority”

with percentage ratings ranging from 80% to 97.57.. The statement

receiving the lowest priority percentage dealt with the political

skills that the principal would need in gaining support of his ideas

through the cooperation of the staff. Although this statement received

a percentage rating of 10% this was not significantly low when consider^

ing 80% of the sample population rated "political skills" as high

priority. Those statements which received a neutral rating were also

insignificant in that the percentage responses ranged from 2,5% to

25.0%.
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TABLE 6

RESULT OF RESPONSERATINGS OF THE TOP TWENTYRATED STATEMENTS

High
Priority

1 & 2

Low
Priority

4 & 5

Neutral
Rating

3
(N - 40) No, Z No. z No, Z

Skills in working with groups 38 95.0 0 0 2 5.0

Skills in leading the administrative
team 37 92.5 0 0 3 7.5

Human relations skills 37 92.5 0 0 3 7.5

Effective leadership skills 37 92.5 0 0 3 7.5

Knowledge of concepts and techniques
used in human relations 36 90,0 0 0 4 10.0

Skills in leading and managing the
teaching team 38 95,0 1 2,5 1 2.5

Skills in coordinating school,
community, faculty, students into
a cohesive unit

35 87,5 0 0 5 12.5

Knowledge of trends in education 34 85,0 1 2.5 5 12.5

Knowledge of curriculum and
instructional programs 34 85,0 1 2,5 5 12.5

Political skills 32 80.0 4 0.0 4 10.0

Skills in making learning fun 29 72.5 1 2.5 10 25.0

Knowlecige of consturcting a budget 39 97.5 0 0 1 2.5

Skills in empathizing with people 39 97.5 0 0 1 2.5

Skills in leading toward change 38 95.0 1 2.5 1 2.5

Skills in coordinating staff at
various levels 37 92.5 2 5.0 1 2,5

A knowledge of how children learn 37 92.5 0 0 3 7.5

Skills in bringing diverse groups
together 39 97,5 0 0 1 2.5

Skills in making rational decisions 38 95.0 0
1

0 2 5.0
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The twenty ''skill'* and "knowledge" statements that ranked the

lowest among the total (84) are identified in the section that follows.

The priority ranking of these statements was also determined by the

mean scores for each statement obtained from Questionnaire III. (See

Table 7). In analyzing the statements, the categorization process

described earlier by Livingston and Davies was again selected. The

categorical title and the statements representative of each category

follow:

Educational Opportunity

. Knowledge of appropriate periodical materials
available which will keep the principal up-to-
date in many fields of knowledge.

. A knowledge of comparative education.

. Skills in writing behavioral objectives.
o Knowledge of the techniques involved in creating

learning activity packages from both teacher made
and commercial made.

• Accomplished skills in classroom teaching.

• A working knowledge of most subject areas.

Based on the study participants rating of these statements, less

emphasis will be placed upon the above "skills'* and "knowledges" by the

future school principal. A final scoring of the statements indicated

that the participants ratings ranged from "lowest priority" to "below

average priority." The results from Table 8, indicate that of the

participants in this study did not consider the future school principal

as one who would need any "accomplished skills in classroom teaching.

A total of 80% of the participants did not consider the principal as

one who would need a "knowledge of most subject areas." These two

statements ranked lowest among the total eighty-four.



SUMMARY

OF

THE

TWENTY

LOWEST

SCORED

’’SKILL”

AND

’’KNOWLEDGE”

STATEMENTS

BASED

ON

THE

MEAN

SCORES

OF

THOSE

STATEMENTS

FROM

THE

TOTAL

SAMPLE

109

r

business

finance



110



Ill

TABLE 8

RESULT OF RESPONSESTO THE TWENTYLOWESTRATED STATEMENTS

High
Priority
_i&2

Low
Priority

4 & 5

Neutral
Rating

3

No. No. Z No. 7.

A knowledge of value clarification 6 15.0 2 5.0 32 80.0
Understanding of federal funding 8 20.0 5 12.5 27 67.5

Knowledge of appropriate periodical
materials 4 10.0 2 5.0 34 85.0

Knowledge of comparative education 2 5.0 1 2.5 37 92.5

Knowledge of different ways of
constructing a budget 7 17.5 5 12.5 28 70.0

Knowledge of plant management 5 12.5 5 12.5 30 75.0

Knowledge of concepts and techf
niques of business administration 4 10.0 4 10.

0

32 80.0

Skills in administering in its
|

purest form 4 10.0 5 12.5 31 77.5

Knowledge of concepts and tech-
niques of business finance

6 15.0 6 15.0 28 70.0

Knowledge of attendance schedules 4 10.0 4 10.0 32 80.0

Knowledge of scheduling techniques 4 l6.0 4 10.

0

32 80.0

Skills in maintaining discipline 6 15.0 8 20.0 26 65,0

Skills in writing behavioral
objectives 7 17.5 10 25.0 23 57.5

Skills in identifying resource
people 2 5.0 3 7.5 87.5

Skills in convincing others of
rightness of decisions 6 15.0 11 27,5 23 57.5

Knowledge of creative learning

packages 2 5.0 8 20.0 30 75,0

Knowledge of data processing
techniques 0 0.0 8 20.0 32 80,0

Accomplished skills in class-

room teaching 9 22.5 24 60.0 7 17.5

Knowledge of most subject areas 6 15.0 32 80.0 2 5.0

Technical knowledge 1 2.5 1 2.5 38 95.0
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The second category was composed of four statements Identified

as those relating to the development of personnel. They are stated

as the following:

Obtaining and Developing Personnel

• A knowledge of value clarification
• Skills in administering in its purest form
• Skills in convincing others of the rightness

of his (the principal’s) decisions
• Skills in maintaining school discipline

Two of the above statements received a low priority rating when

compared to the other •’skill” and knowledge” statements. (See

frequencies and percentages of response ratings of each statement in

Table 8). 27.5% of the study participants did not consider the school

principal as one who would need ’’skills in convincing others of the

rightness of his decisions.” 20% of the sample population did not

consider the principal as one who would need ’’skills in maintaining

school discipline.” These scores are of no great significance in that

the percentage of responses falling under the heading "neutral rating”

indicated that well over 50% of the study participants considered these

statements as having an average rating« Some of the statements included

among the total eighty-four were general in nature. This was true of

two of the statements above, ”a knowledge of value clarification”, and

"skills in administering in its purest form.” Many of the participants

stated that they did not understand what the statements meant or implied.

This fact alone could account for not only these but a number of the

statements falling among the lower ranks.



in

Only one of the lowest ranking statements fell under the category,

"maintaining effective relations with the community," This statement

was identified as:

^ijataininfi Effective Relations with the Community

• Skills in identifying resource people to be called
in when necessary

Although this statement ranked among the lowest, 87.57. of the

participants rated the statement "average.” Therefore, the low

if®ting of 7.5% is insignificant and docs not indicate that

the future school principal will need this skill.

The category, "providing and maintaining funds and facilities",

contained nine statements. This represents 647, of the total number

of statements falling under this category for the entire sample, (See

Table 13 for the categorization of responses for the entire sample).

It can be concluded, then, that the school principal in the next decade

will be less concerned with "funds and facilities" than with the

development of personnel, maintaining effective relations with the

community, or imporving educational opportunity. The statements

follow:

Providing and Maintaining Funds and Facilities

• A deeper understanding of federal funding
opportunit les

• A knowledge of different ways of constructing
a budget

• A knowledge of plant management

• A knowledge of the concepts and techniques

of business finance '

, A knowledge of the concepts and techniques

involved in business administration
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• A knowledge of flexible attendance
schedules

• A knowledge of data processing
techniques

• A knowledge of various types of scheduling
techniques

• Technical knowledge

For the most part, the above statements received an "average”

rating even though they fell among the lower ranks. Examples of

statements in this category Indicated that some of the statements

included in the final rating were similar in meaning. For example,

"a knowledge of flexible attendance schedules" and "a knowledge of

various types of scheduling techniques." This redundancy occured

during the tabulation process of Questionnaire I.

The following table illustrates the number and percentage of

responses in each of the four categories.

Table 9

CATEGORIZATION OF RESPONSESOF THE TWENTYLOWESTRATED STATEMENTS

Number of
Responses

7. Rank

Organizing and Developing
Personnel 4 20.0 3

Improving Educational
Opportunit ies 6 30.0 2

Maintaining Effective
Relations with the
Community

1 5.0 4

Providing and Maintaining
Funds and Facilities 9 45.0 1
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Finally, those ten statements falling within the area of central

tendency have been extracted from the total prioritized list. They

are presented below categorically:

Improving Educational Opportunity

• Skills in Interpreting the curriculum to
determine the instructional needs of all
students

Obtaining and Developing Personnel

• Skills in evaluating each individual staff
members performance under the conditions that
such performances are interdep>endent and
intertwined with many other staff members

• Skills in selecting and implementing guidelines
for a decision without deviating from this
position until the concept has been given a
fair trial.

• Skills in the supervision of instruction
• A deeper knowledge of the concepts and techniques

involved in personnel administration
o Skills in selecting training activities for the

staff at various levels.

Maintaining Effective Relations with the Community

. Skills in meeting with various elements of the
community to assess the progress of the
educational program.

. A knowledge of the problems facing minority
groups

• A knowledge of the concepts and techniques
pertaining to public relations

Providing and Maintaining Funds and Facilities

• Skills in conducting a conference

As noted in Table 11, seven of the aforementioned statements

received a significantly high priority rating ranging from 82.57. to

90%. The percentage rating (557. to 62.57.) for three of the statements

received an average to above average rating. It is apparent from the
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TABLE 11

RESULT OF RESPONSESOF THOSE TEN STATEMENTSFALLING WITHIN THE AREA
OF CENTRALTENDENCY

High
Priority

1 & 2.

Low 1 Neutral
Priority 1 Rating
..4 & 5 _ 1 3 _wo. —K -mr: - 7T~I —WH. 1

skills in conducting a
conference 36 90.0 3 7.5

1 1
1

2.5

Skills in evaluating each individ-
ual staff member's performance 35 87.5 3 7.5

1
2 5.0

Skills in setting and implementing 1

guidelines for a decision 36 90.0 3 7.5
1

1 2.5

Skills in the supervision of I

instruction 33 82.5 4 10.0
1

3 7.5

Knowledge of the concepts and
techniques involved in personnel
administration

|

34 85.0 2 5.0
1

4 10.

0

Skills in selecting training
activities for the staff at

various levels

29 72.5 7
1

17.5 1
• 4 10.0

Skills in interpreting the

curriculum to deteermine the

Instructional needs of all

students

34 85.0 2 5.0
1

4 10.0

Skills in meeting with various

elements of the community to assess

the progress of the educational
program

17 42.5 1 2.5 1 22 I 55 .O

Knowledge of the concepts and

techniques pertaining to public
relations

17 42.5
1

^ 0 1 23 |57.5

Knowledge of the problems facing

minority groups
1

15 37.5
1

^ 1 0
1

25 |62.;
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results of the last statement in Table 11, that the "problems facing

minority groups" are not considered to be a knowledge area that would

be significantly needed by the future school principal. This

particular statement, however, received no low priority responses.

A summary of the ten statements depicting the mean scores for

each statement are presented in Table 10« Table 12, below illustrates

the number and percent of responses in each category for the ten

identified statements,

TABLE 12

CATEGORIZATION OF RESPONSESFOR THOSE TEN STATEMENTSFALLING IN
THE AREA OF CENTRALTENDENCY

Number of
Responses 7. Rank

Organizing and Developing
Personnel 5 50.0 1

Improving Educational
Opportunities 1 10.0 3

Maintaining Effective
Relations with the
Community

3 30.0 2

Providing and Maintaining
Funds and Facilities 1 10.0 3
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In summary, it was predicted by the study participants that the

school principal in the next decade would need a knowledge of the

concepts and techniques used in human relations, a knowledge of the

current trends in education and a knowledge of the curriculum and

instructional programs in his school* Also forecasted were the skills

that the principal would need. These included: skills in working in

groups, skills in leading the school's administrative team, and human

relations skills.

Some of the lower ratings of the "skill and knowledge" statements

indicated that the study participants did not see the future principal

needing skills in classroom teaching or even a knowledge of most subject

areas. When analyzing those statements that fell within the middle

range of the prioritized list, it was discovered that the principal would

need a knowledge of the concepts and techniques involved in personnel

administration and public relations. It therefore, seems apparent that

the principal's primary concern for the future will be that of working

toward a more practical human Involvement rather than theoritical

pursuits*

In this chapter, a categorization process identifying the various

responsibilities of the role of the school principal was used in

classifying the statements. This process, hopefully, helped the reader

identify the statements within a particular educational framework.

The categorization of responses for those statements ranking as

the twenty highest, twenty lowest, and those ten statements falling

in the area of central tendency were discussed and presented in tables.
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Table 13, below depicts the categorization of responses for all of the

statements rated by the participants.

TABLE 13

CATEGORIZATION OF TOTAL (84) STATEMENTS

Number of
Resoonses 7.

Improving Educational Opportunity 26 31.0

Organizing and Developing Personnel 29 34.5

Maintaining Effective Relations
With the Community 15 17.8

Providing and Maintaining Funds

and Facilities 14 16.7

Although a relatively high convergence of opinion occured directly

after the participants were informed of the first rating, several

minority opinions emerged during the second rating.

In presenting a representative sample of those minority opinions

generated by the study participants, the five statements receiving the

highest priority rating and'the five statements receiving the lowest

priority rating have been extracted from the total and Identified.

These statements will be analysed in order for the reader to become

aware of the extent to which minority opinions existed for particular

statements as well as the content of the opinions in relation to those

statements

.
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The following section includes those five statements that were rated

as the highest priority needs for the future school principal, and

all of the minority opinions generated by the study participants for each

statement 0

Statement 1:

Skills in working with groups the end result being that of
bringing out the best in individuals.

Minority Opinion:

« This skill will not be needed of teachers

Statement 2:

Skills in leading and managing the administrative team he
(the principal) has chosen for his school.

Minority Opinions:

• This is the old school idea as to the role of the principal,

• The group controls itself will not be run by any one person,

• Ability, perhaps, rather than skill.

Statement 3:

Skills in carrying out the school program through human relations

skills.

Minority Opinion:

• I would caution over emphasis in this area.

Statement 4:

Effective leadership skills.

Minority Opinions:

, This will not be needed because of the role that will be

demanded by the superintendent.
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• Leadership skills will be necessary for the principal's
success, but they will not be of top priority.

. Leadership will come from the group, not the principal.

Statement 5:

Expert knowledge pertaining to the concepts and techniques used
in human relations.

Minority Opinions:

. This will be the teachers responsibility and not the principals*
responsibility.

• Sensitivity to peopled needs and p>erceptions of their hopes is
more significant than expert knowledge of human relation
techniques.

• Personality is more important,

• Maybe not expert knowledge,

Conclus ions

. Very few dissenting opinions existed among the sample concerning

those statements that received the highest priority rating. In several

instances only one dissenting opinion was generated. It was apparent,

then, that most of the study participants were in agreement with the

high consensus rating of these statements.

. Although many of the minority opinions were of importance to those

individuals generating them, there were not enough dissenting opinions

generated to significantly effect the outcome of the study.

. Since many of the minority opinions were generated in

light of the fact that they applied to local situations and were opinions

that were based on past experiences and circumstances, it can be inferred

that many of the participants when writing these opinions were thinking
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in terms of their own role rather than the school principal's future

role,

* Many of the ideas generated were really not minority opinions at

allj but a clarification of the statements already made.

The following are examples of the minority opinions generated by the

study participants in reference to those five statements receiving the

lowest priority rating.

Statement 80 :

A knowledge of the techniques involved in creative learning
packages - both teacher made and commercial made.

Minority Opinions:

« In the future, the department heads and the curriculum
coordinators will handle the learning activity packages.
This will not be the future school principal's responsibility,

• This will be a staff problem in the future.

Statement 81 :

A knowledge of data processing techniques;

Minority Opinions:

, This being a specialized area, the principal will have to rely

on a competent staff who should be able to provide all the

necessary help and be able to initiate new methods and uses.

, This responsibility should be left to the research personnel.

, Definitely a subordinate could handle this,

. Perhaps as a generalist, the principal should be aware of data

processing but as a widely changing field, it is too much to

ask the principal to stay abreast of the Data Processing'f iel
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Statement 82 :

Accomplished skills in classroom teaching.

Minority Opinions:

• An avareness of classroom teaching' skills cannot replace the
value of an effective teaching experience for school principals,

• Rather than Ph.D.'s and Ed.D's, experienced admlrtistrators
should be granted a doctorate in teaching,

• Administrators should have all the knowledge possible in this
area. All staff and school programs revolve around the kids
in the classroom,

• Principals should possess basic skills in teaching children
in the classroom. How can they have sympathy and understanding
without these basic skills.

• The principal in order to evaluate and help teachers, will
need to demonstrate skills in teaching,

• Unless the principal possesses these skills, he will be of

little value in leading the way to educational change.

Equally important, the teachers will have little respect for

those principals who were never in the classroom,
\

• The president of Campbell Soup Company would not be an

excellent principal,

• The principal will be responsible for applying sound evaluative

processes to measure the effectiveness of instruction. There-

fore, he will have to have accomplished skills in classroom

teaching to evaluate the instructional program to know and

understand what constitutes excellent teaching.

• The skillful teacher who becomes an administrator will

usually be able to more effectively help classroom teachers.

Statement 83 :

A working knowledge of most subject areas.

Minority Opinions:

. This would need to be more of the role of the deportment heed

rather than the principal.
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• If the principal is to be the leader of the school he will
need a working knowledge of most subject areas in order to
understand objectives, communicate with personnel, and promote
favorable conditions for carrying on programs,

» The principal should have an awareness perhaps but not a
knowledge of most subject areas-others on the staff will
have this knowledge,

• It will be essential for the school principal to have a
working knowledge of the subject areas. He will be
able to talk with more understanding and with greater
confidence to the teachers involved if he can talk
”their language”.

Statement 84 :

Technical knowledge

Minority Opinion:

• How will the principal be able to help if he does not have a

knowledge of how procedures work?

Conclusions

, The statement, "accomplished skills in classroom teaching, " was

the only statement of the eighty-four rated that received the consensus

rating of (5) or the lowest priority. Only two of the statements

received a rating of (4) or below average priority. These included the

following statements: "A working knowledge of most subject areas,” and

"technical knowledge,” The minority opinions, therefore, relating to

these statements, were opinions generated in defense of a higher priority

rat ing,

, For the most part, those statements rated as low priority received

more dissenting opinions than those receiving a high priority rating.



126

An Analysis of the Final Priority Rated
Statements Comprising Questionnaire IV

Including the Kinds o£ In-Service Training
Required to Meet Future Needs

one can intelligently infer anything from the data compiled

In this survey using the Delphi Technique, it is important that the

following salient characteristics of this methodology be kept in mind:

(a) Delphi as a research technique is a systematic method of
solicitation and collation of expert opinions,

(b) It does not employ conmiittee activity or direct debate.

(c) The number of respondents to each questionnaire (and question-
naire item) will vary, due to the experts willingness or
unwillingness to respond to the items.

Questionnaire IV consisted of the nine "highest priority" rated

statements derived from the third questionnaire. The purpose of Ques-

tionnaire IV was to more clearly identify each "skill" and "knowledge"

statement and to relate any two in-service training approaches to each

statement, (See Appendix D for complete questionnaire).

When a majority of the questionnaires were returned responses to

each of the nine statements were sorted. The best response was selected

as being representative of the total sample:

Statement 1: Skills in coordinating school, community, faculty

students, and local and state bodies into a cohesive

unit.

Top
Response

:

The principal will need political and advertising

skills. He will need to persuade each audience

to win support, i.e.. Intellectual, moral, financial

for the program.

Skills in establishing an environment in which teach-

ing and learning is fun.
Statement 2:
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Top
Res ponse

:

Statement 3

Top
Response:

Statement 4

Top
Response:

Statement 5

Top
Response:

Statement 6

Top
Response:

Through a knowledge of the needs and interests of
young people and an understanding of the conditions
under which learning takes place most effectively,
the principal will encourage in his staff creativity
experimentation, and the use of a diversity of
material and methods, and will reject the principle
of order for its own sake and the bureaucratic
obstacles in the way of education.

Expert skills and knowledge pertaining to the concepts
and techniques used in human relations.

The principal must follow the golden rule and apply
it to the contacts with staff and pupils.

: Skills in leading and managing the "teaching team”
and the "administrative team" that he (the principal)
has chosen for the school.

To be an effective leader and manager of the "teams"
he has chosen for the school, the principal must,
in addition to the qualities mentioned in statement
3, be a skilled listener, be accessible to his staff
at all times, have patience and tact, be willing to
consider new ideas, be able to communicate his own
ideas clearly and convincingly, be able to draw up
clear chain of command, be conscious of rivalries and
disputes as they develop and to settle them quickly
and fairly,

: Knowledge of the curriculum and instructional pro-
grams used in his own school.

This knowledge must include enough substantive know-
ledge and awareness of teaching approaches to give
staff confidence in his value judgements. He must
also be aware of the system’s total program and
curriculum and how his school relates to the total

picture.

: Skills in working with groups with the end result

being that of brining out the best in individuals.

The principal must be able to recognize the special

abilities of individuals and emphasize these

abilities. He must know how to criticize construe

tively for the purpose of encouraging growth.
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Statement 7: The "political" skills necessary for gaining the
support of his ideas through the cooperation of the
staff, the superintendent, central office personnel,
and the school board.

Top Rather than being totally "politicar* these skills
Response: must be based on a thorough knovledge of his goals

and immediate objectives, doing his homework,
providing staff, etc., with necessary background
material and then communicating his basic concerns.
He must never leave anyone with the feeling that
he*s been "had". Given the above, together with
a good idea, the basic skills needed are in the area
of communication.

Statement 8: A knowledge of current trends in education.

Top
Response

:

Although every school is a unique situation resulting
from a multitude of outside influences - yet the
principal would be foolhardy to Ignore that know-
ledge of the current trends in education while
seeking ways to establish a relevant mode of
education.

Statement 9: Effective leadership skills

Top
Response: The principal must know educational and personnel

needs, be able to articulate them know how to gather

resources to solve problems and meet needs, be able

to enlist the talents and confidence of teachers,

students and other people and maintain a balance of

idealism and practicability.

The point to keep in mind when reading the preceding responses is

that they had gone through a filtering process twenty-nine times and

emerged as the most comprehensive and relevant responses to the "skills"

and "knowledge" statements as identified earlier by the experts them-

selves in Questionnaire III. In this instance the absence of inter-

action between the experts eliminated the possibility of psychological

influences, specious persuasion and majority opinion which are ever
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present in group and committee settings. The underlying assumption, of

course, is that the researcher-sorter is an objective and knowledgable

educator who employs the scientific approach in systematically dealing

with the data generated through the Delphi Technique. The end product

(in this case the nine responses) is the result of two sorting processes-

thc experts* prioritizing and the researcher-sorter *s.

A list of thirty-four in-service training approaches was attached

to Questionnaire IV. This served as a guide to aid the participants in

the selection of two training approaches that would appropriately match

each of the ” ski 11” and "knowledge” statements. Three blank spaces

were provided allowing the participants to "write-in” particular

training approaches if they so desired.

Results of In-Service Training
Approaches Selected

Of the thirty-four training approach alternatives the participants

eliminated four categories, i.e., employing interns, showing movies,

referring to resource banks, and using teaching machines.

These four findings represent the serendipity elements of the

current Investigation in that in our technically-oriented society which

is placing increasingly larger demands for the training of para-profes-

slonals to operate the multi-media technology which is flooding our

schools, expert educators do not envision the use of the identified

technology or the utilization of para-professionals who are preparing

to enter the profession. This phenomenon is further substantiated when

one observes from Table 14 that of the four hundred and seventy-five
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table 14

relationship between skills and knowledge STATEMEl^S
AND TRAINING APPROACHES

Approaches
Statement

1

Statement

2

||

Statement

3

Statement

4

Statement

5

Statement

6

Statement

7

Statement

8 O'

u
c

V
*j
cc

(A

Total

il

1. Visitations 5 9 3 7 4 2 2 14 5 51

2, Sensitivity Sessions 5 8 15 6 3 7 4 4 5 57

3. Conferences 5 3 2 4 4 4 3 16 2 43

4. Consultants 0 0 1 0 1 1 0 1 0 4

5. College Courses 2 1 3 4 3 2 4 3 3 25

6. Professional Organizations 1 0 2 0 0 1 1 1 2 8

7. Study Groups 13 4 2 1 4 3 2 0 0 29

8. Debates 0 0 0 1 0 0 2 0 0 3

9. Clinical Experiences 0 0 2 6 0 3 4 0 2 17

10. Conducting Research 1 0 0 1 1 0 2 2 0 7

11. Simulation Materials 2 2 1 0 0 1 1 0 3 10

12. Interns 0 0 0 0 0 0 0 0 0 0

13. Case Studies 1 0 1 3 0 0 1 0 5 11

14. Movies 0 0 0 0 0 0 0 0 0 0

13. Seminars 2 1 0 3 2 1 2 0 2 13

16. On-the-iob Training 0 1 2 4 1 3 2 0 3 15

17, Educational Games 0 2 0 0 0 0

1

1 0 0 3

18. Learning Packets 0 3 0 0 0 0 0 1 1 5
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TABLE 14 • Continued

Approaches
Statement

1

Statement

2

Statement

3

Statement

4

Statement

5

Statement

6

Statement

7

Statement

8

Statement

9

Total

19* Workshops 5 3 1 4 4 2 0 0 3 ?2

20- Micro- tea chine 0 X p 0 2 0 1 0 0 4

21- Professional Readings 0 1 1 0 6 1 3 15 0 27

22- Resource Banks 0 0 0 0 0 0 0 0 0 0

23- Brainstorming 3 2 0 5 3 3 2 0 1 19

24o Outside Speakers 1 0 0 0 0 1 0 0 0 2

25* Needs Assessment 4 1 0 2 4 1 4 0 0 16

26* Human Relations 1 4 13 0 0 4 3 0 4 39

27* Role-Playing 0 1 4 0 0 2 1 0 6 14

28. Audio-Visual Aids 0 1 0 0 0 0 1 0 0 2

90. Dinner Meetings 1 0 1 0 1 1 1 0 0 5

30. Teaching Machines 0 0 0 0 0 0 0 0 0 0

31. Group Dynamics 3 2 3 1 0 8 1 0 3 21

32* Curriculum Revision 1 2 0 2 3 0 1 0 1 10

33. Committee Work 0 1 1 0 3 0 0 0 1 6

34- Assessment Center 0 0 0 0 0 2 1 0 0 3

Totals 49 53 58 54 49 53 50 57 52 ^75
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selections made between the thirty-four training approaches the four

aforementioned training approaches never received a single selection.

In keeping with the directions given the participants to follow, mathe-

matically, each expert had a total of sixty-eight options for each of

the nine statements or a total of 612 options for all nine statements.

These data imply that the Delphi Technique’s strong point of no inter-

action between resjjondents is questionable, because the educational

value of student -produced films, multi-media teaching machines, and

curriculum resource banks escaped the experts involved in this study.

It is conceivable that had there been interaction between the respondents

not only would the feasibility of multi-media technology have been

discussed but the pre-service value of employing interns as well.

Also, it is important to note that three of the thirty-four catagories

were simply listed as "other", in order to allow the respondents an

opportunity to either enlarge upon the existing list or add other

training approaches they considered valuable.

The use of outside speakers and the use of audio-visual aids ranked

next to the lowest and constituted a somewhat serendipitous finding in

the survey, because combined they constituted less than .017. of the

selected training approaches. Thus the six lowest rated training

approaches identified by the experts raise serious questions about not

only the training approaches these experts dc not value highly for

future educational needs, but perhaps more Importantly about the experts

themselves
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TABLE 15

SIX LOWEST RATED TRAINING APPROACHES

Training Approach Points
X of

Responses

1. Employing Interns 0 .00

2. Showing Movies 0 oo•

3. Referring to Resourch Banks 0 .00

4, Using Teaching Machines 0 oo•

5. Using Outside Speakers 0 .004

6o Using Audio-Visual Aids 0 .004

Of the top six training approaches identified, it was significant

to observe that conducting sensitivity training sessions received high-

est priority. This is especially significant when one considers the

great debate currently underway in American society on the ’’pros and cons”

of this training technique. It also implies that perhaps the participants

want to see more practical dealings between human beings in the educa-

tional process which without a doubt signals a new emphasis in training

approaches of the future. The area receiving the second highest priority

’’visiting other school districts or systems,” certainly implies a

guarding against complacency. An interesting observation (see Table 16) was

that these top two priorities recieved a total of 237, of the ratings

which is more than the next four highest-rated categories combined.

The four remaining catagories of the top six training approaches, i.e.,

attending conferences, conducting a human relations workshop, establish-

ing a study group, and doing professional readings, indicate more concern
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for practical human involvement over theoretical pursuits.

TABLE 16

TOP SIX TRAINING APPROACHES

Training Approach Points
7. of

Responses

1, Conducting Sensitivity Training
Sessions 57 12.00

2. Visiting Other School Districts
or Systems 51 11.00

3, Attending Conferences 43 .09

4. Conducting a Human Relations
Workshop 39 .08

5. Establishing Study Groups 29 ,06

6. Doing Professional Readings 27 ,06

The ratings of the various training approaches as seen in Table 16

pose questions that perhaps point to the weakness of the Delphi Tech-

nique in the interaction area. For example, it can be observed from

Table 16 that sensitivity training received top rating; however, group

dynamics received twenty-one points. The weakness such findings

suggest is in the semantics each expert brought into play in responding

to Questionnaire IV. Without personal interaction between these experts

it is impossible to ascertain what their votes for each of the three

catagorles really meant. It certainly auggesta that they do not concept

ualite group dynamica and human relatione aa being aynonymoua; however,

theee two acorea combined (60) equal more than the aenaitivity aeeaio
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which topped the list. The three of these scores which total 117 also

constitute 254 of the ratings. To a lesser degree a similar type

discrepancy exists between micro-teaching, audio-visual aids, and movies.

Finally, the rating variance between educational games, simulation

materials, and role playing further substantiate the need for interaction

between respondents, in order that their responses might be properly

interpreted.

The range of points for the training approaches was from zero to

fifty-seven. The median score was ten as seen in the frequency distri-

bution. (See Frequency Table 17). The mean score was fourteen. The

mode score was three. The training approaches which became modal are:

using educational games, planning debates and assessment center training.

Although these training approaches constituted the mode of the frequency

distribution, they are seven scores below the median and eleven scores

below the mean. Consequently, the mode of this frequency distribution

has no significant bearing on the outcome of Questionnaire IV, For a

clearer picture of ratings of each training approach, the reader is

referred to the histogram in Table 18,

In summary, four training approaches were eliminated entirely by the

study participants when considering the future in-service training needs

of school principals. This included: employing Interns, showing movies,

referring to resource banks, and using teaching machines. Those training

approaches considered of high priority in meeting future needs included

the conducting of sensitivity training sessions and visiting other

school districts or systems
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FREQUENCYTABLE
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Training Approach I Frequency I Training Approach I Frequency

Interns

Movies

Resource Banks

Teaching Machines

Outside Speakers

Audio-Visual Aids

Debates

Educational Games

Assessment Center

Consultants

Micro- teaching

Learning Packets

Dinner Meetings

Committee Work

Conducting Research

0

0

0

0

2

2

3

3

3

4

4

5

5

6

7

Professional Organization 8

Simulation Materials 10

Curriculum Division I 10

Case Studies I 11

Seminars I 13

Role-playing 1 14

On-the-job Training 1 15

Needs Assessment I 16

Clinical Experiences I 17

Brainstorming I 19

Group Dynamics 1 21

Workshops I 22

College Courses I 23

Professional Reading 1 27

Study Groups I 29

Human Relations I 39

Conferences I 43

Visitations I 51

Sensitivity Sessions I 57
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Related FindlnRs

Thus far, the data in Chapter IV were presented as the combined

consensus opinions of all those participants who scored and returned

the questionnaires. This particular section has been included for the

purpose of presenting the responses to selected statements as they

were scored by individual sample groups, (teachers, elementary principals,

secondary principals, superintendents, and school board committeemen).

The nine highest priority rated statements as determined by the study

participants in Questionnaire III and used in the formation of Ques-

tionnaire IV have been included as examples. They are presented in

Appendix G.

Although no conclusions can be reached through the analysis of

these data, the investigator does feel that tendencies toward some

patterns may be identified through these findings:

1. Since all of these statements received the highest priority

rating as discovered by the tabulation of Questionnaire III, there is

no significant difference among the scores for each of the sample

groups. It can be observed, however, that the elementary principals

tend to rate the statements slightly higher than the other sample

groups

•

2. Some of the statements received only a high or average priority

rating while others received a high, average, or low priority rating.

3. The blank responses Indicated that some of the questionnaires

were not returned by Individuals within a particular sample group.

The group's ratings, therefore, were based only on the data from
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questionnaires returned* In some of the groups where the sample was

small, the ratings perhaps need quest lonning when considering that

the scores are representative of the views and opinions of only very

few of those individuals comprising the group* This was particularly

evident among the ratings for the superintendents and the school board

committeemen*

Based upon the data collected in this survey, a further study

could be undertaken for the purpose of comparing and analyzing the

perceptions and ratings of the skill and knowledge statements as well

as the future in-service training approaches among the teachers,

elementary principals, secondary principals, superintendents, and

school board committeemen*
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Participant *s Assessment of the Study

At the completion of the study, the forty.flve respondents who

participated in the study were sent an evaluation questionnaire. The

questionnaire was intended to elicit constructive feedback in an attempt

to gain greater insight into the opinions of the respondents as to the

effect and potential success of the study and into the quality of Its

o^^ efforts.

Of the forty-five study participants, sixteen did not participate

in the survey. Therefore, the results are reported on the responses

from a sample of twenty-nine,

Presentat ion of Data

In Tables 19 through 25 are presented the responses to questions

1 through 7 asked in the Delphi evaluation survey. Frequency counts

and percentages are presented in each table.

TABLE 19

SUM-IARY OF PARTICIPANTS RESPONSESTO QUESTION ll

•*H0W MUCHTIME DID YOU SPEND ON EACH QUESTIONNAIRE ?”

(N«29)

Responses
Number of
Responses 7.

1 hr. to 2 hrs. 15 52.0

2 hrs, to 3 hrs. 7 24,0

3 hrs, to 5 hrs. 3 10.0

5 hrs. to 8 hrs. 0 0

Over 8 hrs. 0 0

Less than 1 hr. 4 14.0
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As indicated from Table 19 . 14 per cent of the respondents spent

less than one hour completing each questionnaire. Fifty-two per cent

spent from one to two hours, while 24 per cent of the respondents

spent from two to three hours. Only 10 per cent of the respondents

spent from three to five hours completing each questionnaire. None

of the participants indicated that they had spent over five hours on

the task. Although the .directions given to the respondents in question-

naire I pointed out that it should only take ten minutes of their time

to complete, the actual amount of time spent completing that particular

questionnaire is unknown.

TABLE 20

SUMMARYOF PARTICIPANTS RESPONSESTO QUESTION 2:
•'WAS THIS AN ADEQUATEAMOUNTOF TIME?"

(N-28)

Responses Number of
Responses

7.

Yes 23 82.0

No 5 18.0

As shown in the table above, 18 per cent of the participants did

not feel that the amount of time they spent on each questionnaire was

adequate, whereas 82 per cent did feel that they invested sufficient

time in each questionnaire.
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TABLE 21

SUMMARYOF PARTICIPANTS RESPONSESTO QUESTION 3:
"WERE THE QUESTIONS THOUGHT-PROVOKING?”

(N"21)

Responses
Number of
Responses X

Very 17 81.0

Slightly 4 19.0

Hardly at all 0 0

Not at all 0 0

A majority of 81 per cent of the study participants considered the

questions "very” thought provoking. Only 19 per cent felt that the

questions were "slightly” thought -provoking, while none of the study

participants rated the questions as "hardly at all” or "not at all”

t bought - pr ovok i ng

,

TABLE 22

SUMMARYOF PARTICIPANTS RESPONSESTO QUESTION 4:

"HOW RELEVANT DO YOU FEEL YOUR EXPERTISE WAS TO THE

QUESTIONSASKED THROUGHOUTTHE STUDY?”
(N«30)

Responses
Number of
Responses

%

Highly Relevant 6 20.0

Above Average Relevance 12 40.0

Average Relevance 12 40.0

Below Average Relevance 0 0

No Relevance 0 0
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As indicated from Table 22.* twenty per cent of the study parti-

cipants considered the questions asked throughout the study "highly

relevant." A total of 80 percent of the study population rated the

questions either "average" or "above average relevance." None of the

participants felt that the questions deserved the rating of "below

average relevance" or "no relevance,"

TABLE 23

SUMMARYOF PARTICIPANTS RESPONSESTO QUESTION 5;
"DID THE QUESTIONSALLOWYOU TO USE YOUR KNOWLEDGE

EXPERIENCE, OR INSIGHT COMFORTABLY?"

(N"29)

Response
Number of
Responses 7.

Generally Easy to Apply 21 72.0

Generally Difficult to
Apply 8 28.0

While 28 per cent of the respondents reported that the questions

were "generally difficult to apply", a total of 72 per cent considered

the questions "generally easy to apply."

TABLE 24

SUMMARYOF PARTICIPANTS RESPONSESTO QUESTION 6:

"DO YOU FEEL THE POTENTIAL VALUE OF THE STUDY

JUSTIFIED THE AMOUNTOF TIME YOU SPENT ON IT?"

(N-25)
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A majority of the respondents felt that the potential value of the

study justified the amount of time spent on it by a rating of 96 per

cent "yes’* responses* Only one participant gave a negative response

as represented in Table 33 by the figure of 4 per cent of the total

sample*

TABLE 25

SUMMARYOF PARTICIPANTS RESPONSESTO QUESTION 7:
**WHAT HAVE YOU GAINED FROMPARTICIPATION IN THE STUDY?"

(N^60)

Response [Number of
|

[Responses
[

7*

Increased awareness of possible
future conditions 1 1

30.0

Learned more about future research
1

^
1

13.3

Experienced new perspectives
1 1

23.3

Learned more about in-service
education

1
^

1
10.0

Discovered new interests to follow up
1

7 11.7

Learned more about your field
1

^ 3,3

Others:

Awareness of Delphi Technique
1

1 1.6

Principal's new role of the future
1

1 1.6

Developed appreciation of Principal's

job 1
1 1 1.6

Priorities are highly personal and I

subjective according to past experience
j

1
1

1.6
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It app>€ars that many of the respondents gained an "increased

awareness of possible future conditions" through participation in the

study and "experienced new perspectives". However, only 3 per cent of

the respondents "learned more about their own field','

The final portion of the survey provided space for additional

comments . Most of the responses concentrated on the experience the

individuals ga ined by participating in the study and on those aspects

of the study and its methodology which seemed either satisfying or

troublesome. The bulk of these comments are summarized below:

• This is the single study in which I have participated in which
1 feel that my contribution was of some value. The fact that
I am a "non-professional" probably made this last questionnaire
more difficult for me than for the educators who participated.
What occurs to me on re-reading the questionnaire is that so
many of the skills mentioned depend on the individual himself,
his background, his hang-ups, and, until his attitudes are
examined, it is difficult to prescribe methods of acquiring
skills particularly in the area of dealing with his colleagues
and students.

• This last section (Questionnaire IV) was the most frustrating

took the longest time and gave me the smallest amount of

satisfaction with my own responses, I*m afraid I didn't find

too many of the items on the in-service list applicable to the

nine statements,

, I always am pressed for time to complete such questionnaires

which could possibly be a variable worth considering in such

a study.

. Evaluation is a healthy process. I tried to think through the

questions and apply them to my school situations, I am going

to follow through on some of the results of this evaluation

such as spending more time in the classrooms,

, I am interested in the results as everyone must be. I was

suprised how the problems narrowed down so fast and to most

interesting ones.

, My participation forced me to concentrate on several of the

questions and to articulate responses that previously were

vague notions. Articulation helps to clarify thinking^
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• In this last section of the survey, I had the uneasy feeling
that what you were seeking was different from what I was
doing. The choices of approaches to acquiring the skills and
knowledges left me feeling uneasy too,

• I found it difficult to ’’warm up" to the first three question*
nAires. My participation seemed superficial. I dealt in words
that were appropriate but not particularly meaningful. I
believe what is needed for me is real communication and involve-
ment (give and take, oral discussion and feedback) to make this
a stimulating challenge rather than a chore, I had problems
differentiating between skills and knowledge. Also, the
examples of in-service training approaches were so similar and
overlapping that most of the topics could apply to most state-
ments, it seemed to me.

Finally, my attempts at enlarging on the statements forced me
to organize my thinking but I have the feeling that many of my
responses were repitious.

o Questionnaire IV has been the most difficult since many of the
examples of in-service training approaches which may be excel-
lent are also limited, and so it was hard to choose only two
relating to the more general and comprehensive statements,

I also feel the necessary skills needed by a principal would
vary depending upon whether he was in an urban school system,
a suburban one, or a regional one - the size of the system
would also make a difference.

• As the project progressed I was aware of a definite trend away
from the knitty-gr itty , time consuming duties of the principal.
I believe the results will indicate more wishful thinking than
reality,

• I would feel that this survey could have served as a skeleton
for a course on the future of the princlpalship, I would have
liked to have done some reading over a longer period of time

in some of the areas developed by the survey,

• I enjoyed participating in the study. Time was an important

factor for me.
My ideas most of the time seem to be out of step with the

traditional view of the princlpalship.

• The last section proved to be the most uncomfortable to complete,

I was quite unsure of what exactly was expected,

, Number four was most difficult and time consuming. I was not

as unique and radical as I thought I was,

, Was bothered at times that supposedly different statements

had the same meaning to me or sometimes no meaning at all.
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• I was happy to assist you in your study, however, it Is
difficult to take the time to really concentrate and provide
the best possible answers. The last survey was a time
consuming piece, I wish I could have devoted more time for a
more effective evaluation of statements,

, Some principals have a unique ability In special fields which
he rates low while having an inability In other areas requiring
his talents, I would like to have seen an ordinary check-off
list of knowledges and skills pertaining to the duties and
responsibilities so that a principal could check off 1) very
strong 2) strong 3) weak. Take all the responses and
tabulate this allowing principals a consensus of how other
principals rate in specific skills and knowledge areas.

• 1 was most impressed by comparing my own resp>onse with
others in the field. On several occasions I felt that the
"group” consensus was miles off base, it did give me a
different perspective on group thinking,

• My biggest surprise was the emphasis on certain items by other
principals which I thought were low on the scale of importance.
Vlas this because of different approaches to Interpretaion of
the study? Other reasons? I would someday like to know why.

« Of course, to be honest about answers one had to take a few
steps back and ask one's self just how the hell he did feel
about the role of the principal,

I found myself going in two ways more than oncej I would
answer from the "old" position of an enlightened liberal

principal and then from a newer concept - that the principal
needs to be little more than an accountant and the job

should be devoted to a position of "executive secretary" who

would carry out orders of a group of leading teachers, i.e,,

teachers should be able to handle all decisions of a school.

But toughest of all was thinking - "now just what did I say

about this in the last quest ionna ire J"

, The last questionnaire was difficult because of the format and

difficult to comprehend what the questions really wanted.

However, the future role of the principal will Involve more

group and human relations work. The running of a school is

not the autocratic method used in the past. A good principal

needs many qualities among them leadership as he always did,

playing "chaplin" on occasion and politician in other situations.
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Summary

The data presented in Tables 28 and 30 appear to Indicate

that the participants spent from one to three hours completing each

Delphi questionnaire and considered the questions asked of them to

be very thought -provoking. Another conclusion, drawn from the data

in Table 31, indicated that the respondents considered their expertise

to questions asked of them to be of average to high relevance.

It can further be concluded from the comments made by the study

participants that there was a general dislike for the format of

Questionnaire IV, Some of the participants complained, too, that the

in-service training approaches were irrelevant to the final statements

presented.

Despite the minor complaints made by the participants, many

indicated that they had gained an increased awareness of possible

future conditions by their participation in the study. Others

indicated that they had experienced new perspectives and had learned

more about In-service education.



CHAPTERV

SUMMARY, CONCLUSIONS,
AND RECOMMENDATIONS

The purpose of this study was to assess the future in-service

training needs of school principals in Massachusetts. In the previous

chapter the findings were presented and analyzed. In the present chapter

the methodology used in the study will be reviewed briefly, and a summary

of the findings will be presented. This will be followed by the conclu-

sions reached from these findings. The recommendations based upon the

findings and conclusions of this study will then be set forth.

The Methodology

The methodology in this study, the Delphi Technique, eleCited and

refined the opinions of a group of individuals: teachers, elementary

principals, secondary principals, superintendents, and school board

committeemen. The forty-five study participants remained anonymous to

each other throughout the study while their opinions were continually

refined and reiterated. Feedback to the participants was controlled.

This process produced a convergence of group consensus concerning the

various skills and knowledges that would be needed by the school principal

in the next decade. Minority points of view were also established.

According to many proponents of the Delphi Technique, the method-

ology serves as a variant of the panel or committee approach for arriving

.t a consensus of majority opinions. Us design also eliminates face

to face confrontation as experienced on a panel or committee. In this

study, however, a series of four carefully controlled questionnaires
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were administered to the study participants where edited opinions and

new information was continually reported back with each successive round

of quest ionning. The participants were allowed to act in privacy and

respond to the inputs of each questionnaire* A committee or panel rep>ort

was replaced by tabulated data from the several respondents, from which

the investigator made the necessary interpretations and analyses to

arrive at a series of opinions and forecasts concerning the school prin-

cipal *s future in-service training needs rather than an expository report.

Presumably, this process prevented specious persuasion, individual

unwillingness to abandon publicly held positions, and the bandwagon

effect of majority atgument.

Those researchers who have carefully scrutinized the Delphi Technique

(Norman Dalkey, Theodore Gordon, and Olaf Helmer) accept the decision-

maker as the purchaser of expert opinion. They argue that when questions

asked are in the long-term future, are complex in nature, and are subtle

in their relationships, one expert is inadequate. In this study, the

investigator assumed, as the above named researchers have assumed, that

many experts are better than one and that experts as a group exercise

more careful judgement in their deliberations. Therefore, by using a

substantial expert sample in this study a consensus of opinion was

sought rather than an array of self-interested responses.

The Process

The basic Delphi process involved a series of four questionnaires.

The first questionnaire solicited opinions concerning the role of the

future school principal and the skills and knowledges that would be



151

needed to fill that role. This questionnaire was distributed to a

random sample of experts who were selected by the Investigator with the

help and advice of the state education associations in Massachusetts.

Each participant was asked to write a one sentence description for each

of the three questiona asked. When a majority of the questionnaires

were returned the results were tabulated and the edited statements per-

taining to the skills and knowledges needed by the future school principal

were used in the formation of Questionnaire II.

The second questionnaire contained a total of eighty- four of the

"skill” and "knowledge” statements. Each statement was preceded by a

priority rating scale which designed (1) as the highest priority and

(5) as the lowest priority. The directions asked the participants to

rate each statement and then return the questionnaire. When returned,

the results of the ratings were tabulated and a modal consensus was

determined for the rating of each of the statements.

The third questionnaire was similar to the second. It supplied the

participant with his or her individual rating of each statement plus the

modal consensus of ratings for each statement scored by the total sample.

The objective of this questionnaire was to again re-rate each of the

statements allowing the participant the option of either joining the

consensus rating or remaining with his or her individual rating and state

the reason why he or she chose to remain outside the consensus rating.

Data were then tabulated and those statements receiving the highest

priority rating, based on consensus opinion, were extracted from the

total and included in Questionnaire IV.
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The fourth and final questionnaire contained not only the highest

priority rated skill and knowledge statements, but a list of possible

in-service training approaches, two of which were to be matched to each

of the statements. After tabulation, the results determined what the

study participants considered to be the future in-service training needs

of school principals in the next decade*

In summary, the purposes of the Delphi Technique include:

* The elimination of certain negative aspects of panel
responses while collecting the opinions of experts.

* The generation of consensus opinion about certain
and particular needs*

* The generation of information - through the use of

a group of experts - of greater or more reliable
value than any one expert could produce.

The Delphi Technique is purported toJbe:

* A tool for forecasting,

* A basis for long-term planning, action, and analysis,

, A device for eliciting careful judgement.

, A way to get output which supplies a seemingly

structure for testing alternative contemplated actions.

Although the Delphi Technique was first used in educational

thinking in 1965 , it seems apparent that several studies are now

underway utilizing the Technique in the area of needs assessment and

in all areas of educational planning.

The Findings

In the analysis of the "skill” and "knowledge” statements generated

by the total sample each statement was rank ordered according to mean

scores* Those twenty statements receiving the highest priority rating,
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those twenty statements receiving the lowest priority rating, and those

ten statements falling within the area of central tendency were identified.

Results of responses to those statements receiving high priority

scores indicated:

. That the future school principal will need skills
in working with groups.

. That skills in leading and managing the administrative
team that he has chosen for his school will also be of
prime importance to the future principal’s role.

. That one of the most important skills needed will be
in the area of human relations.

. That the future school principal will need a knowledge
of the current trends in education.

• That a knowledge of how to consturct a budget for his
individual system will be of importance.

• That a knowledge of how children learn will be an important
need of the school principal.

The above statements include only a few of those skills and knowledges

that were rated of high priority. There were many other skills and know-

ledges that the principal will need to be aware. (See Table 6)

The results of those responses to the lowest priority rated statements

indicated the following:

o That a knowledge of most subject areas will not be an

important need for the future school principal,

• That the principal will not need skills in classroom

teaching.

, That the future school principal will need not be concerned

with the writing of behavioral objectives.

Again, these statements represent only a few that are included among

the list of those receiving a low rating, (See Table 8). The results

of those statements receiving an over-all average rating indicated the

following:
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• That the principal should be somewhat concerned about
needing skills in conducting conferences,

• That the future principal will need average skills in
evaluating the performance of each individual staff
members* performance,

• That the principal will need some knowledge of the
concepts and techniques involved in personnel administration.

There were very few dissenting opinions existing among those statemeits

receiving a high priority rating. In several instances only one dissenting

opinion was generated. It was apparent, then, that most of the study

participants were in agreement with the ratings of these statements.

The total number of dissenting opinions for the entire study was not

significantly high, therefore, the minority opinions did not seriously

affect the outcome of the study.

Of the thirty-four training approach alternatives, the participants

eliminated four categories t employing interns, showing movies, referring

to resource banks, and using teaching machines. Other training approaches

which received low ratings included the use of outside speakers and the

use of audio-visual aids. Thus, the six lowest rated training approaches

identified by the experts raise serious questions about not only the

training approaches these experts do not value highly for future educa-

tional needs, but perhaps more importantly about the experts themselves.

Of the top six training approaches identified, it was significant

to observe that conducting sensitivity training sessions received the

highest priority. The area receiving the second highest priority was

the visiting of other school systems. These two top priorities received

a total of 23 per cent of the ratings which is more than the next four

highest-rated categories combined. The four remaining categories, i,e,,

attending conferences, conducting a human relations workshop, establishing
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a study group, and doing professional readings, Indicated perhaps more

concern for the practical human Involvement over theoritical pursuits.

Conclusions

This study was designed to secure information which would lead to

the kinds of in-service training approaches that would be needed in meet-

ing the future school principal’s needs. The utilization of the Delphi

Technique as the methodology in the study and the findings led to the

following conclusions!

The Delphi Technique

. The fact that a small sample was used in this survey
(45 in number) led to a high percentage of questionnaires
returned. The over-all average of returns for the four
month study was 87.2 per cent. This was exceptionally
good when considering that four separate mailings of
questionnaires were administered to the same study
participants. The fact that the questionnaires were
very time consuming (an average of one to three hours
spent completing each questionnaire) also adds to the
uniqueness of the return percentage.

a A major convergance of opinion concerning the skill and
knowledge statements occurred directly after the partic-
ipants were Informed of the first consensus reached
by the total sample. With hindsight, one can seriously
question the need to go beyond a third questionnaire
in order to refine consensus data. Because of this
knowledge the fourth questionnaire in this study was

not based on a consensus rating but was designed to

expand into a related area i, e, matching in-service

training approaches to the skill and knowledge statements

that received the highest priority rating following

the consensus rating.

, The categorization process known as the Tridimensional

Concept and used in this study helped in the analysis

of various statements relating to the responsibilities

of the job of the school principal. The process was

also helpful in narrowing down the number of statements

in order for those that were deemed the most important

could be identified.
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The minority opinions genernted by the study partic-
ipants were insignificant when considering the high
convergance of consensus opinion. It can further be
concluded that many of the minority statements led
the investigator to believe that perhaps the study
participants were thinking more in terms of the
present role rather than the future role of the school
principal.

Keeping in mind that the data in Questionnaire I was
generated entirely by the study participants themselves
and used in the formation of subsequent questionnaires,
one conclusion can be drawn: Several of the statements
were very general in nature and at times were quite
vague. Although some of the statements required minor
editing, they were, for the most part, left in their
original form throughout the study.

The above fact further leads one to conclude that
because some of the generated statements did require
editing, in some instances, value judgements had to
be made by the Investigator during the interpretation
process.

Because the generated data was immediately fed back
to the participants after each tabulation, interest
was sustained throughout the study. Many of the study
participants even wrote letters and notes stating that
they were pleased and priviledged to be a part of the
study.

Although no comments were expressed by the study partic-
ipants in relation to the format of the first three
questionnaires, many of them expressed dissatisfaction
with Questionnaire IV. They Indicated that Questionnaire
IV was time consuming, that the directions were difficult
to understand, and that many of ideas that could be
stated when further defining the skill and knowledge
statements had already been done in Questionnaire I.

The experts selected for participation in this study
were considered to have an expert knowledge of in-

service education and of current educational trends

based upon the perceptions of representatives of various

state educational associations within the state.

Although the expertise of the sample was very difficult

to evaluate, the participants themselves considered

their expertise to the questions asked of them as

being from average to high relevance.
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According to Weaver, ’’although Delphi was originally intended as

a forecasting tool, its more promising educational application seems to

following areas: a) a method for studying the process of

thinking about the future, b) a pedagogical tool or teaching tool which

forces people to think about the future in a more complex way than they

ordinarily would and c) a planning tool which may aid in probing priorities

held by members and constituencies of an organization,”

The Findings

Keeping in mind that the primary objective of the study was the

assessment of future in-service training needs of school principals, the

following conclusions can be made:

. Those training approaches considered to be of high priority

in meeting future needs included the conducting of sensitivity training

sessions and the visiting of other school districts* Those training

approaches that were eliminated entirely by the study participants when

considering future in-service training needs included the employing of

interns, showing movies, referring to resource banks, and using teaching

machines*

• In conclusion, besides gving the satisfaction of planning

the future with the assistance of the data, this survey made the partic-

ipants more aware of the existence of many in-service training approaches.

Hopefully, they will take what they have learned and apply many of the

in-service techniques in their own school systems,

^Weaver, o£* cit *
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Hecommenda1

1

ons

The recommendations based upon the conclusions and findings of the

study will be presented in two sections, namely. 1) those that relate

to the further development of this study, and 2) those that are pertinent

to future research on the assessment of in-service training needs utilizing

the Delphi Technique as the research methodology.

Recommendations related to
the further development of
this study

1* The fourth questionnaire and the Delphi Evaluation instrument

should not have been administered to the study participants

in the same mailing for the following reasons:

a. Based on several comments that were generated by
the study participants in the evaluation of the
total Delphi study, it was apparent that some of
the study participants were burdened by the
amount of time required to complete both Instruments.

b. The number and percent of questionnaires returned
during the fourth round of quest ionning would have
perhaps been much higher,

2, The personalized approach to the administration of the Delphi

instruments should have been consistent throughout the study:

a. A personalized hand-written note mailed with the first

three questionnaires was not mailed with the cover
letter and other materials in Questionnaire IV.

b. Follow-up telephone calls were made to the study
participants throughout the study with the exception

of follow-up concerning the fourth questionnaire.

Both of these factors may also account for the lower

percentage of returns with questionnaire IV than

with the other questionnaires.
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3. In determining the feasibility of utilizing the Delphi

Technique to gather and refine the data, perhaps a fifth or

even more questionnaires should have been administered to

the study participants for the following reasons:

a. To determine just how far the study participants
would go in completing a series of Delphi instruments
before getting disgusted with the process,

b. To be able to draw more concise and concrete
conclusions concerning the future in-service training
needs of school administrators,

4, Questionnaire IV, in addition to supplying the participants

with a list of possible in-service training approaches that

could be used in meeting future needs, should have supplied

the study participants with a brief definition of each of

the training approaches. It can be assumed that many of the

study participants were unclear as to the meaning of certain

educational terms which therefore resulted in particular

in-service training approaches receiving a low rating as

possible future approaches. An example was: learning

activity packages.

Recommendations related to

future studies

Cognizant that the primary objective of the study was to assess

the future in-service training needs of the school principal, the first

question in Questionnaire I dealt with the future role perceptions of

the school principal solely for the purpose of establishing a "mind-set”

on the part of the study participants before establishing the necessary

skills and knowledges that would be needed. Although many role perception
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statements and Ideas were generated pertaining to the principals future

role, they were not required in the further development of this study

since the primary objective was the assessment of in-service needs. A

recommendation, then, would be the development of an additional Delphi

study concerning the future role of the school principal with the use of

the base-line data collected in this study.

An in-depth study of the mechanics of the Delphi process should be

considered as another possibility for future study. The utilization of

several questionnaires, a study of the questionnaire administration and

return process, and analysis of the generated data could all be examined.

In the present study, five sample groups comprised the total

population, A recommendation for an additional Delphi study based on

the data collected in this survey would be a comparative analysis of the

perceptions and ratings of skill and knowledge statements as well as

future in-service training approaches among the teachers, elementary

principals, secondary principals, superintendents, and school board

committeemen sampled in the present study.

Summary

In summary, a quote by Weaver is perhaps appropriate:

It is apparent that the future of education is

uncertain. Its very historical justification
is being questioned. When men perceive that

uncertainty lies ahead, their concern with the

future increases proportionately. Therefore,

it is inevitable that more of the future be

taken into account, but it is only through

thoughtful study of forecasts and forecast tools

that it can be taken into account reasonably.

112 Weaver, op . cit .
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f 0/002

SCHOOLOF EDUCATION November 15, 1971

Dear Participant:

As I mentioned to you during our telephone conversation, the pur-
pose of the study is to assess the future in-service training needs of
school principals* A sample of teachers, principals, superintendents,
and school board committeemen in the state is being used as the study
population. Your participation in the study is greatly appreciated*

In this study, the Delphi Technique will be used to gather and
refine the data* The Delphi Technique was developed by Olaf Helmer at

the RAND Corporation in the early 1965 *s. It is basically a process of

obtaining expert opinion without bringing the experts together In a

face-to-face confrontation* Contact is generally made with the experts

through a series of questionnaires and feedback with each round of

questions being designed to produce more carefully considered group

opinion. The procedure is as follows:

1* The first questionnaire calls for the perceived role of the

School Principal in the future as well as the skills and

knowledges that will be needed in order to fill that partic-

ular role.

2. On the second round, each expert recieves a list of the pro-

jected skills and knowledges and is asked to rate or evaluate

each item by a priority rating scale.

3* The third questionnaire includes the list of projected skills

and knowledges and the ratings. Consensus is also indicated

and experts are asked to either revise their opinions or to

specify their reasons for remlanlng outside the consensus*

4* The fourth questionnaire will then ask the experts to define

the highest priority rated statements in order to gain a con-

census as to the meaning of expressed terms.

In sxmraary, the study consists of four questionnaires. The first

questionnaire is included with this letter* It should only take ten

minutes of your time to complete. Again. I appreciate your hel p iNan« j

and will look forward to receiving your responses*
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Although copies of the studv «4ii wu^n c«.pl,uon. .bstr.ct wlu bT ^..oci.tlon
the data. Thia should help you In oUon5o!

Personnaly su™.rlzln*
in-service activities In ylZ scioo? «n1 coordln.Ung

Thanh
stan^d envelop, i. enclosed for your convenience.

Sincerely,

Dennis M* Carey
Research Associate
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DELPHI QUESTIONNAIRE I Name*
Principal Elem,
Teacher Sec,
Superintendent
Board Member

Correct address, if dif-
ferent from the envelope
this form came in.

It seems likely that vithin the next decade the school principal
will need new skills, knowledges, and abilities in order to meet the
demands of a rapidly changing society. Even the image of the school
principal will differ greatly from that of today. Early studies by
Austin and Collins (1950»s) indicate that the role the principal has
to play, the obligations he must meet, and the many influences that
impinge upon his position, permit no single image of the principal's
office. More recent projections of the school principal's position
as it is likely to be in the years ahead also indicate that some
important and far«reaching changes will result in a new and superior
image of tomorrow's educational leader. The questions we would like
for you to consider are: Vlhat is your perception in the next decade
of the future role of the school principal and What skills or know-
pledges will be needed to fill that role ?

The main objective of the study is to assess the future in-ser-

vice training needs of principals. The first question dealing with
"role perceptions" has been included in order to provide only a "mental

set" for completing the remainder of the questionnaire.

Enter your perception of the future role of school principals in

the space provided. Then give a one sentence description of the skills

and knowledges that will be needed to fill that future role. Answers

should be brief and to the point.

Please return this form in the enclosed envelope within the next

two days . Your promptness will be greatly appreciated. Thank you.

Names will not be used in published tabulation
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FUTURE

WHAT IS YOUR PERCEPTION IN THE NEXT DECADEOF THE
FUTURE ROLE OF THE SCHOOLPRINCIPAL?

ROLE

PERCEPTION

WHAT SKILLS WILL BE NEEDEDTO FILL THAT ROLE?

FUTURE

SKILLS

NEEDED

FUTURE

KNOWLEDGES

NEEDED

WHATKNOWLEDGESWILL BE NEEDEDTO FILL THAT ROLE?

**On« of the strengths of the Delphi Technique is that the participants

remain anonymous* Since you may come into contact with others parti-

cipating in this study* it would be helpful if you did not discuss

the study with them until all four questionnaires have been completed*
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THE FOU.OWINC STATEMENTSKEPKESENTAui. INDIVIDUAL PERCEPTIONS OF THE TOTAL

SAMI’LE (QUESTIONNAIRE I) CONCERNINGTHE FUTURE ROLE OF THE SCHOQl. PRINCIPAL:

1. The Principal must become a human relations artist, capable of making
Intelligent decisions regarding educational programs, personnel, and
public relation,?.

2. The Principal will become the outstanding leader in the implementation
of educational change.

3. The Principal of tlie future will become a manager of human and material
resources for the accomplishment of the communities' stated educational
objectives

.

4. Kill become less involved in "educational" decision-making and more
involved as a motivator, facilitator, and business manager.

5. Facilitator/mediator/change agent.
6. In the next decade, the Principal will become a courselor to all faculty

and pupils.
7. The Principal as we view it today will be eliminated. A new position

or role will emerge.
8. With larger school systems developing, the Principal of the future will

have to assume many functions of Superintendents. This will include
development and improvement of curricula, hiring staff, managing finances
(to improve education at less cost), and remodeling the building to fit
program needs.

9. The Principal of the future must keep up to the minute on current
philosophies, methods, etc., and must have views that are flexible.

10. The Principal will become more of a general manager and coordinator since
the broader scope of education v;ill require. more specialists to serve a
truly comprehensive curriculum for an extensive age range scheduled over a
longer school day and year.

11. The Principal of the future will manage the logistics of a differentiated
staffing program in his school and maybe other schools.

12. The Principal will continue as a leader whose main goal will be to release
teac'ners for greater involvement in the learning experiences of children.

13. The sc'nool Principal for the first time will be playing a real part in

education: curriculum being number one.
14. The Principal of the future will act as a professional evaluator of teachers

and act as a liaison between the staff and higher education.
15. Moving away from the traditional concept of "head teacher" and into the

realm of "pure" administrator who is at the same time an educator, the

task of the Principal of the future will be to provide a protected environ-

ment in wliich his staff may function to their maximum.
16. The Principal will be an educational leader whose major function will be

to produce a climate where ideas will flourish and be implemented and where

self-questioning v;ill be a constant process.
17. The future role of the school Principal will depend on local situations

and the individuals concerned. His role will be somewhere between an

educational or instructional leader and a business manager.

18. An administrator capable of delegating routine school operations to his

staff while he concentrates on coordinating the liujnan and physical resources

of his school and the community in making the educational experience

relevant to all students.
19. The Principal will become more of an administrator than an educator.

20. He will be a manager, a director, a leader, and a resource person of

curriculum, methods, business, and evaluation which will involve students,

parents, teachers, and community.



FUTURE RCH^E PERCEPTIONSOF THE SCHOOLPRINCIPAL
PROJECTEDBY THE SAMPLE OF TEACHERS

IN QUESTIONNAIRE I
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1 .

FUTURE

ROLE

PERCEPTIONS

A leadership role in problem surrounding values « educe*
tional goals, pupil-teacher relationships, teacher-
administrator relationships, student -student relation-
ships, conmunity-school relationships.

2 .

-

FUTURE

ROLE

PERCEPTIONS

Facilitator for staff ideas* A bridge between the
school and connunity* One who determines clear educe*
tional directions from varied inputs*

3 .

FUTURE
Unfortunately, the principal is becoming a business

ROLE manager rather than an educator*

PERCEPTIONS

Underlined portions were added by the investigator for clarity
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4 .

FUTURE

There will be quite a difference between the elementary
and secondary principal of the future. While the sec-
ondary schools have heads oi departments, the element
tary schools must attain a similar structure. I per-
ceive the secondary principals role as relatlne prl-

ROLE manly to curriculum. He will become more In^Wed in
business operations coordinating the teaching staff.

PERCEPTIONS community and students under an over-all plan. He
would also arrange whatever In-service seminars etc.,
he felt were needed.

5 .

FUTURE

ROLE
The role of the principal will depend on local sltua-
tlons and the Individuals concerned. His lob will He
somewhere between an educational or Instructions!

PERCEPTIONS leader and business manager.

6 .

FUTURE

ROLE
The principal must become a human relations artist,
capable of making Intelligent, wise decisions regarding
educational programs, personnel, and public relations.

PERCEPTIONS

7 .

FUTURE
The principal (title should be changed) will be the

ROLE school spokesman and coordinator or all r unctions oi cne

school program.

PERCEPTIONS
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8.

FUTURE

ROLE

PERCEPTIONS

dtcislonoinaking and more Involved as a motivator^
facilitator and business manager*

9.

FUTURE

ROLE

PERCEPTIONS

The principal will act as a orofessional avaliijitnr r%f

teachers and curriculum. He will serve as a liasion
between the staff and higher administration.

10.

FUTURE

ROLE

PERCEPTIONS

An administrator capable of delegating routine school
operations to his staff while he concentrates on coordin-
ating the human and physical resources of his school and
the community in making the educational experience
relevant to all students.

11.

FUTURE

ROLE
There will be a complete separation of duties of a school

principal. He will not only need to be a school admlnis-

PERCEPTIONS
trator but a teacher as well.
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FUTURE

ROLE

PERCEPTIONS

The principal will become m facilitator who can mix
those on the fromt edge of educational ideas with those
entrenched on the middle or conservative side.

13.

FUTURE

ROLE

PERCEPTIONS

The principal will play less of the present business
managers role. He will become an educ^'tional leader
whose major function will be to produce a climate where
ideas will fourish and be implemented and where self-
questionning will be a constant process.

14.

FUTURE

ROLE

PERCEPTIONS

The future role of the principal will be that of a

business administrator and public relations man who

is less and less involved in curriculum development.

15.

FUTURE

ROLE

PERCEPTIONS

The role of the principal will be that of a coordinator

and executive officer selected by the faculty to build

and enhance the image of the classroom teacher and the

school program. The principal should be available to

both faculty and students even If it requires that he

spend two days a week on this task alone. Faculty

groups and the principal should meet periodically for

the specific purpose of evaluating the school program

and each student participating in it.
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PROJECTEDBY THE SAMPLE OF ELEMEWTARYPRINCIPALS

IN QUESTIONNAIRE I

17 ?

1 .

FUTURE
The school principal for the first time will be

ROLE' playing a real part in education, curriculum
being i^l«

PERCEPTIONS

2»

FUTURE The principal will become more of a general manager and

coordinator since the broader scope of education will

ROLE require more specialists to serve a truly comprehensive

curriculum for an extensive age range, scheduled over

PERCEPTIONS a longer school day and year*

3.

FUTURE

ROLE Faci 1 i tat or /raed iator /change agent

•

PERCEPTIONS

Underlined portions were added by the investigator for clarity.
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4 .

FUTURE

ROLE

PERCEPTIONS

The principal xuides. suoervises. and mnrrtinai-oo
total educational program within the school; improves
instructions, objectives, curriculum, citizenship,
learning conditions, school organization, scheduling,
budgeting, building morale, communicating, etc.

5,

FUTURE

ROLE

PERCEPTIONS

The principal will become more of an administrator
rather than an educator.

6.

FUTURE

ROLE

PERCEPTIONS

Principals throughout the country are trying to make
themselves into second level managers. They will
probably succeed, unless some new major forces interfere.

Principals should work to become educational leaders

by asserting themselves in the area of policy decision
making.

7.

FUTURE

ROLE

PERCEPTIONS

The principal is a manager of human and material

resources for the accomplishment of the communities

stated educational objectives.
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17A

FUTURE

ROLE

PERCEPTIONS

As a (or the) leading member of the school team, the
principal would serve as a catalyst, a leader or gllTde
to matters of curriculum.

10.

FUTURE

ROLE

PERCEPTIONS

The principal's future role will be to contfnn<> «« a
leader whose main goal Is to release teachers for
greater Involvement In the learning experiences of
children.

11.

FUTURE

ROLE

PERCEPTIONS

The future principal will serve as manager, director,
leader, resource person of curriculum methods, business
manager, and evaluator of students and teachers.
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12.

FUTURE
The principal should create a pleasant atirx>sphere in

ROLE which learning can take place. He should encourage
staff members to continually seek to Improve their

PERCEPTIONS abilities.
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PROJECTEDBY THE SAMPLE OF SECONDARY PRINCIPALS

IN QUESTIONNAIRE I
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1.

FUTURE The principal's role will be to direct the procedure and

ROLE
manage the logistics of a Differentiated Staffing pro-
gram in his (and maybe other) schools.

PERCEPTIONS

2 .

FUTURE

ROLE
The principal must keep up to the minute on current
philosophies, methods, etc.. He must be sharp in rela-

tions with staff and public. His views must be flexible.

PERCEPTIONS

3 .

FUTURE
The principal will act as curriculum supervisor and

ROLE coordinator within building.

PERCEPTIONS

The underlined protions were added by the investigator for clarity.
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4 .

FUTURE

ROLE
No longer a master teacher, the principal will be an
administrator • coordinator.

PERCEPTIONS

5 .

FUTURE In the next decade, the school principal will become a

ROLE
counselor to all faculty, and pupils. His job will be
to interpret and guide the total learning needs and
facilities.

PERCEPTIONS

6 *

FUTURE The future roles of the principal will include being a

manager and organizer of office related activities.
ROLE instructional leader, (teaching methods) public relations,

a resource on educational matters, and manager of human

PERCEPTIONS relations.

7 .

FUTURE
The principal will become the outstanding leader in the

ROLE implementation ot educational cnange.

PERCEPTIONS
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8.

FUTURE

ROLE

PERCEPTIONS

The instructional supervision component of the prin*
cipal*s role will lessen in importance as the prin-
cipal's responsibility for strategic coordination is
given increasing emphasis.
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FUTURE ROLE PERCEPTIONSOF THE SCHOOLPRINCIPAL
PROJECTEDBY THE SAMPLE OF SUPERINTENDENTS

IN QUESTIONNAIRE I
1 .

FUTURE

ROLE

PERCEPTIONS

Even though already true to a large extent today, the
principal, and indeed the administrator at all levels,
will become increasingly concerned with the following
orientations:

!• Management of procedures and techniques, partic*
ularly in larger schools*

2* Increasingly, the principal will become a facili-
tator of the educational process, rather than an
instructional leader* The latter is already very
much the responsibility of the curriculum special-
ists in most districts*

2 *

FUTURE

Unfortunately, the principal of the future will be more
ROLE and more involved in administrative detail and less and

less in educational matters*
PERCEPTIONS

3,

FUTURE
The principal of the future will need to act more and

more In the capacity of a head teacher and less as a
ROLE

manager*

PERCEPTIONS

Underlined portions were added by the Investigator for clarity
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PROJECTEDBY THE SAMPLE OF BOARD MEMBERS

IN QUESTIONNAIRE I
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1 .

FUTURE

ROLE

PERCEPTIONS

The role of the principal will move away from the tradi-
tional concept oi ''head teacher" and into the realm of
"pure" administrator who is at the same time an educa-
tor* His task will be to provide a protected enviro-
ment in which his staff may function to their maximvim*

2 .

FUTURE The principal will become more a member of the manage-

ment team than a "head teacher". With the emphaiss on

ROLE larger secondary schools, the department head will

emerge as the evaluator of teachers and programs with

PERCEPTIONS the principal in a secondary role in this area. I am

not sure that the change will take place In the

elementary area.

3 .

FUTURE With larger school systems in the future each principal

will have to assume many of the functions of the Super-

ROLE intendent: development and Improvement of curricula,

hiring staff, managing finances, improving education

PERCEPTIONS at less cost, and maintaining his building to fit needed

programs*

Underlined portione were added by the Investigator for clarity.
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FUTURE SKILLS NEEDEDOF THE SCHOOLPRINCIPAL
AS PROJECTEDBY THE SAMPLE OF TEACHERS

IN QUESTIONNAIRE I
1 .

FUTURE

SKILLS

NEEDED

teacher as well as an effective leader. He must be
capable of maintaining school discipline and adminT
taring the school as a multi»million dollar business*

2.

FUTURE The principal must have the ability to percleve
realiatic programs, the ability to teach (I feel

SKILLS strongly that teachers will soon not tolerate being
led by people who performed Ineptly in the true

NEEDED situation of $ classroom)*

3 .

FUTURE

The principal must have the ability to identify con-

earned and capable people to administer and te«ch in

his school* He must have the ability to lead, coach.

and manage the same team* He must have the ability to

correlate information from all available sources and
SKILLS then to make rational decisions; having once made a

rational decision and set the guidelines for Implementing
NEEDED it, make a few deviations from this position until the

concept has been given a fair trial, Don^t vacillate*

Underlined portions were added by the investigator for clarity
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FUTURE

SKILLS

NEEDED

principal must have urouo relatlnn
(dynamics?) skills as well as assessment-evaluation
ability*

5.

FUTURE

SKILLS
Whatever the role* the principal's sensitivity and
leadership training will be necessary*

NEEDED

6.

FUTURE

SKILLS

NEEDED

The principal:
must be sensitive to and respectful of others needs
and abilities*
must be aware of educational trends* and programs*
must be able to convince others of the "rightness” of

his decisions*
must recognize needs for change and be able to lead

favorable change*
must be able to speak effectively*

7.

FUTURE

SKILLS

NEEDED

The principal must have skill in planning and implc-

menting educational processes and programs, the ability

to coordinate school, community, faculty, student, and

state bodies into cohesive units*
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8.

FUTURE

SKILLS

NEEDED

The principal needs skill In brlntting
together to form common consensus, skill in basic
human relation techniques and skill in simolifvino
educational procedures and increased efficiency.

9.

FUTURE Future principals must have:

SKILLS

NEEDED

social awareness and listening skills
group dynamics and psychology
leadership skills
political skills

10.

FUTURE

SKILLS

NEEDED

Some skills of the principal are human relation skills,
language skills to make clear rather than confuse issues
affecting schools, and skills as fact finder and media*
tor with staff.

11.

FUTURE

SKILLS

NEEDED

The principal must have skills in business administration

budgeting, scheduling, and accounting.



12
184

FUTURE

SKILLS

NEEDED

The principal mainly needs human relatinna slHlls
well as ability to work effectively with groups and
bring out the best in individuals. He needs to
communicate clearly and effectively to all levels and
to listen effectively. The skill of value clarifi-
cation is also important.

13.

FUTURE

SKILLS

NEEDED

The primary skill needed by a principal would be that of
working with people to get them to work effectively
together. Next . organizational skill would be necessar>w
Skill of being able to keep "the whole" always in view
and see the pieces in perspective. He would have to be
a generalist but aware of what was going on in many
fields, and familiar with resource people he could call
in when necessary. The principal should be an educatiorv
al leader conversant with the varied approaches.

14.

FUTURE

SKILLS

NEEDED

The principal needs the ability to prepare long-range

budgets, to project housing and equipment requirements,

to act as buffer between community, students, faculty,

superintendent, and school board.

15.

FUTURE

SKILLS

NEEDED

The principal should have skill in consensus taking,

public speaking skills, organizing skills, skills in

human relations, communication skills, skills in the use

of media, decision-making skills and diplomatic skills.
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FUTURE SKILLS NEEDEDOF THE SCHOOLPRINCIPAL AS
PROJECTEDBY THE SAMPLE OF ELEMENTARYPRINCIPALS

1.
IN QUESTIONNAIRE I

FUTURE

SKILLS
Principals will need greater expertise in implementing
innovative practices and specific training in group
leadership.

NEEDED

2 .

FUTURE Principals will need skills in behavioral oblectives.
business methods, teaching methods, leadership and

SKILLS sensitivity methods (conducting conferences).

NEEDED

3 .

FUTURE

SKILLS
The principal will need organization ability of tasks

to be accomplished and personal time. He will need

skills in human relations and display a degree of

NEEDED intelligence.



FUTURE

SKILLS

NEEDED

Principals need coimunication skills, curriculum inter,
pretatlon, and evaluation skills previous to initiation
and during the operational period and skills necessary
to determine and obtain instructional needs for all
pupils.

5.

FUTURE

SKILLS

NEEDED

A principal must be able to select and train his staff
at various levels. He must evaluate each staff member
when the performance of many is intertwined. He must
be familiar with the operation and management of open
area classrooms.

6.

FUTURE

SKILLS

NEEDED

The principal must be a labor relations and public

relations expert who can be innovative with his

educational views.

7,

FUTURE

SKILLS

NEEDED

The principal must have the ability to motivate new

teachers to change and try new things.
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FUTURE

SKILLS
A principal should have the ability to administrnte (In
its purest form) and the ability to meld and weld
people and programs*

NEEDED

9 .

FUTURE

SKILLS
A principal must have manasement techniques and be a

systems analyst*

NEEDED

10 ,

FUTURE

SKILLS
A principal must have the skill of human relations and
of course, the knowledge and experience gained in the

field*
NEEDED

11.

FUTURE
The principal should know how to work* He should have a

SKILLS good understanding of communication. He should nave

management skills*
NEEDED
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FUTURE The principal should have sroup leadershio skills as
well as a sensitivity to the community and its needs.

SKILLS He must be able to assess cost predictions of news
media and techniques versus traditional methods.

NEEDED



FUTURE SKILLS NEEDEDOF THE SCHOOLPRINCIPAL AS
PROJECTEDBY THE SAMPLE OF SECONDARYPRINCIPALS

IN QUESTIONNAIRE I
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1 .

FUTURE
The future principal will need the skills of a
"politician” in developing the cooperation of the staff,
the superintendent, central office personnel and the

SKILLS school board. He will need to be able to put across
his educational objectives by written and/or verbal

NEEDED presentation. Awareness of scheduling skills and
budgetary methods and techniques in all educational
endeavors will also be needed.

2,

FUTURE

SKILLS
The future principal will need a vast perception of
people and their problems and the actual skills of
new job opportunities which are not even thought of

NEEDED right now*

3.

FUTURE The principal will need skills to effectively direct

appropriate courses of action by his staff, i,e.

SKILLS specialists, his student body, and student-scar r-iayman

committees, all geared to the desired imperatives of the

NEEDED community.

Underlined portions were added by the investigator for clarity
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FUTURE Tl« future principal will need skills in:
Supervision of Instruction

SKILLS Delegation of Authority
Establishing Goals

NEEDED Evaluat ions

5.

FUTURE

SKILLS

The principal will need the skill to work with groups

•

to utilize technology of the future and to recognize
the limitations of our present educational programs

NEEDED and personnel.

6 .

FUTURE

In addition to the traditional skills necessary to cope
with the substantive problems of administration (pupil
personnel » curriculum, finance, facility, and community)
the principal needs public relations and communication

SKILLS skills, change process skills, systems analysis skills
which ais in the decision-making process, and skill in

NEEDED the negotiations process.

7.

FUTURE
'

SKILLS
The principal will need human relations skills, leader-

ship skills and management techniques.

NEEDED
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FUTURE

SKILLS

NEEDED

Managerial skills Including £ knowledge of state laws,
regulations, computers and attendance procedures are
going to be necessary of the future principal. .Also,
skill in dealing with a wide range of individuals who
are engaged in a wide range of activities. Since the
needs of our students are broad, schools will lack unity
and one of the major roles of the principal would be to
see that the widely divergent segments of the school
maintain some form of coherence.
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FUTURE SKILLS NEEDEDOF THE SCHOOLPRINCIPAL
AS PROJECTEDBY THE SAMPLE OF SUPERINTENDENTS

IN QUESTIONNAIRE I
1 .

FUTURE

SKILLS

NEEDED

principal must be able to meet with elements of
total school community to plan and to assess progress
via confrontation*

2 .

The principal needs skills in:
a. personnel-negotiations, recruiting, hiring, firing,

FUTURE organizational abilities, etc*
b. increased financial skills and skills in making

SKILLS himself, his personnel, and the total school more
dollar accountable* Tangible results will be

NEEDED increasingly demanded for each education dollar
spent*

Cb public relations, human relations skills are becom-

ing increasingly imperative in carrying out school

programs both in terms of school personnel as well

as the general public.

3 .

FUTURE
Managerial, business, communication, human relations.

SKILLS and leeal skills will be needed bv future principals*

NEEDED
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FUTURE

SKILLS

NEEDED

Some skills needed by the future principal will be
behavioral objectives, ability to lead by examples
and Inspiration as well as adapting existing
facilities to modern methods, materials, and
techniques.
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FUTURE SKILLS NEEDEDOF THE SCHOOLPRINCIPAL
AS PROJECTEDBY THE SAMPLE OF BOARD MEMBERS

IN QUESTIONNAIRE I

FUTURE
a taut ship with clearcut "chain of command" unobtru-

SKILLS sively) and give and hold respect for pupils, staff
and public. He and his team must find Joy in their

NEEDED work as true professionals (to avoid petty dissen*
tions of uninspired, uneducated).

2 .

FUTURE The principal will need such skills as business manasce-
ment and finance; stimulating, directing, and imple-

SKILLS menting change; public relations and communications
techniques; scheduling in light of differentiated

NEEDED staffing and flexible attendance plans; among others.

3.

FUTURE
In the area of human relations, the principal must be

able to lead his staff in working toward the educational

SKILLS
goals as well as working with the students and community.

It is essential that he be able to communicate with each

NEEDED
group and coordinate their efforts. He must have back-

ground in budget management.
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AS PROJECTEDBY THE SAMPLE OF TEACHERS

IN QUESTIONNAIRE I
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!•

FUTURE

KNOWLEDGES

NEEDED

subject areas as well as a complete understanding of
objectives of curriculum, knowledge of group dynamics,
personnel methods and data processing*

FUTURE

KNOWLEDGES

NEEDED

A principal must have:
-the understanding of human nature regarding how to moti-

vate people to act Intelligently and responsibly to the
pressures and demands of changing times*

-knowledge of the need to be flexible - if an idea has
been given full opportunity to work and has proven
inappropriate - to work on an alternative solution*

-an inquiring attitude that stimulates constant aware-
ness as to what is being tried in all areas of all
types of education*

3.

FUTURE

KNOWLEDGES

NEEDED

He will need more training in adult personality traits,
leadership training and a better understanding of the
role of administrators versus classroom teacher*

Underlined portions were added by the investigator for clarity
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FUTURE

KNOWLEDGES

NEEDED

principal will need a knowledee of r^sparohj
human psychology, learning theory, new materials, and
methods.

5.

FUTURE

KNOWLEDGES

NEEDED

A principal will need to know the curriculum and inatrucs
tion programs in his own school, the attitudes of people
in his school and community, the innovations and the
proven practices in education and a broad knowledge of
many current concerns.

6.

FUTURE

KNOWLEDGES

NEEDED

He must have £:
knowledge of the educational processes and programs,
knowledge of legislative and legal requirements and
restrictions,
knowledge and understanding of the proper school role

7.

FUTURE

KNOWLEDGES

NEEDED

A principal will need social knowledge, communication

knowledge, knowledge of group Interaction and minority

problems. He will need to know a history of social

change politics and public opinion.
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8.

FUTURE

KNOWLEDGES

NEEDED

A principal must have a knowledKe of sroup dynamics,
sensitivity sessions, and a basic knowledge of
simplified business procedures.

9 ,

FUTURE

KNOWLEDGES
The principal should be a liberal arts person who is

deeply steeped in aesthetics, politics, and the history
of ideas.

NEEDED

10 .

FUTURE Principals should be aware of philosophy, history and

comparative education - enriched with current educa-
KNOWLEDGES tional research and practice.

NEEDED

11 .

FUTURE A principal should have done extensive work in the field

of human relot ton*. He should know the history of labor
. • mm t* 1 ^ 4 Aft ft OVCT111146 t\t

KNOWLEDGES In the U.S. as well as some iniu*inawiVM» e>

and sociology as they relate to the type of city or town

NEEDED vh6r6 €inploy!ii6nc viii oe soujjnv#
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FUTURE

KNOWLEDGES

NEEDED

He must have a knowledge of group dynamics, the
psychology of learning, public relations, and the whole
field of communications (psychology, media, techniques)
Also, he should show a knowledge of value clarification
and humanistic education as well as the cultural
knowledge, past and present, that we associate with
liberal education.

13.

FUTURE

KNOWLEDGES

NEEDED

The principal must have a knowledge of business admin-
istration budgeting, scheduling, and accounting.

14.

FirruRE

KNOWLEDGES

NEEDED

A principal should have a broad knowledge about his

staff, community and students. He will need to know

his community well in order to work toward an

effective educational program. He will need a know-

ledge as to theories and techniques in various

curriculum areas, and educational psychology.

15.

FirruRE

KNOWLEDGES

The principal should have a knowledge of accounting,

ITitems analysis and design, psychology, administration

economics, and school law.

NEEDED



199

FUTURE KNOWLEDGESNEEDEDOF THE SCHOOLPRINCIPAL AS
PROJECTEDBY THE SAMPLE OF ELEMENTARYPRINCIPALS

u
IN QUESTIONNAIRE I

FUTURE A knowledge of psychology, social psychology, educations
administration, and business administration, theory and

KNOWLEDGESand practice, curriculum, design of total school pro-
grams^ will be required of the future principal*

NIU^UbLl

2 .

FUTURE

KNOWLEDGES The principal will need a ohilosoDhv of education as
well as a knowledge of psychology and leadership

NEEDED courses*

3 .

FUTURE

KNOWLEDGES
Future principals will need a deeper understanding of

human relations (psychology), particularly as they

affect a child's emotional growth*
NEEDED
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4.

FUTURE

KNOWLEDGES

Ki

children learn^ He roust have an understanding of
people *s react ions » computers, and evaluation of
programs geared to education.

5 .

'

FUTURE

KNOWLEDGES
A principal needs an awareness of new technoloev inclu-
ding its success and failures. He also needs to know
school and public finance and school law as it

NEEDED pertains to his state.

6 .

FUTURE
The principal should know how to use computer services.

KNOWLEDGES He should be able to view the total educational pro*
gram. He should have a good understanding of the

NEEDED process of motivation.

7 .

FUTURE
The principal should have a knowledge of how children

KNOWLEDGES learn and be upito date in research*

NEEDED
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FUTURE

KNOWLEDGES
Ills £rlnclpal needs to know techniques of admlnls-
tration and to be an expert in human relations and
public relations.

NEEDED

9 .

FUTURE It will be necessary for principals to have various
staffing techniques and patterns, and knowledge of how

KNOWLEDGES to individualize instruction and how to create learning
packages (from teacher made and commercial made

NEEDED materials).

10 .

FUTURE He must be a good reader who will go out of his way
to hear speakers with varying knowledges. This will

KNOWLEDGES be followed by his expert analysis.

NEEDED

11.

FUTURE

KNOWLEDGES
The principal must have a knowledge of all available

programs in curriculum, available monies, resource

personnel, faculty background, and an unbiased history

NEEDED of the school comnunity.
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12 «

FUTURE
The principal needs a knovledse of:

basic learning theories
human relations

KNOWLEDGES psychology
educational research

NEEDED public relations.
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1 .

FUTURE KNOWLEDGESNEEDEDOF THE SCHOOLPRINCIPAL AS
PROJECTEDBY THE SAMPLE OF SECONDARYPRINCIPALS

IN QUESTIONNAIRE I

FUTURE

He or she must have a knowledge of scheduling, budgeting
recruiting and evaluation of staff, negotiating* tech-
niques and new educational innovations. This knowledge
may be attained by attending graduate courses, conven-

KNOWLEDGES
tions, workshops, sabbatical leaves and participation
in professional organizations. He needs adequate and

NEEDED
competent assistance from all non- professional staff
members and should be consulted in the selection and
assignment of para-professionals and office staff*

2 .

FUTURE
Principals must know how to take their present public

KNOWLEDGESschool system and upgrade the "system” to meet the

future* A knowledge of time seems important.
NEEDED

3 .

FUTURE The principal’s essential knowledge will have to include

a deeper study of human relations, labor relations.

KNOWLEDGES public relations, budget preparation, and administration.

including federal funding opportunities*

NEEDED

Underlined portions were added by the investigator for clarity*
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FUTURE

KNOWLEDGES

NEEDED

The principal's knowledge of anthropology, sociology,
and psychology must be heightened; and his knowledge
of legal and legislative process, behavior In organ-
ization, techniques, or models for change, ethnic and
racial values, group dynamics, economic and social
isolation, prejudice, philosophy, and ethics must be
such as to facilitate programs conslstant with Inter-
national governmental, religious, and philosophical
Intent*

5.

FUTURE

KNOWLEDGES
The principal needs an understanding of human behavior
and complete administration of the public schools.

NEEDED

6.

FUTURE
He will need to know what Is relevant, what can be

KNOWLEDGES delegated, criteria for evaluation and human relations*

NEEDED

7,

FUTURE

KNOWLEDGES

NEEDED

A principal should understand how people learn - how

people teach* He should know how to best deploy all

school personnel In learning processes that are

Ingful enough to kindle an on-golng motivation of the

learner*
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8.

FUTURE

KNOWLEDGES psychological and educational knowledge.

NEEDED



206

FUTURE KNOWLEDGESNEEDEDOF THE SCHOOLPRINCIPAL
AS PROJECTEDBY THE SAMPLE OF SUPERINTENDEOTS

1.

IN QUESTIONNAIRE I

FUTURE

KNOWLEDGES
The principal should show a knowledge of finance,
personnel administration, public relations and human
relations.

NEEDED

2,

FIXTURE
He will need a greater knowledge of business finances.

KNOWLEDGES of laws relating to education, a knowledge in tne area

of sociology and psychology, as well as public relations.

NEEDED

3.

FUTURE
Principals should have ^ understanding of how people

KNOWLEDGESreact to one another via personal counww*-*****''"

group dynamics.
NEEDED

Underlined portions were added by the Investigator tor clarity.
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4 .

FUTURE
Principals must show a knowledge of:

curriculum; learning theory; personnel (pupil and

KNOWLEDGES professional); learning objectives; behavioral

objectives and modification.
NEEDED



FUTURE KNOWLEDGESNEEDEDOF THE SCHOOLPRINCIPAL
AS PROJECTEDBY THE SAMPLE OF BOARD MEMBERS

IN QUESTIONNAIRE I
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1 .

FUTURE

While much depends on inborn personality and imagin-
ation, a principal will need to follow closely and to
evaluate educational trends with an extraordinary under*
standing of the needs of each pupil, maintain a wide

KNOWLEDGES
acquaintance among his peers and devise ways to achieve
quality in education at a reasonable cost.

NEEDED

2 .

FUTURE The principal should have knowledge in communication
and human relations theory; the area of goal-setting

KNOWLEDGES techniques in a democratic atmosphere, the process
of change; the role of his school in the context of

NEEDED the system, the community, and society at large.

3 .

FUTURE
He should know sociology, psychology, human relations.

KNOWLEDGES program budgeting, budget management, and plant

management

•

NEEDED

Underlined portions were added by the investigator for clarity.
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DOL OF EDUCATION

0/002

December 17, 1971

Dear Participant:

I really appreciated your completion of Questionnaire I in the
Delphi survey* A lot of ideas viere generated, and your contributions
were quite significant* Vlith this letter, I have included Question*
naire II* The items in this Questionnaire represent a summarization
by the total sample population that completed the first Delphi instru-
ment* Your contributions may not appear exactly as you wrote them,
for it was necessary to combine related ideas into generic statements*

In this Questionnaire, I would appreciate your reaction to all of
the items. Please indicate your opinion of the relative importance of

each item in relation to the generated Skills and Knowledges needed of

the School Principal in the Next decade. The scale of importance is

as follows:

1* Highest Priority

2* Above Average Priority

3# Average Priority

4* Below Average Priority

5* Lowest Priority

Please be discriminating in the assignment of your priorities.

Again, it would be very helpful and greatly appreciated if you could

return the completed Questionnaire as soon as possible* A self-

addressed stamped envelope is enclosed for your convenience* Thank you*

Sincerely,

Dennis M* Carey
Research Associate
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NAME

QUESTIONNAIRE II

THE FOLLOWINGSTATEMENTSREPRESENTTHE PROJECTEDSKILLS AND KNOWLEDGES
THAT WILL BE NEEDED BY THE SCHOOLPRINCIPAL IN THE NEXT DECADE.

Dir€ctions. Rate each statement according to the following scale*

1. Highest Priority
2* Above Average Priority
3* Average Priority
4* Below Average Priority
5* Lowest Priority

High Low

(12345) 1. Skills in selecting training activities for the staff
at various levels.

(12345) 2. Skills in administering a school as a multi-million
dollar business.

(12345) 3. Knowledge of various staff evaluation approaches and
techniques.

(12345) 4. Skills in effectively coordinating the staff personnel
with programs at various levels.

(12345) 5. Accomplished skills in classroom teaching.

(12345) 6. A knowledge of leadership training techniques.

(12345) 7. Knowledge of the techniques and current concepts per-

taining to personnel administration.

(12345) 8. A knowledge of the various approaches to individual-

izing instruction.

(12345) 9. Skills in evaluating each Individual staff member's

performance under the conditions that such perfor-

mances are interdependent and Intertwined with many

other staff members.

(12345) 10. Effective expressing his educational objectives by

smans of written communication.

(1 2 3 4 5) 11. Skills in leading and managing the "teaching teairf' he

has chosen for the school.



212

High Low

(12345) 12.

(1 2 3 4 5) 13.

(12345) 14.

(12345) 15.

(1 2 3 4 5) 16.

(12345) 17.

(12345) 18.

(12345) 19.

(12345) 20.

(12345) 21.

(12345) 22.

(12345) 23.

(12345) 24.

(12345) 25.

(12345) 26.

(12345) 27.

(12345) 28.

(12345) 29.

(12345) 30.

Skills in meeting with various elements of the commun-
ity to assess the progress of the educational program.

Skills in maintaining school discipline.

A knowledge of the various types of scheduling
techniques.

A working knowledge of most subject areas.

A knowledge of the techniques and models for change.

Skills in motivating new teachers to change and try
new things.

Skills in writing behavioral objectives.

Knowledge of appropriate periodical materials
available which will keep him up-to-date in many fields
of knowledge.

A deeper knowledge of the concepts and techniques
involved in administration.

A knowledge of the history of social change.

Skills in identifying resource people to be called in
when necessary.

Skills as a generalist - aware of what is going on in
many fields.

Knowledge of flexible attendance schedules.

Knowledge of new techniques versus traditional methods.

Skills in establishing an environment in which teaching
and learning is fun.

A knowledge of federal and state laws relating to

education.

A knowledge of plant management.

Knowledge of the curriculum and instructional programs

used in his own school.

Expert knowledge pertaining to the concepts and

techniques used in human relations.
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High
(12 3

(12 3

(12 3

(1 2 3

(1 2 3

(1 2 :

(1 2 :

(1 2 :

(1 2

(I 2

(1 2

(1 2

(1 2

(1 2

(1 2

(1 2

(1 2

Low
A 5) 3U Skills In working with groups with the end result

being that of bringing out the best in individuals.

4 5) 32. Skills in mediation with staff.

4 5) 33. Skills in gathering, synthesising, and interpreting
information from all available resources.

4 5) 34. Skills in simplifying educational procedures.

i 4 5) 35. The “political" skills necessary for gaining the
support of his ideas through the cooperation of the
staff, the superintendent, central office personnel,
and the school board.

i 4 5) 36. Skills in the operation and management of an open*
area classroom.

1 4 S) 37. A knowledge of the current trends in education

1 4 S) 38. A knowledge of how children learn.

3 4 S) 39. Knowledge of the techniques involved in creating

learning activity packages from both teacher made and

commercial materials.

3 4 5) 40. Skills in leadership capability; that is, running a

taut ship with clearcut “chain of command" unobtru-

sively.

3 4 5) 41. The skill of being able to keep Vthe whole" always in

view and see the pieces in perspective.

3 4 5) 42. Knowledge of different ways of constructing a budget.

3 4 5) 43. A knowledge of educational innovations.

3 4 5) 44. Knowledge of the attitudes of the people in his schodl

and community.

3 4 5) 45. Skills in interpreting the curriculum to determine the

instructional needs of all students.

3 4 5) 46. Skills in carrying out the school program through

public relations skills.

3 4 5) 47. Skills in recognizing and identifying the need for

change

•
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High Low

(12345) 48* Skills In bringing diverse groups together to for* a
common concensus*

(12345) 49* A knowledge of learning theory.

(1 2 3 4 5) 50. A knowledge of the techniques and concepts of business
finance.

(12345) 51. Skills in administering in its purest form.

(12345) 52. Skills in making rational decisions based on infor*
nation which he has correlated from all available
sources.

(12345) 53. Skills in the recruiting, hiring and firing of
personne 1

.

(12345) 54. Skills in fact finding.

(12345) 55. A knowledge of the teachniques and concepts pertaining
to the area of group dynamics.

(12345) 56. A knowledge of data processing techniques.

(12345) 57. Effectively expressing his educational objective by
means of written communication.

(12345) 58. Skills in selecting staff members at various levels.

(12345) 59. Skills in empathizing with people and perceiving their

problems.

(12345) 60* Skills in leading and managing the administrative
team he has chosen for his school.

(12345) 61. Skills in setting and implementing guidelines for a

decision without deviating from this position until

the concept has been given a fair trial.

(12345) 62* A deeper understanding of federal funding opportunities.

(12345) 63. A knowledge of up-to-date research.

(12345) 64. A knowledge of the concepts and techniques of personnel

. administration.

(12345) 65. Skills in the supervision of instruction.
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High Low

(12345) 66. A knowledge of alternative solutions to problems.

(1 2 3 4 5) 67. Skills In coordinating school, coimiunity, faculty,
students, and local and state bodies into a cohesive
unit.

( 12345 )

( 12345 )

( 12345 )

( 12345 )

(12345)

( 12345 )

68. Skills In demonstrating a social awareness.

69. Skills in conducting a conference.

70. Skills In convincing others of the "rightness" of his
(the principal's) decision.

71. Technical knowledge.

72. A knowledge of value clarification.

73. Skills In leading the staff and coimunlty toward
favorable change.

(12345)

74.

Skills In describing and applying state laws and
regulations.

(1 2 3 4 5)

(12345)

(12345)

(12345)

(12345)

(12345)

(1 2 3 4 5)

(12345)

(12345)

(12345)

75. Skills In carrying out the school program through
human relations skills.

76. A knowledge of the new materials and methods used In
education.

77. A knowledge of the concepts and techniques Involved
In business administration.

78. A knowledge of comparative education.

79. A general knowledge of educational administration.

80. A knowledge of various ethnic and racial values.

81. A knowledge of goal-setting techniques.

82. Knowledge of the concepts and techniques pertaining to

public relations.

83. A knowledge of the problems facing minority groups.

84. Effective leadership skills.
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C/002
OOLOF EDUCATION January 19, 1972

Dear Participant:

Thank you for your completion and return of the second Question-
naire* Since the sample is limited to only a few (needed particularly
for a Delphi survey) your cooperation and interest in the project has
been very much appreciated*

Finally, all of the second Questionnaire have been tabulated
and we are now ready for Questionnaire 1X1 of the Delphi survey* I

have included the instructions as part of the first page of the Quest ion-

aire*

Please, again, (Name) , complete the Questionnaire and return

by mail in the stamped, self-addressed envelope* Thanks again*

Sincerely,

Dennis M* Carey
Research Associate
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NAME

QUESTIONNAIRE III

This Questionnaire is a duplicate of Questionnaire II except that it
contains both your last rating of each item (marked with a red circle)
and the modal ''consensus'* of all the persons who scored the Questionnaire
(marked with a balck square)* The fxmction of this Questionnaire is to
both increase consensus and to more clearly define minority opinion*

Dr lections: Please state the primary reason that you wish to remain
outside the consensus by writing that reason directly
below the item* For any item where your priority rating
is outside the consensus and for which you do not list
a reason^ then your rating will automatically be changed
to a consensus rating*

o YOUR RESPONSE COtE ENSUS

High Low

(12345) 1* Skills in selecting training activities for the staff
at various levels*

Reason:

(12345) 2* Skills in administering a school as a mult i-million
dollar business*

Reason

:

(12345) 3* Knowledge of various staff evaluation approaches and

techniques*

Reason:

(12345) 4. Skills in effectively coordinating the staff personnel

with programs at various levels*

Reason:

(12345) 5. Accomplished skills in classroom teaching*

Reason:



High Low

(12345) 6* A knowledge of leadership training techniques

Reason:

219

(12345) 7* Knowledge of the techniques and current concepts
pertaining to personnel administration.

Reason:

(12345) 8« A knowledge of the various approaches to individ-
ualizing instruction.

Reason:

(12343) 9* Skills in evaluating each individual staff member's
performance under the conditions that such perform-
ances are interdependent and intertwined with many
staff laembers*

Reason:

(12345) 10* Effectively expressing his educational objectives by

means of written communication.

Reason:

(1 2 3 4 5) !!• Skills in leading and managing the "teaching teanf* he

has chosen for the school.

Reason:

(12345) 12. Skills in meeting with various elements of the

coimiunity to assess the progress of the educational

program.

Reason:

(12345) 13* Skills in maintaining school discipline*

Reason:
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High Low

(12345) 14. A knowledge of the various types of scheduling
techniques*

Reason t

(1 2 3 4 5) 15* A vforking knowledge of most subject areas*

Reasons

(1 2 3 4 5) 16* A knowledge of the techniques and models for change*

Reason

:

(12345) 17* Skills in motivating new teachers to change and try
new things*

Reason:

(12345) 18* Skills in writing behavioral objectives*

Reason:

(1 2345) 19* Knowledge of appropriate periodical materials available
which will keep him up-to-date in many fields of
knowledge*

Reason:

(12345) 20* A deeper knowledge of the concepts and techniques
involved in administration*

Reason

:

(12345) 21* A knowledge of the history of social change*

Reason: —

(12345) 22* Skills in identifying resource people to be called In

when necessary*

Reason:
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High Low

(12345) 23. Skills as a generalist • aware of what Is going on In
many fields.

Reason:

(12345) 24. Knowledge of flexible attendance schedules.

Reason:

(12345) 25. Knowledge of new techniques versus traditional methods.

Reason:

(12345) 26. Skills in establishing an environment in which
teaching and learning are fun.

Reason:

(12345) 27. A knowledge of federal and state laws relating to
education.

Reason:

(12345) 28. A knowledge of plant management.

Reason:

(12345) 29. Knowledge of the curriculum and instructional programs
used in his own school*

Reason:

(12345) 30. Expert knowledge pertaining to the concepts and tech-
niques used in human relations.

Reason:

(12345) 31. Skills in working with groups with the end result being

that of bringing out the best in individuals.

Reason:



High Low

(12345) 32, Skills in mediation with staff.

Reason:
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(12345) 33, Skills in gathering, synthesizing, and interpreting
information from all available sources*

Reason:

(1 2 34 5) 34, Skills in simplifying educational procedures.

Reason:

(12345) 35, The Apolitical” skills necessary for gaining the
support of his ideas through the cooperation of the
staff, the superintendent, central office perscMinel,
and the school board.

Reason:

(1 2 3 4 5) 36* Skills in the operation and management of an open-
area classroom.

Reason:

(12345) 37* A knowledge of the current trends in education*

Reason: -

(12345) 38, A knowledge of how children learn.

Reason:

(12345) 39, Knowledge of the techniques Involved in creating

learning activity packages from both teacher made and

commercial materials.

Reason:
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High Low

Cl 2 3 4 5} 40* Skills in leadership capability} that Is^ running a
taut ship with clearcut "chair of command" unobtru*
slvely*

Reason:

(1 2 3 4 5) 41* The skill of being able to keep "the whole" always in
view and see the pieces in perspective*

Reason:

(1 2 3 4 5) 42* Knowledge of different ways of constructing a budget*

Reason:

(12345) 43* A knowledge of educational innovations*

Reason:

(1 2 3 4 5) 44* Knowledge of the attitudes of people in his school and
community*

Reason:

(I 2 3 4 5) 45* Skills in interpreting the curriculum to determine the

instructional needs of all students*

Reason:

(1 2 3 4 5) 46« Skills in carrying out the school program through

public relations skills*

Reason:

(12345) 47* Skills in recognising and identifying the need for change.

Reason:
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High

(I 2345) 48, Skills in bringing diverse groups together to form a
common concensus.

Reason

:

(12345) 49. A knowledge of learning theory.

Reason:

(12345) 50. A knowledge of the techniques and concepts of business
finance.

Reason:

(12345) 51. Skills in administering in its purest form.

Reason:

(12345) 52. Skills in making rational decisions based on information
which he has correlated from all available sources.

Reason:

(12345) 53. Skills in the recruiting, hiring, and firing of
personnel.

Reason:

(1 2 3 4 5) 54. Skills in fact finding.

Reason:

(1 2 3 4 5) 55. A knowledge of the techniques and concepts pertaining

to the area of group dynamics.

Reason:

(12345) 56. A knowledge of data processing techniques.

Reason:
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High Low

(I 2 3 A 5) 57. Effectively expressing his educational objective by
means of %nritten communication.

Reason:

(12345) 58* Skills in selecting staff members as various levels.

Reason:

(12345) 59. Skills in empathizing with people and perceiving their
problems*

Reason:

(12345) 60. Skills in leading and managing the adminsitrative team
he has chosen for his school*

Reason:

(12345) 61. Skills in setting and implementing guidelines for a
decision without deviating from this position until
the concept has been given a fair trial*

Reason:

(12345) 62* A deeper understanding of federal funding opportunities*

Reason:

(12345) 63* A knowledge of up-to*date research*

Reason

:

(12345) 64* A knowledge of the concepts and techniques of person-
nel administration*

Reason:
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High Low

(12345) 65* Skills in the supervision of instruction*

Reason:

(1 2 3 4 5) 66* A knowledge of alternative solutions to problems*

Reason:

(12345) 67* Skills in coordinating school* community* faculty*
students* and local and state bodies into a cohesive
unit*

Reason:

(12345) 68* Skills in demonstrating a social awareness*

Reason:

(12345) 69* Skills in conducting a conference*

Reason :

(12345) 70* Skills in convincing others of the "rightness" of his
(the principal’s) decisions*

Reason:

(1 2 3 4 5) 71* Technical Knowledge*

Reason :

(12345) 72* A knowledge of value clarification*

Reason: .

(1 2 3 4 5) 73. Skills in leading the staff and community toward

favorable change.

Reason:
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High Low

(12345) 74# Skills In describing and applying State laws and
regulations*

Reason:

(1 2 3 4 5) 75* Skills in carrying out the school program through
human relations skills*

Reason:

(12345) 76* A knowledge of the new materials and methods used in
education*

Reason:

(12345) 77* A knowledge of the concepts and techniques involved
in business administration*

Reason:

(12345) 78* A knowledge of comparative education

Reason:

(12345) 79* A general knowledge of educational administration*

Reason:

(12345) 80* A knowledge of various ethnic and racial values*

Reason: .

(12345) 81* A knowledge of goal*setting techniques*

Reason: - -

(1 2 3 4 5) 82* Knowledge of the concepts and techniques pertaining

to public relations*

Reason:
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High Lov

(12345) 83* A knowledge of the problems facing minority groups

Reason:

(12345) 84« Effective leadership skills.

Reason:
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SAMPLE: QUESTIONNAIRE I

SKILLS

NEEDED

WHAT SKILLS WILL 3E NEEDEDTO FiLi.
THE FUTURE ROLE OF THE PRTNCTPATy

j

SAMPLE: QUESTIONNAIRE IT

KNOWLED-
GES

NEEDED

WHAT KNOWLEDGESWILL BE NEEDEDTO
FILL THE FUTURE ROLE OF THE PRINCIPAI

A er t ^ .•-f'7^ ^ ^
/

Directions:

High Low
(1 2 305) 1.

(1 204 5) 2.

(1 2 3 40 3.

(103 4 5) 4.

0 2 3 4 5) 5.

Rate each item according to the following scale:
1. Highest Priority
2. Above Average Priority
3. Average
4. Below Average Priority
5. Lowest Priority

Accomplished skills in classroom teaching.

Skills in maintaining school discipline.

Skills in mediation.

A knowledge of leadership training techniques.

A knowledge of the current trends in education.

SAlfPLE: QUESTI0N:;AIRE III

DIRECTIONS: Please state the primary reason that you wish to remain outside the
concensus by writing that reason directly below the item. For any item
where your priority rating is outside the concensus and for which you do not
list a reason, then your rating will be changed to a concensus rating.

^^Your Response DConcensus

High Low
(1 2 30(5] 1.

Reason:

Accomplished skills in classroom teaching.

4 5) 2 . Skills in maintaining school discipline.a 2j0
Reason:

(i£ 2]3 40 3. Skills in mediation.

Reason:

5) 4. A knowledge of leadership training techniques.

Reason:

02 0*^ 5) 5. A knowledge of the current trends in education.

Reason:

EXPLANATION: 1. In
you #1 you v/ish, to I

do not wisn to
2. In // 2 Your rating
3. In

you
3

do
you wish to
not need to

4. In It 4 Your rating
5. In If 5 you wish to

is the concensus rating.
ioin the concensus rating of (2); therefore, you
write a reason.
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QUESTIONNAIRE IV

LIST OF IN-SERVICE TRAINING APPROACHES



lOOL OF EDUCATION

0/002
Febrviary 17, 1972

Dear Participant:

Enclosed is Questionnaire IV, the last of the Delphi survey. Also,
a summary of the minority opinions generated by the study has been
enclosed for your interest. In Questionnaire IV, the highest priority
rated statements dealing with the future **SKILLS NEEDED" and the future
"KNOWLEDGESNEEDED" of the School Principal have been extracted from
the total in order to gain a better clarification of their meaning.

Please write in paragraph form a more refined definition of the
following "SKILL" and "KNOWLEDGE" statements. The purpose is to find
out exactly what is meant by these statements in order to arrive at a

common concensus.

Please again, (Name) , return the final Questionnaire in the

self*addressed stamped envelope.

Thank you for your help and cooperation in making this study

possible. A summary report of the results (findings, conclusions, and

recommendations) of the study will be forwarded to you in the near

future.

Looking forward to receiving the final (^estionnaire.

Sincerely,

Dennis M. Carey
Research Associate
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QUESTIONNAIRE IV

Out of the eighty-four statements generated by you, the study
group, a total of nine (9) of these statements represent the "highest
priority rating," These statements, then, represent some of the most
important SKILLS and KNOWLEDGESthat will be needed by the School
Principal in the next decade.

The purpose of this Questionnaire is twofold: (1) to more clearly
®®ch SKILL and KNOWLEDGEstatement, and (2) to identify appro-

priate training approaches that the Principal of the future may apply
to the necessary skills and knowledges.

Directions: Please write in paragraph form a more refined definition
of the following SKILL and KNOWLEDGEstatements. Then place in each
box at the left of each statement a number corresponding to a training
approach (see attached sheet) that you feel would be appropriate in
dealing with each of the SKILL and KNOWLEDGEstatements, (SEE SAMPLE)

Statement: Skills in identifying resource people to be
called in when necessary.

The Principal of the future must develop skills to perceptively

determine when to consult additional services. As he realises

this need, he must also understand the kind of resource people

needed and be able to encourage not only them but his staff to

work together in solving major problems.

Please continue on the next page.
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Statement: 1« Skills In coordinating school, commmitv.
I II

1

faculty, students, and local and state bodies into a
1 II 1 cohesive unit.

Statement: 2, Skills in establishing an environment in

1 1 1 1

which teaching and learning is fun.

1

Statement: 3, Exoert skills and knowledge pertaining to

1 1

concepts and techniques used in human relations,

1

j

— —
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StAtement: 4* Skills in leading and managing the "teaching
team" and the "administrative team** that he (the Principal)
has chosen for the school.

Statement: 6, Skills In working with groups with the end

result being that of bringing out the best in individuals.
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Statement: 7. The "political” skills necessary for
gaining the support of his ideas through the cooperation
of the staff, the superintendent, central office personnel,
and the school board*

Statement

:

education*
8 * A knowledge of the current trends in
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EXAMPLESOF IN-SERVICE TRAINING APPROACHES
U Visiting other school districts or systems
2, Conducting sensitivity training sessions
3* Attending conferences

Hiring consultants
5« Attending college courses
6* Joining professional organizations
7* Establishing study groups
8* Planning debates

9* Providing clinical experience
10* Conducting research

11* Using simulation materials

12« Employing interns

13« Using case studies

14* Showing movies

15* Conducting seminars

16* Providing on- the* job training

17* Using games (educational)

18* Using "learning packets”

19* Conducting workshops

20* Using micro-teaching units/closed circuit T*V«

21* Doing professional readings

22* Referring to resource banks

23* Providing for brainstorming sessions

24. Using outside speakers

2S« Conducting a needs assessment

26« Conducting a human relations workshop

27* Getting involved in role-playing

28* Using audio-visual aids

29* Holding dinner meetings

30* Using teaching machines

31* Conducting sessions in group dynamics

32, Other:

33* Other:

34* Other:
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Evaluation

Now that the study Is completed, your honest opinions as to the effectand potential success of the study would be appreciated. (Please
answer each question by merely placing a (7) In one of the boxes).

1. How much time did you spend on each Questionnaire? (Check one)

1 hour to 2 hours n
2 hours to 3 hours i i .

^
^ Less than 1 hour I I

3 hours to 5 hours

5 hours to 8 hours ^ "j

Over 8 hours
| |

2. Was this an adequate amount of time?

Yes [U No 1 1

3. Were the questions thought-provoking? (Check one)

Very Q
Slightly

Hardly at all

Not at all

4« How relevant do you feel your expertise was to the questions asked
throughout the study?

Highly relevant

Above Average relevance

Average relevance

n
a

Below Average relevance

No relevance

5, Did the questions allow you to use your knowledge, experience, or

insight comfortably?

Generally difficult to apply DGenerally easy to apply
[ ^
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6* Do you feel the potential value of the study Justified the amount

of time you spent on it?

V.S Q 'No

7, VIhat have you gained from participation in this study? (Check any)

Increased a%fareness of possible future conditions

Learned more about futures research

Experienced new perspectives

Learned more about ln«Service Education and possible training
approaches.

Discovered new interests to follow-up

Learned more about your own field

Othe r

8. Additional comments:

Delphi Evaluation Instrument supplied by Dennis Little, Director of

Institute of the Future, Middletown, Connecticut.

0



APPENDIX F

MEAN SCORESOF INDIVIDUAL STATEMENT
RATINGS IN QUESTIONNAIRE II AND

QUESTIONNAIRE III



PRIORITIZED

LIST

OF

THE

EIGHTY-FOUR

’’SKILL”

AND

’’KNOWLEDGE”

STATEMENTS

BASED

ON

THE

MEAN

SCORE

OF

EACH

STATEMENT

IN

QUESTIONNAIRE

II

AND

QUESTIONNAIRE

III
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APPENDIX G

FREQUENCYAND PERCENTOF RESPONSESTO
THE NINE HIGHEST RATED STATEMENTSSCORED
BY THE WHOLESAMPLE GROUPAND BY SUB-
GROUPS
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STATEMENT: Skills in coordinating the school, community, faculty,
students, and local and state bodies into a cohesive unit.

FREQUENCYAND PERCENT OF RESPONSES
TO THE ABOVE STATEMENTSCOREDBY

THE WHOLESAMPLE AND
BY SUB-GROUPS

Count
Row Pet
Col Pet
Tot Pet

School
Elem* Sec* Board

Teachers Prin. Prin, Supts* Members Total

Blank
Responses

High
Priority

Average
Priority

0 0 2 2 1 5

0.0 0.0 40 .no 40,00 20 .00 100,00
0.0 0.0 25 .no - 40,00 20.00 11.11
0.0 0.0 4 .44 4,44 2.22 11.11

11 1 ? 5 3 4 35
31.43 34 . 2-9 - 14.29 8,57 11.43 100.00
73,33 ino . 00 62.50 60,00 80.00 77.78
24.44 26.67 11.11 6,67 8.89 7 7.78

4 0 1 0 0 t -

80,00 0.0 20.no 0.0 0.0 m0 . 0 f

26.67 0.0 - 12.50 0.0 0.0 11.11
8.89 0,0 2.22 0.0 0.0 11.11

t5 12 8 5 b 4 b

33.33 26.67 17.78
. 11.11 11 . 11 1

0

0 . n n

100.00 mo . 00 lon.no 1 0 0 . 0 0 100.00 100 . nn

- 33.33 26.67 - 17.78 11.11 11.11 100.00
Total
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STATEMENT: Skills In establishing an environment in which teaching
and learning Is fun.

FREQUENCYAND PERCENTOF RESPONSES
TO THE ABOVE STATEMENTSCOREDBY

THE WHOLESAMPLE AND BY
SUBGROUPS

Count
Row Pet
Col Pet
Tot Pet

School

Blank
Response

High
Rriority

Average
Rriority

Low
Priority

Teachers
Elem.
Prin.

Sec.
Prin, Supts.

Board
Members Total

0 0 2 2 1 5

0.0 0.0 • 40.00 4 o . on 20.00 100 . on
0.0 0.0 25.00 40,00 20.00 11.11
0.0 0.0 4.44 4,44 2 ,72 11.11

9 11 4 3 2 ;>9

31.03 37.93 13.79 10,34 6.90 luo.no
60.00 91.67 5 n.no 60,00 40.00 6 4,44
20.00 ^ 4.44 8 .

n 9 6,67 4 . 44 64.44

5 1 2 0 2 1 0

50.00 10 . on 20.00 0.0 2 0.00 1 0 0 . (1 (1

33.33 B .33 25 .no 0.0 40.00 22 .'^2

11.11 2.22 4 .
-14 0.0 4

. 14 22. '^2

1 0 0 0 0 1

100.00 0.0 0.0 0.0 0.0 100 . no

6.67 0,0 0.0 0.0 0.0 2.22
.— 2.22 — 0.0 _ -- 0.0 0.0 0.0 2.22

15 12 8 5 5 45

33.33 26.67 17.78 11,11 11 . j 1 100.00
100.00 100.00 1 n 0 .

0

0 1

0

0 , n p 1

0

0 . P 0 1 u 0 . n ft

33.33 26.67 17.78 11 ,11 11.11 mu . nn

Total
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STATEMENT: Expert skills and knowledge pertaining to the concepts
and techniques used in human relations.

FREQUENCYAND PERCENTOF RESPONSES
TO THE ABOVE STATEMENTSCOREDBY

THE WHOLESAMPLE AND
BY SUB-GROUPS

Count
Row Pet
Col Pet
Tot Pet

Blank

High
Priority

Average

Teachers
Elem,
Prin.

Sec.
Prin, Supts.

School
Board
Members Total

- 0 0 - 2 2 1 5
0,0 0.0 40.no < 0 . on 20.00 100 . no
0.0 0,0 25.^0 40,00 2 0.00 11.11
0.0 0.0 4 .44 4 .44 2.22 11.11

13 12 6 3 2 3 6

-36.il 33.33 16.67 8,33 5.56 1 C' 0 . 0 0

86.67 100 . on 75.no 60,00 40.00 b 1) . 0 0

-28.B9 26.67 13.33 6,67 4.44 bu.no

2 0 0 0 2 4

50.no 0.0 0.0 0.0 50.00 1 0 U . 0 0

13.33 ^ 0.0 0.0 0.0 40.00 8 ,P«
4.44 0.0 0.0 0.0 4.44 8.89

15 1? 8 5 5 4 5

33.33 26.6 7 17.78 11,11 11.11 1C u . n 0

100.00 100.00 1 00 . on 1 no , on 100.00 100.00
33.13 _ 26.67_ - 17.78 11,11 11.11 100.00

Total
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STATEMENT

:

^^‘<^^‘",1®®^*"?%®!!”* "“"“S*"* the "teaching teairf' thathe (the principal) has chosen for his school

FREQUENCYAND PERCENTOF RESPONSES
TO THE ABOVE STATEMENTSCOREDBY

THE WHOLESAMPLE AND
BY SUB-GROUPS

Count
Rov Pet
Col Pet
Tot Pet

School

Blank

High

Average

Low
ftiorlty

Teachers
Elem.
Prin,

Sec.
Prin. Supts.

Board
Members Total

0 0 2 2 1 5

0.0 0.0 40.^0 40,00 2 0.00 1

0

0 . n n

0.0 0.0 25. '^0 40,00 20.00 11.11
0.0 0.0 4.44 4,44 2.22 11.11

13 12 6 3 4 5 0

3^.21 31 . 50 - 15.79 7,09 10.53 100.00
06.67 100.00 75.00 6 o , 0 n 00.00 04,44
28.89 26.67 13.33 6,67 8

.
89 04.44

1 0 0 0 0 1
' 1 0 0

. 0 P 0.0 0.0 0.0 0.0 100.00
6.67 0.0 0.0 0.0 0.0 2 , 2 ?

?.?2 0.0 0.0 0.0 0.0 2 .??

1 0 0 0 0 1

100,00 0.0 0.0 0.0 0.0 1 i I 0 .
;-j n

6.67 0.0 0.0 0.0 0.0 2 .??
- 2 . 2 ? 0.0 0.0 0.0 0.0 2 .

'

P ?

15 12 6 5 5 4 5

33.33 26.67 17.73 11.11 11 .11 1 n 0 . n 0

100.00 100.00 I 00 .no 100,00 100.00 1 0 0.0 f)

33.33 26.67 17.78 11,11 11.11 1 a 0 . n n

Total
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STATEMENT

:

Knowledge of the curriculum and Instructional
used in his own school.

programs

FREQUENCYAND PERCENTOF RESPONSES
TO THE ABOVE STATEMENTSCOREDBY

THE WHOLESAMPLE AND
BY SUB-GROUPS

Count
Row Pet
Col Pet
Tot Pet

Blank
Re^pcz\ses

High
Hriority

Average
Priority

low
Priority

Teachers
Elem.
Prin,

Sec.
Prin. Supts.

School
Board
Members Total

0 0- 2 2 1 5

0,0 0.0 40 .
r>0 40,00 20.00 100.00

0.0 0.0 25.ro 40.00 20.00 11.11
0.0 0.0 4 .

^^4 4,44 2.22 11.11

12 12 4 3 3 3 4

35,29 ,35.29 11.76 _ 8 , 8 2 8. P.2 100.00
80 . on 100.00 50.ro 60,00 60.00 7 5.56
26,67 26.67 8.P9 6 ,67 6 .67 75.56

2 0 2 0 1 5

40.00 0.0 40.00 0,0 20.00 1 n u . n 0

13.33 0.0 25.0 0 0.0 20.00 11.11
4 ,

44 0.0 4 .44 0.0 2.22 11.11

1 0 0 0 0 1

100.00 0.0 0.0 0.0 0.0 luo.no
6 , 67 0.0 0.0 0.0 0.0 2.22

- 2.22 0.0 - 0.0 _ 0.0 0.0 2.2?

15 12 a 5 5 45

33.33 26.67 17.78 11.11 11.11 100.00
100.00 100.00 100.00 1 00 . on 100.00 1 0 0 . f: 0

33.33 26.67 17.78 u.ll 11.

n

1

0

0 . p n

Total
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STATEMENT: Skills In working with groups with the end result beingthat of bringing out the best in individuals.

AP

FREQUENCEAND PERCENTOF RESPONSES
TO THE ABOVE STATEMENTSCOREDBY

THE WHOLESAMPLEAND
BY SUB-GROUPS

Count
Row Pet
Col Pet
Tot Pet

Blank
Response

High

Total

Teaehers
Elem.
Prin.

See.
Prin. Supts .

Sehool
Board
Members Total

0- 0 2 - 2 1 5

0.0 0.0 40.no <0,00 2 0.00 ioo.no
0.0 0.0 25.00 40,00 20.00 11.11
0.0 0.0 4 . 44 4 ,44 2.22 11,11

1 A 12 6 3 3 3 8

36.84 —31.58 15.79 7,69 _ . 7.89 ioo.no
93.33 100 . on 75.no 60 , 00 60.00 64,44
31.11 26.67 13.33 6.67 6.67 84.44

-1 0 0 0 1 2

50,00 0.0 0.0 0.0 50 .00 100 . nn

6.67 0.0 0.0 0.0 20.00 4 .44

?.22 0.0 0.0 0.0 2.22 4 .44

15 12 8 5 5 45

33.33 26.67 17.78 11,11 11.11 loo.no
100,00 loo . on ioo.no 100,00 lUO . 00 1 0 0 . 0 n

J53 . 26 . 67 - l 17.78 I 11,11 11.11 ioo.no
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STATEMENT

:

gaining the supporthis ideas through the cooperation of the staff, the.^.rlntendent, central office perao^el. and thracLl

FREQUENCYAND PERCENTOF RESPONSES
TO THE ABOVE STATEMENTSCOREDBY

THE WHOLESAMPLE AND
BY SUB-GROUPS

Count
Row Pet
Col Pet
Tot Pet

School

Blank
Response

High
Priority

Average
Priority

Low
Priority

Teachers
Elem
Prin.

Sec.
Prin. Supts.

Board
Members Total

0 0 , 2 2 1 5

0.0 0.0 40 . nn 40,00 20.00 1 U 0 , 0 '1

0.0 0.0 25 . nil 4 0 1 0 0 20.00 11.11
0.0 0.0 4.44 4 ,44 2.22 11.11

14 11 3 3 1 3 2

43.75 34.38 9.38 9,38 3.13 1 0 0 . n 0

93.33 91.67 37.50 60,00 20.00 71,11
31.11 24.44 6.67 6,67 2.22 71.11

0 1 1 0 2 4

0.0 25.00 25.00 0.0 50 .00 ioo.no
_ 0.0 B.33 - 12.50 0.0 40.00 8.89

0.0 2.22 2.^2 0.0 4 . 44 8.09

1 0 2 0 1 4

25. OC 0.0 50.00 0.0 2 5 . 0 (1 1 u 0 . n n

6.67 0.0 25.00 0.0 2 0.00 .09
__ 2.22 0.0 _ 4,44_ 0.0 2.22 0.89

15 12 8 5 5 45

33.33 26.67 17.78 11.11 11.11 loo.no

100.00 300.00 100.00 1 00 , 00 100.00 ioo.no

33.33 26.67 17.78 11.11 11.11 100 . on

Total



STATEMENT: A knowledge of
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current trends in education.

frequence and percent of RESPWSES
TO THE ABOVE STATEMENTSCOREDBY

THE WHOLESAMPLEAND
BY SUB-GROUPS

Count
Row Pet
Col Pet
Tot Pet

Schoo

1

Blank
Response

High
Priority

Average
Priority

Low

Teachers
Elem.
Prin.

Sec.
Prin. Supts.

Board
Members Total

0 . 0 2 1 5

0.0 0.0
.

40.00 40 1 00 20.00 100.00
0.0 0.0 25 .00 40,00 20.00 11.11
0.0 0.0 4 .44 4 ,44 2.22 il . 1

1

12 11 6 2 3 3 4

_ 35.29 _ 32 . 35 . 17.65 5.88 8.82 130.00
80.00 91.67 75 .no 40.00 60.00 75.56
26.67 24.44 13.33 4 .44 6 . 6 ^ 75.56

2 1 0 1 1 5

40 .30 20.00 0.0 20.00 20.00 1 0 0 . 0 n

- 13 . 3.3 8.33 0.0 20,00 20.00 11,11
4.44 2 . 2 ? 0.0 2.22 2.22 11.11

1 0 0 0 0 1

100.30 0.0 0.0 0.0 0.0 100.00

6.67 0.0 0.0 0.0 0.0 2 . 2 ?

___ 2 . 2.2 0.0 — 0.0 0.0 0.0 2.2 2

15 12 8 5 5 45

33.33 26.67 17.76 11.11 11.11 1 1.1

0

. n 0

100.00 100.00 100.no ioo . 00 100.03 1 n u . n 0

33.33 26.67 17.78 11.11 11.11 1 u 0 . 0 n

Total
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STATEMENT: Effective leadership skills.

FREQUENCYAND PERCENTOF RESPONSES
TO THE ABOVE STATEMEOTSCOREDBY

THE VmOLE SAMPLE AND
BY SUB-GROUPS

Count
Row Pet
Col Pet
Tot Pet

Schoo

1

Blank
Response

High
Priority

Average

Low
Priority

Teachers
Elem.
Prin.

Sec.
Prin. Supts.

Board
Members Total

0 0 2 2 1 5

0.0 0.0 40 . rn 40.00 20.00 100.00
0.0 0.0 25.no 40,00 2 0.00 11.11
0.0 0.0 4.44 4,44 2.22 11.11

14 12 5 3 3 3 7

_ .37.34 32.43 - 13.51 8,11 3.11 100 . on

93 .33 ino.no 62.50 60,00 60.00 82 . ?2

31.11 26.67 11.11 6,67 6.6 7

.0 0 0 0 1 1

0.0 0.0 0.0 0.0 100.00 1 0 0 . m
0.0 - 0.0 0.0 0.0 2 0.00 2.22
0.0 0.0 0.0 0.0 2.22 2 .

2 ?

1 0 1 0 0 2

50 ,00 0.0 50.00 0.0 0.0 100.00
6.^7 0.0 12.50 0.0 0.0 4.44

. u2-,22 0.0 2 .-22 0.0 0.0 4 .44

Mil ^

15 12 8 5 5 45

33.33 26 .67 17.78 11.11 11.11 1 () (j . n n

ipo . on 100.00 100.00 i 0 0 , 0 0 100.00 100 . no

33.33 26.67 17.78 11.11 11.11 100.00

i

Total
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