CHAPTER 11
REVIEW OF RELATED LITERATURﬁ AND STUDIES

Much has already been written about the principafship. In
fact, a body of specialized knowledge has gradually accumulated
througH the experiences of successfulsprincipals. In récent years,
the principalship has been the focus of WIdespread attention and
well-financed research. At is well to describe these undertakings
as a trenchant thrust ina 4 profession that is~struggling.to ma-
ture. Since fhe prip€ipalship is a broad subjéct,this review mainly
deals with the principal's key pesition in the education milieu,
the skills, competencies, and pérfofmance requirements for the

position, and the necessity of principal evaluation.

The Principal's Need for Evaluation

The school principal is considered by Gentry and Kenney
as a hybrid éxecutive with a diversity qf demands made on his time
and that higtefficiency dm performing his dutiescis the criterion
by which his@success as an administrator is measured by his su -

. 1
periors), (By the lay pubkic,)and parctdeuTarly by His own | teachers,

i .
Harold W. Gentry and James B. Kenney, '' The Performance

of School Principals as Evaluated by Principals and Teachers, '

Journal of Educational Research, LX, 20 (1966), 62..




Wiles considers the principal's need for evaluation as

both persqnal and professional. Although self—evaluationﬁis very
important, the principal must also obtain the/judgment of others
in determining the revisions he will make In hls procedure.2

| Pederson mentions Haipin who states that the problem of
determining administrative effectiveness is brimarily that of de-
veloping suitable criteria of effectiveness. Further he notes
that the evaluation of @administrative effectiveneesidepends upon
the expectations, perceptions, needs,'and frame qf‘reference of
tﬁe difTerent refereat groups.

h'Moresch.in deal ingfwith Fhe importance of evaluation in
his book stressed the/following guidelines or principles for its
effectiveness; (1) comprehensive,  (2) correlated with plan-
ning, (3) has validity, reliability, objectivity, practicality,
and appropriateness, (4) flexible, (5) participative and co-

operative, (6) dynamic or creative.

2 .
- " Kimbal Wiles, Supervision for Betiter Schools' (Englewood

Clipp, New Jersey: Prentice Hall, 1953), p. 315.

Monroe Pederson. ' Effective and Ineffective Actions of

the High School Principal, ." Journal of Secondary Education,

(XLV, 6 (October 1970), p. 260.

b .
Angelo Moresch, Aministra..ione delle scuole (LAS, Rome,)p,65.
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The Educational Research Service (ERS) Circular # 6,1971
was a reéult of a survey on the purposes of evaluation of ad-
ministrative/supervisory personnel. The survey turned ou; the fol~
lowing results with the number of school system reporting:

Purposes ,L | .Number of

Systems reporting

1. Identify areas needing k

improvement . 77
2. Assess present performance according

to prescribed standards ; 70
3. Establish evidence/for /dismissal 60
L. Help evaluate establ ished relevant »

performance goals 60
5. Have records to determinéiqualification

for promotion 55
6. Determine qualifications for

‘permanent status - 35

4.

7. Determine qualifications for salary

increments 9
8.  Comply with Board palicy i 8
9. Determine qualifications for Mefit.pay 3
10.  Comply with| state law/regulations 3

11, Point out"strengths -2

Appraisall, it points out, is a means not an end in itself:
I't should motivate both self-improvement and help from superiors so

that quantitative and qualitative performance effectiveness may

| ¢
-

occur,

5Educatlonal Research Service, ' Evaluating Administrative

Supervisory Performance ' (ERIC Document), ED 058 155,
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Requirements, Skills and Competencies of the Princlpalshlp

In exploring the principalship, several studies reveal
that there are common requiremen;s, competencies, skills, and be-
haviors ﬁeeded for assuring success in the position. Théy also
pojnt to the fact that as they key person in the improvement of
educational opportunities for schoolichildren, the principal must
possess an accumulationof tested facts, skiils, and an abundance
of relevant theories énd principles. Others deal with the identi-
fication of areas of performance or competence very vital’to‘theﬂ
principal. .

Pedefson for oﬁe, shows, that the most frequently (48 per
cent) identified efféctive behavior of the high school principal
according tq-students are those acts in which the prinéipal'la-
vishes friendship, humor,.éourt¢5y, consideration, s}ncerity,
praise, encouragement, interest, and support of pup{Is and faculty
in all.phases of ‘the school program, |

Smith's study in analyzing and synthesizing the findiﬁgs
of twenty-six studies;came up with a comprehensive description of
the effective and;ineffective behavior of| the schoal principals.
The results show the effectivé behaviorssas follows: 2.(1) develop
positive relations with supervisors and the boqrd ofleducation;
(2) work and plan éooperatively with their staff; (3) facili-
taies mutual communication and understanding between the home and
the school, (4) stimulate personal and professional growth and

. development of their staffs; (5) develop emotional climates

6

Pederson, '' Effective and Ineffective Actions, ' p. 260.
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with in their school‘whichbfoster security and self respect for
the staff members; (6) sﬁpport-teachers; (7) incorporate.the'
combined judgments of those‘availablevand'those cencerned with
effective action; (8) conduct themselves in a professional man-
ner; (9) build organizat}on unity and cooperation within their
staffs, . (10) work toward the continuous development and improve-
ment of the educational program; (11)"proemote working relations
with patrons and community erganizations; (12) provide instruc-
tional leedership inltheir schoolis; (13) demonstra;e competence
and administrative abfiligies in school administration; (14) main-
tain desirable student behavior eatterns and resolve individual
and group discipline problems; and! (15) relate successfully to
students.7
Brandt assumes that every administrator wants to succeed.
The path of success is not-an_easy one, he says, yet there are
quelitieé whicﬁ could help administrators acﬁieve success. These
includeAsincerity, empathy, inspiration, and_a basic respect for
people. These qualities if not innate, should be developed for

greater success (in pelating)with /teachersiand) students.

Harold Smith, ' The Effective and Ineffective Behaviors

of Principals ' (unpublished Doctoral dissertation, Dissertation

Abstract International, Ann Harbor, Michigan: Xerox University

Films, XXXV, 4, Oct., 1974), p. 1935 A.
-8

Robert Brandt, ' Administrator Attributes for Success, "

NAASP Bulletin, November, 1973, pp. 37 - 39.
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Franset in an article concludes that teachers do not con-

sider supervisors who do not show interest in people and who are
not able to foster desirable productive relations 'very useful.
The desirable qualities he méntions are: (1) they are demo-
cratic; '(2) they are more people-oriented than task-oriented;:
(3) they can see situaﬁions.as others.do; (4) they practice
groué—centered leadership; (5) they.are well informed; (6)
they have a scientific attitude; (7) they belp others use energy
creatively.9 ; J ;
Cubberly, .in wgiting on what a §Chool administrator should
be, brings home thefpoint that
| He mbst/ be ;Iean both in.person and
mind; he must be temperate, both in speech
ana art; he must,be honestland square, and he
must be possessed of 'a high sense of personal
honor. But he must also be more than the exe-
cutive offiter of the Board of Education. He
must be a man;of affairs, possessed of good
commoen and business‘sense, andigood at getting
work out of 6ther people, but keeping hlméelf
aglfar as ‘possiblle from koutfhe services so’as
tb have time to observe, td study to think, to

, : 10 T
plan, to advise, to guide and to lead.

James Franset; The Modern Teacher (U.S.0ffice of Educa-

" tion), XX, 3 (September, 1972), 166.

10
Elwood Cubberly, Public School Administration (Boston:
1

Houghton Miffin, 1961), p. 29.
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in a study of the opinions concerning supervisory and ad-
ministrative activities and traits of principals and teachers of
Regensburg, Furnfohr recommended the following: (1) Principals
should aiways encourage potential leaders to progress; (2) Tea-
chers should always encourage potential leaders to enrich their
batkground; (3) Teachers should be given the chance to partici-
pate in the imprpvehent of‘the educational program; (4) Attend-
ing seminars and workshop-and encouraging-further studies aré
p}eferred'as encouragement to enrich professional growth: (5)
Principals should begbroad:minded enhough to aécept criticism, or
reasons ad&anced by geaghers to defend theméelves. "

Jacobson and others find it is very important that the
principal possess good-health and that he is free from physical
deformities and defectshin speech or'hearing.]2

It can always conténd that education is a distinct and
delicate field. Hence, in a school the administrator's effec-
tiveness has to be maximized. This includes hi's personal efﬁec-
tiveness as an educational manager. Donnelly,; Gibson, and lvance-
vich in identifying two quatitative pre-requisltles in selecting
capable managers state that:

A manager mustphave; ashis torypof

striving for personal betterment and a high level

of energy/drive/motivation fpr application to

the problems he faces.

1,

1 ] A - -
Heinrich Furnrohr, Supervisory and Administratlve.Trayts,

(Hoeder, Regensburg 1978) p. 80.

2Jacobson, et al., The Effective Principal, p. 509.



25

Second, an effegtive manager must
have a high fund of experience. He must have
seen life and business (education) from a
variety of perspectives. 13 !

Concluding, the authors stated: ' It is.the bright, well-
educated, highly motivated, committed self-starter who is the odds-
on favorite as the future manager, and .the more of these qualitiés
he possesses in abundanée, the mare Yikely he is to advance.1

Managers behave purposiQely, and Be$§et,contends that ma-
nagers fafl not from the dack of drive or energy but from a sheer
lack of useful behaviof pattefﬁs. He stresses that managers must .
develop and practice proficiency in many or most of the following
trait actions if he intends, to.stay In the race: (1)1 relating
to individuals; (2) kelat%ng to the organization as a whole;

(3) cdntroifing the technical:aspects of the job; (4) solving
oroblems; (5) setting priorities; (6) recognizing motivationaf
cuesrin the behavior'érJ;thers; (7) dealing with emotional si-
tuations; (8) handling of his emotions and being objective

when necessary;; (9)‘ supporting ofher meﬁbers of the-organiza-
tion when required;= (10)" ‘managing conf lct; 1) 'negoti;ting
effectively; ~and {12) ~synthesizing-styles,and skilis into an

15

integrated whole.

[P o N W PR [P losmommames s ~ b C.imeAdaa
1y, Jailes vuius0n, allld Joln gpvainccvivii, 1ruinivua

mentals of Managément, Selected Readings (rev. ed. ; Dallas, Texas:

Business Pub., Inc., 1975), p. 206.

14
Ibid.

15

Glenn A. Besset, Management Style in Transition (New York:

American Management Association, Inc., Book Press Inc., 1966), p.196.
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Gaynor recapitulating his article on performance criteria

in administrative behavior of principals- listed the most vital

point as:

1.

The effective principal maintains effective communi-
cation with information sources concerning a wide
range of perspectives on the school.

The effective principal builds trust in widely

diverse constituencies, trust which increases

the validity ol the information he is able to

collect and the accuracy with which he can

~assess neéds/ and ‘define potential probiems

well in advahce ofcrises.
The effective principal builds his own future
vision in é cont inuous ‘éxchange between his own
personal values and the perspectives of others
as they are communicated to him.

The effective principal stimulates. /structures
through which multiple perspectives are conti-
nuously channeled, needs>are assessed, and pro-
blems ‘are defined, "and throdgh whiich éction is
cont inuous ly.. taken, to, achijeve the organization's
vision of the future. .

The effective principal works primarily.to

build an organization which defines and works

1
toward long range goals.

16

Allan K. Geynor, '' Preparing the Organization for Effec-

tive Response, ' In Performance Objective for Principals, Chap-

ter 11, by Culbertson, et al., p. 63.
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Stanley on the quality of tomorrow's administrator, states

"that he is expected to be a recognized scholar; a compeient.tea-
chef, a natural leader, a dynamic expert in human relations, and
an individual who has sensitivity, imagination, and courage, as he
relates the educational prégram to.the school milieu. On his ca-
pabilities rest fhe performance of ' the school faculty and their:
aisposition gb accept -and initiate experimental change to achieve
new horizons 6f teaching and learning that-lead to quality educa-
tion. 17
De Vaughn, wosking for the Mississippi Educational Ser-
vice Center'identifies fougteen-standards whfch should be in-
clu&ed in an_.evaluation instrument for'adm;nistrators. The stand-
ards stated in behaQioral tgrms are: (1) directs.a major portioh
of his time toward improving Pnstruction; (2) demoﬁstrates know-
ledge in genefal education and his specialty adequate to his role
as an educational leader; (3) plans well; (4) organizes his
work well and assists others to organizational tasks in an éffec-
tive manner; (5) wgives evidence of originating and developing
constructive jdeass; s (6), sshares; the-decision-making role with
his staff; (7) understands the dual role of the administration,
that ‘of~l eaderyand executive; and] doesnot confuseythe two, while

recognizing that both roles obviously often blend together

in a given problem; (8) communicates decisions to all concerned;

(9) supervises the.ancillary or auxiliary services with effec-
tiveness; (10) realizes the importance of student participation
17 - .
William W. Stanley, Educational Administration in the

Elementary School - Task and Challenge {New York: Holt and Pinehart

and Winston, 196L4), p. 144,
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in leadership and deciéion making; (11) arrance.in-service ex-
periences for his staff members as needs become apparent; (12);
with the staff initiates budget-planning,.projection of enrol-
ment and nature of pupil populatidn, and assessment of school-
program needs, support-service needs, and resulting personnel re-
quirements; (13) .with the staff, élans means of maintaining
open communication with the '* Publigs “‘of the school; (14) eva-
luates sfaff membersAindividually eacﬁ yeaf:and makes'firm re-

commendations.]B

Categories or Dimensions of/ Principal Performance

Principals assume differeqt roles or at least are expected
by thoseréround them to perform différent roles. It is best that
these roles be éxamined because the proposed. method will identify
areas or dimenslions wﬁere the principal's.berformance is congidered
vital and critical

Ruiz considers the role of the high schoollprincipal as
‘that of a : (1) cpmﬁunicator, (é) coordinator, ;nd (3) in-
;tructional leadenr,swhitle fhat of the grade sschooliprincipal as:

q - ‘I
(1) organizen, (2)° morale builder, and (3) civic leader. 9

(s
o

18
Everette de Vaughn, ' Making Evaluation Effective " (ERIC

Document), September, 1971, ED 058 612. .
19

Macario Ruiz, Foundation of Administration and Supervi-

sion for Philippine Schools (Manila : Abiva Publishing Company,

1972) p. 277 - 278.
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Deweke formulated the PEEL (Performance Evaluation of Edu-
cational Leader) definition and came up with seven areas of admi-
~nistrative competence. The areas include (1) leader and direc-
to} of educational program,  (2) coordinator of guidance and spe-
cia].eduqation, (3) member of the district and school staff,

(&) jink between school and community, (5) administrator of
personnel, (6) member of a profession, and (7) director of
“support management. ~The-instrumént consisted 6f,212 behavioral
évidences or trait-actionsa: .The,instrument, Deweke stressesy is
not intended for ‘usesin M emphas;zing conforhity to singular pat-
terns of behavior. Jo be icompetent, -the principal like the truly~
cultured person must Sett his own style. The uniqqe'abilities and
personalities of pringipals will determine the approath to their
responsibi]}ties ‘e The areas mentioned,~thoﬁgh seekiag to des-
cribg basic factors that qontributé_to the principal's competence,
purposely encourage a kind of Qnity in diversity." 20

The findtags of a large scale research-project called

I3

'' Determination of-the Criteria of Success in School Administra-

tion " (DCS), were published din sJune, 1962, under ;the title Admi-

nistrative Performance and Pefsonality. The study, which was
centened (at' Teachers ! “Callegel, represeﬁts a/mestsrecomprehensive
examination of the administratiyve behavior of elementary school
principals now available. The study w;s based on a'national

le of 232 ncipals and had three main purposes:

cam ~r o N A
-~ L Pl |I|\fllJu -~ Ao

n
S

20
Howard J. Deweke, ' Guidelines for Evaluation : The School

Principalship-Seven Areas of Competence '' (ERIC) Document, 1971),

ED 057 479.



30.

1. To determine dimensions of performance in the

"elementafyvschool principalship, and thus to
develop a better understanding of the nature
of the job of the school administrator.i
2. To provide information helpful %n the solu-
tion of the problemvbf selecting school ad-
ministrators. 3
3. To provide materials for fhe stud}fénd teaching
of school administrafion.
bln this study, eight/ factors or dimensions were disco-
vered which have an apparent bearing aon the principalship: Eactor
" A, Exchang.ing information: Factor é, discussipg wjth.others be-
fore acting; Factor C, compliying with suggestions made by others;
‘Factor D, analysing the ?ituation; Factor E, maintaining organif
zational relationships; Ea;tor F, responding to oUtsiders;‘Fac-
ﬁor G, directingwthe work of others.
‘In addigion, there ére twogsecondary‘factors: Factor X,

preparing for decision, and Factor Y, amount.of work.?l

21
John K. Hemphill, Daniel Griffi'ths,_and Norman.Frederick-

son, '"‘Administrative Performance and Personal+ity: “A 'study of
the Principal in a Stimulated Elementary School ' (New York:
Bureau of Publications, Teachers' College, Columbia Universlty,:

1962), as mentional by Paul B. Jacobson, William K. Heavis, and

James D. Logsdon, The Effective Principal (New Jersey: Prentice

Hall, Inc., 2nd ed., 1963) pp. 501 - 506.
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Rosenberg enumerates a 100 statement-checklist for ‘the
teachers to evalute priﬁcipals effectiveness. Thesé statements
fall under'eiéht'general heédings with corresponding behavioral
evidences: school organization-seventeen;'instructional program-
fifteen;-relationship with students-fourteen; relationship with
staff members-seventeen; relations with the community-fourteen;
relation with central administr;tion and other schoél units-six;
plants and faculties-seven, and‘other management matters-ten. The
instrument considers that .the principél's total function is tp
coordinate and integgate/the elements of instruction td provide
the finest possible educétional opportunities for all the children
2

who attend the schooll.

Savioe using the same premise but employing the Critical

Incident Method? arrived at Critiéal Requiremnets of the Principal-
Ebié' This.jncludes incidents.}eportéd by public elementar; school
tea;hers in Qanada and contains the,féllowing categories: (1)
building community Ihterest and support, (2) administéring school
personﬁel, (3) demonstrating personal effectiveness; '(4) impro-
ving instruction, and’ . (5) handling administrative functions.

There were eighteen subcategories in all“and a total of eigﬁly—two

trait-actions. 23

22 N
Max Raesenberg, Leadership Action Folio # 9 (New London,

Conn. : Crafts Educational Services, Inc., 1972).
2 3 . 3, N . )
Gilles Savoie, ' The Critical Requlrements for the Prin-

cipalship from an Analysis of Critical Incidents as Reported by

Public Elementary School Teacher '
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24

Hamel in his study adopted Martin Haberman'slinstrument
for evaluatlng educatfonal admfnistrafors. The categories are:
(1) decision making, with five statements; (i) communications,
with eight statements; (3) personnel relations, Qifh nine state-
ments; (4) professional values, seven; and (5) attitude toward
change, four. There are twenty-eight statements which have the
corresponding negative equivalents:

BPS form 8B considers supervisory compgtencé, educational‘
leader and executivewab ility, and personal. and sociaf qualities
as the main categogiess Mt contains twelve guestions with forty-
eight suggested answe}s representing trait-actions. 25

Kenney and @Gentry considered four management .processes as
the key areas of administrative perférmance. Eigh;y-two adminis-
trative practices were selected and classified unéer four major
functiong of administration.. These funcfions are: (1) alanning,
(2) organizind; (3) actuating, and (4) evaluatin;.l’These_
functions were seleéted because of the frequency with which they
appeared in the professional lkterature. 0f the eighty-two prac-
tices, forty-six vere séliecited and. thosé thirty~six which did not
have 75 per 'cent ag}eement by the panel of experts were EXcluded.
Nine of them wéde placed, under blanning, twe lve “dnder organizing,

26

seventéen under actuating, and eight under evaluating function,

T

24
Paul Hamel, Role Performance of Administrators, (unpub-

lished document 1973 - 1974) FLA.
BPS Form 8B - Evaluation of the Performance of Public
School Principals and Supervisors.
26

Gehtry and Kenney, '' The Performance of School Princi-

pals, ' pp. 62 - 67.
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ESSO Commissionea P.w.lMaloney to come up with an instru-
ment that wduld‘evaluate the performance of supervisors of the com-
pany. The rgsulg'was,the " A New Tool for Supervisory Self-Develop~
ment, The_following are the main pategories containing seventy-
two evidences: (1) check-iist of ‘person traits; (2) check list
on results; (3) chéck list.on job/methods; and the (4) su;mary
evaluation_cdntaining opened questions. 27

Likert likewise gives dimensionsiof organizational charac-
teristics some of which®could be attributed to the principalship.
The profile includes: (1) / leadership processes, (2) character
of motivational-forces, (8) character of interaction fﬁfluence
proce§$es, (4) character of decision-making processes, (5) cha-
racter of local-setting and‘ordering, “and (6) 'pérformance goals

28

and training.

Methods of Evaluation, Development, ‘and Validation

The followlng studies have some bearing ;n the methodology.
and anticipated resuits of the current research.

Mjolnessy , @n developing a model to appraise‘the perfor-
mance of secondary principals, used thé critical iacident method
of Flanagdny ~His findings wefe (1)) “Therelwele 292 incildents col-
lected and they were categprized by eleven judges into the techni-

cal, conceptual, and human skill areas, (2) over-one-half (56 per

27 :
P.W. Maloney, '" A New Tool for Supervisory Self-Develop-

ment, ' ESSO Research and Engineering Company, (n.d.).
Ransis Likert, " A Profile of Organizational Characteris-
tics, ' The Human Organization: Its Management and Value (New York:

McGraw Hill, Inc., 1967), Appendix 1l contains the instrument.



34

cent) of the Incidents collected were classified 'under technical

skills. (3) The second most often mentioned behavior involved
skills. (4) Supervisors and principals reported more effective
behaviors on the part of the principal (93 per cent) than did
téachers (49.4 per cent). (5) Of the ninety-seven incidents re-
ported by teachers, fifty-four involved human ski]ls. (6) 1t
seems tenable that the perceptions' of what constitute effective
behaviors on the part of'thé principal varies among reference
groups. Therefore the _frame of réference'needs:;o be idéntified
when a berception i sgmade . (7) The cdnsﬁructs in the berformance
appraisal model are based'on the behavioral incidents collected in
the study. Thg model is a'basic framework upon which an appraisal
instrumént would include behaviorally-bésedljob essentiais taken
from the list of critical [dncidents.and categorized in Ehe three-
skill approach namely: conceptual, technical, and human.

THis éame study came:ﬁp with the following recommenda-
tions: (1) The.results should be combined with the findings of
other studies of .slimilar héture to form a more comprehensive pic-
ture of the_job of the prihcipal. (2) Frames of reference should
be identified when perceptions of‘a particulaf job are determined.
(3) .The .types.of %kills indicated as ‘critical to the pefformance
of the principal's&job should be' considered “in the lin-service
training and evaluation of a pr}ncipal. (4) An evaluation ins-
trument to appraise the performance of secondary principals should

29

be developed and tested by empirical research.

29

Daniel Morgan Mjolness, ' Development of a Model to Ap-
praise the Performance of Secondary School Principals ' (unpub-
lished Doctoral dissertation, University of Minnesota, 1969) ,

Dissertation Abstract International, Ann Harbor, Michigan: Xerox

University Films, XXX, 10, 1970, p. 4198 A
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Campbell ﬁonducted a similar study which produced an in-’
strument equally effective for elemehtary and high school princi-
pals. This'instrument came out with nine standards and eighty-
two behavioral evidences gathered from a study of writings in edu-
cational administratidn, the pr{ncipalship and numerous instruments
used for central office eVaiuation of school prfncipals in the pub-_
lic school system. The second phase ofithe study consisted of a .
validation process. _The deQelopéd teacher-use instrument was com-
pleted by ten tegchers in each of twenty-eight suburban Atlanta
schools. The teachers, randomly seleéted, rated the prinéipals
from their own schools. /it was concluded that the instrument
developed in this study was moderately reliable for use by prin-
cipals in obtafﬁing the assessment of their teachers for use in

. self-improvement programs. 30

'Metzger determined the content-validity of the PEEL (Per-

formance Evaluation of the Educational Leader)sdefinition of ad-

31

ministrative competence, developed by Deweke.

0 ' ;
3 Charles Campbeil, '' The Development and Validation of and

Instrument for, Use by Teachers in Assessing the Effectiveness of
School-Principals '} (unpublishéd Doctoral dissertation, School of

Education, Georgia State University, 1974), Dissertation Abstract

International, XXXV, 4 (October, 1974), 1897A.
31

Howard Dewoke, Guidelines for Evaluation: PEEL (ERIC Doc.)
ED 057 479. C.M. Metzger, ' Content-Validity of the PEEL Defini-
tion of Administrative Competence '' (unpublished Doctoral disser-

tation, Xerox University Films, 1971), Dissertation Abstract Inter-

national, XXXIX, & (1971), 2132A.

i 17109600
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" A sample ofv96h school administrators stratified into
four groups (superintendency level staff, secondary principals,
junior or middle school principals, and elementary principals).
was selected by a multistage systematic random sampling from all
districts in the United States with student populafion of over
10,000. Utilizing a Likert Scale of strongly agree, agree, un-
deéided, disagree, and strongly disagree, the PEEL>definitidh of
administrative competence was formulated verbatim into an instru-
ment. Data were processed’and using the oné-wa; analysis of va-
riance, seven hypotheses' were tested at .05 level of signifi-

cance.,
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