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Abstract 

It is generally recognized that the assistant principal’s position is a launching 

point for a career in school administration. The scarcity of research and literature 

pertaining to the role of the assistant principal led the researcher to compare the actual 

tasks being performed by public school assistant principals to their ideal job expectations.   

Assistant principals throughout Indiana participated in the study. The sample 

consisted of 283 assistant principals, who completed a 59-item survey developed by 

Kriekard (1985). From the sample, 152 responded via email (53.7%), while another 131 

(46.2%) responded by mail. The overall response rate was 54%.  

The study sought to distinguish what job responsibilities were expected and 

performed by secondary assistant principals based on the six task areas in the survey. 

These included: Management of Schools, Leadership in Staff Personnel, Community 

Relations, Instructional Leader, Student Activities, and Pupil Personnel (Kriekard, 1985).  

Using SPSS as the statistical program, the results of this study indicated that 

assistant principals today are still performing many of the same duties that assistant 

principals performed in the 1960s.  Significant results were found within the tasks areas 

of: Management of Schools (.000), Leadership in Staff Personnel (.000), Instructional 

Leader (.000) and Student Activities (.000). This suggests a significant decrease from 

actual job responsibilities as compared to the expected job responsibilities. Significant 

differences were also found within the independent variables of age, school setting, and 

career aspirations using T-test and ANOVA procedures. These findings were discussed 

and future research was suggested. 



4 

Dedication 
 

 
 James 1: 1-5 states, “Consider it pure joy my brothers and sisters whenever you 

face trials of many kinds, because you know that the testing of your faith produces 

perseverance”.  This has been my theme verse throughout this whole process.  Although 

this journey has tested me beyond measure, my family has continually been a source of 

strength.   

 Thank you is not enough to my husband Jim, who has faithfully read, reread, and 

reviewed every written word.  Your encouragement and support has been immeasurable. 

This work is dedicated to you.  I am excited to have followed your lead of earning my 

doctoral degree.  Finally, we can be called, Dr. and Dr. Scott.  

 Lastly, I would like to dedicate this work to my sons, Taylor and Zach. I hope my 

perseverance has taught you that anything is possible. The talent that you both possess is 

incredible! Thank you for loving me in spite of the time it took away from our family.   



5 

Acknowledgements 

I would like to thank my parents for instilling within me the desire to learn.  With 

two educators in the house it was easy to understand that education was the key to my 

future.  My desire to fulfill a doctoral degree began with my Dad, and continued on with 

my husband. I am grateful to be continuing this trend in our family. 

My deepest gratitude goes to my committee chairperson, Dr. Marilyn Quick.  

Your continued support has guided me through every step in this process. You inspired 

me to believe in myself and to cherish the gifts that God has given me.  I know this would 

not have been possible without you.  Thank you for making an indelible impact in my 

life.  I am eternally grateful.  

I would also like to acknowledge my dissertation committee, Dr. Finch, Dr. Buck 

and Dr. McKinney. Your time and efforts have not gone unnoticed and for that I thank 

you. I value your patience with me throughout this long process.  Another 

acknowledgment goes to Dr. James Jones for his assistance with my research data.  Your 

contribution was invaluable. 

 A special thanks to my friends and colleagues who have continually supported 

and prayed for me.  I could not have done this without you.  Thank you for being the 

friend that loves at all times. 

 



6 

Table of Contents 

APPROVAL PAGE……………………………………………………………….. 
 

2 

ABSTRACT………………………………………………………………………... 
 

3 

DEDICATION…………..…………………………………………………………. 
 

4 

ACKNOWLEDGMENTS…………………………………………………………... 
 

5 

TABLE OF CONTENTS…………………………………………………………... 
 

6 

TABLE OF APPENDICES………………………………………………………… 
 

8 

LIST OF TABLES…………………………………………………………………. 
 

9 

CHAPTER  
1. INTRODUCTION……………………………………………………….. 10 
 Statement of the Problem………………………………............................ 14 
 Purpose of the Study….…………………………………........................... 15 
 Significance of the Study………………………………………………… 16 
 Research Questions………………………………………………………. 17 
 Methods…………………………………………………………………... 17 
 Delimitations……………………………………………........................... 18 
 Definitions……………………………………………………………….. 18 
 Summary…………………………………………………………………. 

 
20 

2. REVIEW OF LITERATURE……………………………………………. 22 
 Evolution of the role of Assistant Principal……………………………… 22 
 Role of the Assistant Principal…………………………............................ 27 
 The Role of Instructional Leadership…………………………………….. 32 
 The Principal’s Impact upon the Role of an Assistant Principal…………. 34 
 The Shortage of Potential Administrators………………........................... 36 
 Principal Preparation……………………………………………………... 39 
 Role Ambiguity and Role Conflict……………………………………….. 42 
 Role Ambiguity…………………………………………........................... 45 
 Role Conflict……………………………………………………………... 47 
 Job Satisfaction…………………………………………............................ 49 
 Mentoring………………………………………………………………… 50 
 Career Stability…………………………………………............................ 55 
 Retention…………………………………………………………………. 57 
 Conclusions………………………………………………………………. 

 
58 

3. RESEARCH METHODOLOGY………………………………………… 62 



7 

 Population………………………………………………............................ 62 
 Instrumentation…………………………………………............................ 63 
 Research Design………………………………………………………….. 66 
 Procedures………………………………................................................... 68 
 Data Analysis…………………………………………………………….. 70 
 Summary…………………………………………………………………. 

 
72 

4. RESULTS AND DISCUSSIONS…………………….…………………. 74 
 Demographic Results……………………………………………………... 75 
 Findings Related to the Research Questions……………........................... 79 
 Summary………………………………………………………………….. 

 
98 

5. SUMMARY AND CONCLUSIONS ………............................................ 102 
 Summary of Study………………………………………………………... 102 
 Findings and Discussion………………………………………………….. 104 
 Research Question 1……………………………………............................ 106 
 Research Question 2……………………………………............................ 108 
 Research Question 3……………………………………............................ 110 
 Conclusions……………………………………………………………….. 114 
 Recommendations………………………………………………………… 116 
 Further Research………………………………………………………….. 118 
 Summary………………………………………………………………….. 

 
119 

REFERENCES…………………………………………………………………….. 
 

122 

APPENDIX………………………………………………………………………… 142 
 

 

 

 

 

 

 



8 

Table of Appendices 

Appendix A:  Survey………………………………………………. 142 
 
Appendix B:  Reliability…………………………………………… 146 
 
Appendix C: Survey Permission Letter…………………………… 147 

Appendix D: 
  
IRB Proposal………………………………………... 148 

Appendix E: 
  
Cover Letter………………………………………… 152 

 
Appendix F: Informed Consent…………………………………… 153 
 
Appendix G: Link to Survey………………………………………. 154 
 
Appendix H:  IASP Flier………………………………………….. 155 
 
Appendix I:  Expert Panel………………………………………... 156 

Appendix J: 
  
Expected Tasks in Descending Order………………. 157 

Appendix K: 
  
Actual Tasks in Descending Order…………………. 160 

Appendix L: 
  
Frequency Distribution of Expected and Actual Tasks 163 

Appendix M: 
  
Multiple Comparisons-Age………………………… 169 

 
Appendix N:  Multiple Comparisons-Teaching Experience……… 172 

Appendix O: 
  
ANOVA-School Setting…………………………… 170 

Appendix O1: 
  
Multiple Comparisons-Schools Setting…………… 179 

Appendix P: 
  
Multiple Comparisons-School Enrollment………… 181 

Appendix Q: 
  
ANOVA-Career Aspirations……………………… 186 

Appendix Q1: 
  
Multiple Comparisons-Career Aspirations………… 187 

 

 

 



9 

List of Tables 

 

Table 1: Participants’ Gender………………………………………………. 76 

Table 2:  Participants’ Age…………………………………………………. 76 

Table 3: Participants’ School Setting………………………………………. 77 

Table 4: Participants’ School Enrollment…………………………………... 78 

Table 5: Top Ten Expected Tasks (Mean Scores)……………….................. 80 

Table 6: Top Ten Actual Tasks (Mean Scores) ……………………………. 82 

Table 7: Mean Scores (Expected vs. Practiced)……………………………. 83 

Table 8:  Correlation between Expected vs. Actual Tasks Areas………….. 84 

Table 9:  Paired Samples Correlations between Expected and Actual Tasks 85 

Table10: Paired Samples T-test between Expected and Actual Tasks……… 86 

Table 11: ANOVA-Age.…………………………………………………….. 88 

Table 12: Multiple Comparison-Age………………………………………... 89 

Table 13: ANOVA-Teaching Experience…………………………………… 90 

Table 14: Multiple Comparisons-Teaching Experience…………………….. 91 

Table 15: ANOVA-School Setting…………………………………………... 92 

Table 16: Multiple Comparisons-Schools Setting…………………………… 93 

Table 17: ANOVA-School Enrollment………………………........................ 93 

Table 18: ANOVA-Career Aspirations……………………………………… 94 

Table 19: Frequency Distribution-Job Satisfaction…………………………. 96 

Table 20: Cross Tabulation-Career Aspirations……………………………... 97 

Table 21: Effect Sizes of Significant Results………………………………... 101 

Table 22: Demographic Comparisons between Grate (2005) and Scott…….. 104 



Chapter 1 

The beginning of the 21st century has been set apart by an unequaled number of 

anticipated retirements and documented principal shortages of public school 

administrators (Petzko, 2008). Confirmation of this number can be seen from the Bureau 

of Labor Statistics (2008). Those statistics indicate that between the years of 2006 and 

2016 the demand for educational administrators is expected to grow by 12% primarily 

due to growth in enrollments. In 1998, the National Association of Secondary School 

Principals (NASSP) and the National Association of Elementary School Principals 

(NAESP) commissioned a survey. A study of school districts was conducted to determine 

the ability to fill vacant principal positions. The findings determined that approximately 

half of the school districts reported a shortage in the labor pool for K-12 principal 

positions, regardless of the schools’ grade levels and school setting (NAESP Fact Sheet, 

1998). Malone, Sharp, and Thompson (2000) confirmed this shortage of candidates in a 

1999 Indiana survey. Sixty-seven percent of the total number of principals surveyed 

stated they did not plan to stay in the principal’s position for more than ten years.  

Another factor is the anticipated increase in administrative responsibilities due to 

the demand for monitoring student achievement. While major recruitment efforts are 

being implemented to find successful school leaders, public schools are also reporting a 

shortage of qualified administrators (Fenwick and Pierce, 2001; Burdette and Schertzer, 

2005). Attracting, developing, and retaining future public school administrators is 



11 

becoming increasingly more difficult; while the demand for effective school 

leadership has also increased (Fields, 2000; Malone and Caddell, 2001).  

Although many educational experts have predicted a nationwide shortage of 

school administrators, recognition of this fact appears to have been developed only 

recently. Conrad and Rosser (2007) believe the vacancies currently created by retiring 

administrators have been compounded by the fact that fewer certified and potentially 

qualified individuals are willing to endure the challenges of running a school. The 

problem does not seem to stem from the quantity of candidates but rather with the quality 

of candidates applying for positions. As a result of these upcoming retirements and the 

lack of quality candidates, Conrad and Rosser (2007) thought it essential to examine the 

upcoming candidates’ responses to their work life experiences and their levels of job 

satisfaction. This research was done to understand the potential candidates’ intent to 

pursue career advancement in public school administration.                                                                        

Research has established that the overall success of a school resides primarily 

with the most influential person in the school, the principal (Korkmaz, 2007). The second 

most influential position in secondary schools is the assistant principal (Simpson, 2000). 

Although the assistant principal is seen as an invaluable resource for the success of a 

school, little attention has been given to this role and function (Marshall, 2006). 

Cranston, Tromans, and Reugebrink (2002) stated that the secondary assistant principals’ 

arena has historically been under-researched and that research generally is not focused on 

secondary schools. Marshall (2006) noted there have been no evaluation instruments 

specifically devised for measuring the assistant principals’ abilities. Because of the 

scarcity of research and literature pertaining to the role of the assistant principal, the 
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author will compare the actual tasks being performed by public school assistant principals 

to their ideal job expectations. This research is needed to assist district-level and higher 

education leaders to prepare and retain quality assistant principal candidates for the 

upcoming administrative openings. 

 Historically, the role of the assistant principal has been hard to define because of 

the ambiguity and variations of the duties performed from one to school to another. In 

fact, Marshall et al. (2006) characterized the assistant principal’s role as often “…ill-

defined, inconsistent, and at times incoherent” (p. 7). Moore (2009) believes it is time to 

end the ambiguous role of the assistant principal by standardizing the job responsibilities 

to help establish uniformity of the position. Mertz and McNeely (1999) stated the 

responsibilities of the assistant principal are often defined as whatever the principal 

wants. Consequently, the areas of responsibility are largely left to the discretion of the 

principal, making the duties of the assistant principal’s position ambiguous and 

undefined. Weller and Weller (2002) are calling for a redefinition of the role of the 

assistant principal that reflects the Interstate School Leaders Licensure Consortium 

Standards for School Leaders (ISSLC) standards, one which includes more involvement 

and shared responsibility for the instructional leadership aspects of a school. In order for 

assistant principals to have the desire to move up to the principalship, Oliver (2003) 

believes more involvement and shared responsibility must be imbedded in their current 

positions. Because of the inconsistencies in the job descriptions and roles of the assistant 

principal, it has become necessary to redefine the assistant principal’s role.   

Generally, the assistant principal position has been selected from a pool of 

candidates who have shown success in the classroom, as a department chair, in the 
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counselor’s office, and/or as an administrative intern (Marshall and Hooley, 2006). 

Marshall (1992) noted the assistant principalship is frequently thought of as an entry-

level position for most administrative careers. Hintz (2002) conducted a study that 

investigated the diminishing pool of aspirants for high school principalships in Indiana 

urban schools. His conclusions found that the majority of high school assistant principals 

in Indiana believe they are viable candidates for promotion to the high school 

principalship. Thus, the real possibility exists that good performance from the assistant 

principal position will likely lead to the next administrative position on the career ladder 

(Marshall, 2006). Since assistant principals generally succeed principals (Oliver, 2003; 

Daresh, 2004), care must be taken to help insure that assistant principals have the desire, 

skills, and experience necessary to move to the next level. Hartzell, Williams, and Nelson 

(1995) believed:  

…an undeniable gap remains in the school administration research and 

practitioner literature. This gap signals more than just a lack of understanding 

about the position and the people who hold it.  It also represents a significant flaw 

in the knowledge base required for effective preparation of future secondary 

school administrators…APs are important not only in the current administration 

of schools but also in the future of schooling (p. 23). 

If the assistant principal’s position is truly the launching point for a career in 

administration, then more in-depth information needs to be identified and used to 

rationally guide the process of filling the upcoming administrative position openings with 

well-trained and qualified persons. 
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Statement of the Problem  

Recruiting and retaining competent administrators is a problem many school 

districts are currently facing. Marshall (2006) believes these issues are usually ignored at 

the assistant principal level because the focus is on recruiting teachers and principals. 

According to Malone and Caddell (2000), the talent pool is declining because of time 

commitments and compensation. Superintendent Michele Lawrence, from Berkeley, CA, 

talked about the salary differences between a senior teacher and a principal. She stated 

the difference can be only $25,000 to $30,000. When comparing the compensation from 

senior teachers to principals, the annual salary for principals computes to only about one 

or two dollars more per hour. Furthermore, the time commitment at the high school level 

has principals working almost every night of the week (Gilman and Lanman-Givens, 

2001).  

These challenges are causing potential candidates to rethink their decision 

regarding entering the field of public school administration and have led to what many 

are calling a full-grown shortage of principals (Malone, Sharp, and Thompson, 2000; 

Gilman, and Lanman-Givens, 2001). As a result, Johnson-Taylor and Martin (2007) 

believe that school districts need to “build the bench” (p. 23) to ensure that effective 

people fill these vacancies. This means that school districts need to offer a network of 

support and be able to foster a career-long approach to administrator development 

(Pounder and Crow, 2005). Educational leadership preparation programs need to prepare 

quality leaders with the appropriate knowledge, skills, and habits to become successful 

instructional leaders and improve student achievement (Oliver, 2005). 
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For a vast number of assistant principals, it appears they view their current 

position as a means to advance their career to the position of principal. In fact, Marshall 

(2006) believed that a “majority of assistant principals expect to move upward in 

administration” (p. 2). Oliver (2003) conducted a longitudinal survey of assistant 

principals in California concerning their intentions to continue as administrators and their 

desire to pursue the principalship. Seventy-eight percent of the respondents indicated they 

intended to become principals. It is for this reason, that assistant principals should be 

given opportunities to learn behaviors that are necessary for professional advancement.   

Purpose of the Study 

 It is generally recognized that the assistant principal’s position is a launching 

point for a career in school administration. To help prepare the next generation of 

principals, it is imperative to determine exactly what areas of competencies reflect the 

“real” work performed by secondary school assistant principals to help establish viable 

candidates for the upcoming predicted vacancies. Included in this analysis is the 

consideration of the relationship between the expected professional tasks assistant 

principals believe they should perform as compared to the “actual” tasks performed. This 

study will attempt to examine the importance of performing specific tasks and the 

acquired skills needed to help secondary assistant principals succeed in their positions. 

The major competency areas to be examined will include management of school, leader 

of staff personnel, community relations, instructional leader, student activities, and pupil 

personnel.                                                    

Because there is no universal definition of the assistant principal’s role and duties 

or even a clearly defined job description, it is quite common for the role of an assistant 
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principal to be determined by each principal. If the assistant principal’s position is meant 

to be a stepping-stone into advanced administrative positions, the question becomes, “are 

assistant principals satisfied in their current positions, or do they lose interest in further 

advancement because of their first administrative position?” 

 Another purpose of this study will be to determine whether educational 

administrative training programs prepare students for an assistant principalship or does 

the course content seem to be focused more on preparing principals? NASSP (1991) 

explained that almost nothing has been said about the assistant principal’s job training in 

university programs.  

Significance of the Study 

The merits of this study include providing a greater depth of knowledge and 

understanding of the factors that could influence an assistant principal’s ability to move 

into the principalship. Because of the anticipated shortages of qualified candidates, it 

seems important to find better ways of preparing aspirants to assume principalships. 

Given the current budget concerns in Indiana and reported cutbacks in administration, the 

author anticipated that there would be less administrative positions. Surprisingly, the 

number of assistant principals in secondary schools in 2009 increased only by 6%  from 

those reported by Grate in 2005. Therefore, cutbacks did not overall seem to impact the 

assistant principal position in public secondary schools.  

 Oliver (2003) believes it is crucial to involve assistant principals in leadership 

roles and responsibilities, particularly since instructional leadership is a thrust behind the 

standards and reform movement. Oliver (2005) also stated that since assistant principals 
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are supportive to principals in a number of ways, it is necessary for principals to use this 

support by assigning additional responsibilities associated with instructional leadership. 

The results of this research will further enable the leaders of Indiana secondary 

schools to understand the deficits which apparently exist in the current leadership 

practices being employed by clarifying the expectations of the role of the assistant 

principal in Indiana. Information garnered from this study could contribute to the limited 

body of knowledge currently available about public school secondary assistant principals 

in Indiana. 

Research Questions 

1. What expectations of tasks and competencies did secondary public school 

assistant principals hold when they applied for their first assistant principal 

position?  

2. What were the actual tasks or competencies being performed by secondary 

public school assistant principals?  

3. Are there discrepancies between the expected and actual tasks different based 

on the demographic characteristics and job satisfaction? 

Methods 

 A survey was sent to all Indiana public secondary school assistant principals. This 

study included all of the assistant principals from secondary schools that consisted of 

grades 9-12, as well as 7-12 configurations. Some Indiana secondary schools host both a 

junior and senior high school and have the same assistant principal.  Most of the survey 

being used was developed by Kriekard (1985).  His 59-item instrument examined six 
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major competencies: management of school, leadership in staff personnel, community 

relations, instructional leadership, student activities, and pupil personnel. 

Delimitations 

1. The population for this study is limited to Indiana secondary assistant principals 

in the public school system. 

2. Some assistant principals will have very little experience in this position, which 

has the potential to affect their answers to the survey. 

3. Other administrators such as personnel directors, superintendents, curriculum 

directors, and special education directors were not included in this study.  

Definitions 

ASSISTANT PRINCIPAL (AP) – This refers to the second person in charge at a school 
setting.  The first person in charge is the principal. 

COMMISSION ON ACCREDITATION AND SCHOOL IMPROVEMENT (NCA) - 
NCA is an accrediting organization recognized by the Department of Education that is 
dedicated to advancing worldwide excellence in education through accreditation, 
research, and professional services (http://www.advanc-ed.org/?). 

DEPUTY PRINCIPAL-The Australian version of assistant principal is called the deputy 
principal. (Cranston, Tromans, and Reugebrink, 2002). 

DIVISION OF PROFESSIONAL STANDARDS  (DPS) - The Division of Professional 
Standards, also known as the Office of Educator Licensing and Development, is 
responsible for educator licensing, testing, induction, assessment, and continuing 
education as well as the accreditation of Indiana teacher preparation units 
(http://www.doe.in.gov/dps/visitors/welcome.html). 

INDIANA ASSOCIATION OF SCHOOL PRINCIPALS (IASP) --This professional 
organization supports Indiana administrators with legal advice, administrative vacancies, 
and helps research issues that affect school systems. 

INDIANA DEPARTMENT OF EDUCATION (IDOE) --A state government agency 
provided to lead the improvement of student learning in the K-12 schools of Indiana.  
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INTEGRATED NETWORK QUIZZING, SURVEYING AND INTERACTIVE 
TESTING SYSTEM (InQsit) --A comprehensive online assessment tool created at Ball 
State University.  It is used to create, distribute, and administer tests and surveys via the 
internet, then it retrieves and records the responses all online (Fortriede and Draper, 
2003). 

INTERNSHIP --Marshall and Hooley (2006) define this as a process that occurs as part 
of a class requirement needed prior to obtaining one’s administrative license. The 
purpose of this experience is to see if the role of assistant principal is comfortable and 
satisfying. 

INDIANA PROFESSIONAL STANDARDS BOARD (IPSB) --The Indiana Professional 
Standards Board governs teacher preparation and licensing in Indiana. 

MENTORING --Walker and Stott (1994) defined administrative mentoring as an 
involvement of a “senior person (the mentor) undertaking to support and guide a less 
experienced colleague’s (the protégé) personal, professional, and career development” (p. 
72).   

NATIONAL ASSOCIATION OF ELEMENTARY SCHOOL PRINCIPALS (NAESP)--
This national membership organization consists of about 30,000 principals who lead 
learning communities from grades pre-kindergarten to eighth grade. 

NATIONAL ASSOCIATION OF SECONDARY SCHOOL PRINCIPALS (NASSP)--
This organization has been in existence since 1916 and has members across the United 
States and in 45 other countries as well. It assists middle school level and high school 
level administrators with resources to serve as school leaders 
(http://www.principals.org/s_nassp/sec_inside.asp?CID=567&DID=48227). 

NATIONAL POLICY BOARD FOR EDUCATIONAL ADMINISTRATION (NPBEA) 
--The purpose of this national consortium is to provide an opportunity for collaborative 
actions by organizations interested in the advancement of educational leadership and 
policy (http://www.npbea.org/). 

THE PERFORMANCE EVALUATION OF EDUCATIONAL LEADERS (PEEL) --
PEEL is an instrument designed in 1972 by Dr. Howard Demeke from Arizona State 
University to objectively measure competence in seven different administrative areas 
(Metzger and Lynch, 1974). 

SCHOOL LEADERS LICENSURE ASSESSMENT (SLLA) --This is a national entry-
level test that all educational leaders must pass in order to receive an administrative 
license. It is based on scenarios or documents that an administrator might encounter and 
specifically addresses the ISLLC standards.  

http://www.npbea.org/
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THE STATISTICAL PACKAGE FOR THE SOCIAL SCIENCES (SPSS) --SPSS is a 
software package used to turn raw data into information that can be used to analyze 
research. 

Summary 

 Traditionally, assistant principals have been ready, willing, and eager to take over 

the position of a former principal (Connelly and Tirozzi, 2008). Today, administrators not 

only have the job of managing schools but also must lead them through an era of social 

change. This ever-increasing amount of responsibility is making many assistant 

principals rethink the opportunity of taking over the principalship. Our nation is faced 

with the challenge of retooling our current principals while preparing the next generation 

of instructional leaders to take their place. This assignment is neither an easy one, nor one 

that many principals are prepared to make (Levine, 2005).  The need to recruit qualified 

principal candidates is becoming more difficult for school corporations. Often 

administrator preparation programs are inadequate and ongoing professional development 

is sporadic at best (Tirozzi, 2001a). To prepare a new generation of educational leaders 

requires different competencies than those of previous generations of school leaders. This 

will involve commitments from all those with a stake in the outcome: school board 

members, communities, and new kinds of partnerships that can turn recommendations 

into reality (Salazar, 2007). 

This study has the potential to assist school organizations in better understanding 

how to attract and retain quality leaders for initial administrative positions in secondary 

schools. Since assistant principals generally succeed principals, it is important to 

understand the actual duties that assistant principals perform. Oliver (2003) stated, “… 

care must be taken to insure that assistant principals …have the desire to move to the next 
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level…” (p. 38). If assistant principals are not performing the duties they hope to, will 

they aspire to move to the next level? If the nation is to avoid the anticipated shortfall of 

qualified administrators, an examination of the competencies being performed by 

secondary public school assistant principals, who are in the pipeline to the principalship, 

must be completed to identify factors that have the potential to influence either their 

departure or advancement (Conrad and Rosser, 2007).



Chapter 2 

Chapter two establishes a concrete basis for this study by reviewing theoretical 

and research findings on the role of an assistant principal, specifically for secondary 

schools in Indiana. The review of literature will begin with a historical account regarding 

the evolution of the assistant principal.  

 The categories to be reviewed include the role of the assistant principal, the role 

of instructional leader, an overview of the principal’s impact upon the role of an assistant, 

principal preparation, and the increasing shortage of qualified leaders. Also included in 

this chapter is a review of research related to role conflict and ambiguity, job satisfaction, 

mentoring, the career stability of an assistant principal, and retention. The author believes 

that delving into these topics has the potential to help guide the process for attracting and 

developing future administrators for the upcoming administrative position openings. 

Evolution of Assistant Principal 

 In order to understand the role of the assistant principal as it is today, it is 

important to know how the position has evolved. It did not begin as a carefully planned 

and designed position, but rather has emerged in response to a whole multitude of factors, 

including school enrollment, the number of teachers employed, and the services provided 

by the public school (Goldman, 1966). 

 Historically speaking, beginning in the 1900s, the principalship has gone through 

six evolutionary stages, which include one teacher (one-room school house), head
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 teacher, teaching principal, school principal, supervising principal, and change 

agent/instructional leader (Campbell, Cunningham, Nystrand, and Usdan 1990).  

From the beginning, American public schools had very few pupils and only one 

teacher who taught every subject to students at all levels. Goldman (1966) believed that 

as cities grew and school enrollments increased, the development of grading practices 

and departmentalization also increased.  With these changes, it became evident that 

someone in the school had to be responsible for its administration. Thus the term head 

teacher or principal was created.   

 Early in the 1900s, enrollment in schools grew dramatically because of the influx 

of immigrants into the United States. Glanz (1994) believed this could be attributed to 

intensified urbanization.  In fact, Glanz (1994) stated that between 1895 and 1920, total 

school enrollment increased from 14 to 21.5 million students. Industry was expanded 

with the help of Friedrich Winslow Taylor by making factories more efficient in 

production with less cost. This expansion of industry was called the efficiency movement. 

During this time, this movement influenced public schools, and school principals were 

compared to the factory managers of the industrial era (Miller, n.d.).  In 1916, Ellwood 

Cubberly, known as the father of educational administration (Daresh, 2004), stated that 

assistants could be useful in doing many of the things that were beyond the range of 

duties deemed as most important for lead administrators of schools. Cubberly applied 

industrial management theory to school leadership, which greatly influenced modern 

school administration (PBS, 2001). He likened the school to a factory by referring to the 

teachers as workers and the students as the raw material. The goal was to produce a 
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product to meet certain specifications. Drawing from the industrial movement, principals 

perceived themselves as business managers (Beck et.al, 1992).  

During this time period, Glanz (2004) also reported that society began to 

recognize the principal per say, and other supervisory personnel. Prior to this, the 

superintendent mainly assumed daily supervision of the schools. Goldman (1966) 

believed this era marked a significant turning point for the principalship. During this 

time, the principal was given release time from teaching to visit classrooms and provide 

assistance to the less experienced teachers (Glanz, 1994). 

The next emergent stage of the principalship appeared between 1920 and 1930. In 

1920, the National Organization of Elementary Schools Principals was founded. 

Goldman (1966) believed this organization helped to stimulate professional interest in the 

importance of the principalship in American education.  During this era, the number of 

principals doubled, and the principalship gradually shifted away from instructional 

assistance to a more managerial position (Glanz, 1994). A new cadre of administration 

was added to relieve some of the day-to-day responsibilities of classroom supervision. 

Specifically, two groups of supervisors were usually found in the public schools. First, a 

special supervisor was chosen by the building principal to help assist some of the less 

experienced teachers with subject mastery. Typically, this position was filled by a female, 

and no formal training was required. Second, a general supervisor, usually male, was 

selected to assist the principal in more administrative duties such as: preparing attendance 

reports, collecting data for evaluation purposes, and coordinating special events (Glanz, 

2004).  
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However, the position of the special supervisor did not last long and the 

responsibilities of the position were gradually taken over by the general supervisors. Glanz 

(2004) attributes the demise of the special supervisor to gender discrimination. He states, 

“In short, general supervisors gained wider acceptance simply because they were men” (p. 

6).  

With the disappearance of the special supervisor, the general supervisor became 

the principal’s main assistant. Glanz (2004) believed the position of general supervisor 

eventually became known as the “assistant principal” (p. 7). The principalship of the 1940s 

and early 50s embraced a new patriotic theme due to the aftermath of World War II. These 

values stressed the importance of education in a democratic society (Grogan and Andrews, 

2002). It was also at this time that the title of assistant principal came into usage. The 

assistant principal was typically a teacher with experience, appointed by the principal. The 

assistant principal was seen as an adviser with little formal authority (Glanz, 2004).  

Mertz and McNeely (1999) noted that the assistant principal position was born out 

of the need to manage increasingly larger school enrollments. With this being said, it 

seems that the role of the assistant principal position was born out of the need for 

efficiency rather than thoughtful planning. Marshall and Hooley (2006) wrote, “To this 

day, the ambiguity and the random nature of school need or perception of need seem to 

direct the evolution of the assistant more than any clear data or research (p. 2). The 

functions and responsibilities of most assistant principals were described by Glanz (1994) 

as mostly clerical tasks, extracurricular activities, and discipline. He goes on to state that 

most assistant principals did not have instructional responsibilities. 
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With the launching of Sputnik from the Soviet Union, the 1950s and 60s created 

an atmosphere of academic excellence by focusing on both math and science pedagogy.  

The growth of social problems in the 1960s and 1970s ushered in a new era of managing 

federally sponsored programs to assist special student populations. These problems 

included:  racial tension, substance abuse, and teen pregnancy which shifted the focus of 

academics toward finding remedies for the social issues (Grogan and Andrews, 2002) 

Hallinger (1992) referred to this time period as curriculum reform. This curriculum 

reform led to an increase in federal intervention, which in turn, added new responsibility 

to the principal for monitoring compliance with federal regulations. As a result of 

increased federal intervention, principals became viewed as potential change agents. 

Malone and Caddell (2000) believe that the principal as change agent is yet another 

evolutionary stage that the principalship is currently experiencing. 

The rise of international economic competitors like Japan began in the 1980s. 

This led to the issuance of the 1983 publication, A Nation at Risk by the National 

Commission on Excellence in Education. Major efforts were being undertaken to 

improve schools in America to refocus on academic achievement and job preparation 

(Hallinger, Murphy, and Hausman, 1992). The term instructional leader replaced change 

agent and called for principals to be actively engaged in leading the school’s instructional 

programming. This became the new standard for principals (Hallinger, 1992). Presently, 

the focus continues toward academic achievement through the development and 

implementation of state and national standards along with high stakes testing for 

assessment purposes (Grogan and Andrews, 2002). Implementing the No Child Left 

Behind Act (NCLB) of 2001 is forcing us to look at contemporary school leadership and 
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the need for higher quality instructional leadership that will drive student improvement 

(Hale and Moorman, 2003). Although the assistant principal’s role evolved from a 

managerial position to help the principal with larger enrollments, it continues to be a 

position plagued by ambiguity and too often separated from instructional leadership 

(Marshall, 2006). 

Role of the Assistant Principal 

In an attempt to define the role of the assistant principal, the National Association 

of Secondary School Principals (NASSP, 1991) stated, “No one descriptor fits the job of 

the assistant principal” (p. 15). Lopez (2003) believes the role of the assistant principal is 

one of the least researched topics focused in journals and books about educational 

leadership. She also concluded from her research that neither a universal definition nor a 

clear understanding of the role of assistant principal is in existence. The first nation-wide 

study of the assistant principalship was co-authored in 1970 for the National Association 

of Elementary School Principals (NAESP) by Austin and Brown (Austin and Brown 

1970). The study surveyed 1,270 assistant principals and provided a descriptive overview 

regarding the role and function of the assistant principal position. The findings concluded 

that most assistant principals spent their time on discipline and attendance rather than 

providing positive educational leadership.  

More research about the position of the assistant principal can be found in the 

1980s. Stoner and Voorhies (1981) surveyed principals, assistant principals, and teachers 

affiliated with the North Central Association for high schools in Indiana. Their goal was 

to determine the role and function of the assistant principal. They requested information 

on what duties were performed by the assistant principal, and what duties respondents 
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thought should not be performed by the assistant principal. Eight different tasks were 

agreed upon by all three groups regarding the roles currently performed by assistant 

principals. These included:  

1. Serve as the principal disciplinary official 

2. Assist teachers with disciplinary problems 

3. Conduct parent conferences concerning student behavior problems 

4. Administer attendance problems 

5. Follow-up on pupils with prolonged or suspicious absences 

6. Confer with teachers concerning teacher complaints 

7. Assist in the orientation of new teachers 

8. Confer with parents concerning parent complaints 

An additional sixteen tasks were identified as to what duties assistant principals should 

perform.  This list contained discipline and attendance issues, but also included duties 

such as assisting in the hiring of new teachers, staff evaluation, serving as a change agent 

for innovation, and providing professional development.   

In 1987, Smith surveyed over 350 secondary school assistant principals, 

principals, directors, or superintendents in the state of Washington to establish the degree 

of involvement in various roles and responsibilities of assistant principals. The results 

indicated that ideally assistant principals should be involved in all aspects of 

administration. Moreover, assistant principals need to be more involved in the areas of 

instructional improvement and professional development to better prepare them for a 

principalship. 
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Another study conducted by Norton and Kriekard (1987) validated the real and 

ideal competencies for the secondary school assistant principal. The study included 263 

assistant principals from a six-state area and identified tasks related to the assistant 

principal position.  The results yielded 59 real competencies and 91 ideal competencies. 

Real competencies included those jobs that are actually performed by public school 

assistant principals on the job. Ideal competencies are characterized by jobs that should 

be performed by assistant principals to make the school run efficiently. Important 

implications from the study revealed that “assistant secondary school principals viewed 

every competency as below the level that would ideally make the position more 

effective” (p. 29). By validating the real requirements of this position, Norton and 

Kriekard asserted that preparation programs can appropriately change to better prepare 

assistant principals to succeed.  

According to Pellicer and Stevenson (1991), a national study was conducted in 

1988 by NASSP that examined the relationship between the principal and assistant 

principal at the secondary level. Sixty-five distinct tasks were defined as responsibilities 

performed by the assistant principal showing student discipline, teacher evaluation, and 

student attendance at the top of respondents’ lists. The findings supported the idea that 

the assistant principal’s role is an integral part of what happens in the school, and does 

have an impact on helping the principal. Furthermore, the assistant principal position 

should be seen as a major step on the career ladder and provide incentives for those 

desiring administrative positions with more leadership responsibilities. 

Koru (1993) studied assistant principals residing in a metropolitan area of 

Houston, Texas by asking the question, “Does the work of an assistant principal prepare 
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one to become a principal” (p. 67)? The findings proved that the role of the assistant 

principal is one that is constantly changing and reacting to various situations. Much of the 

time is spent dealing with discipline and clerical tasks (Cranston, Tromans, and 

Reugebrink, 2002). Overall, the conclusion of this study showed the assistant principal’s 

position does not provide adequate and appropriate training for one to assume a 

principalship.  

In 1994, Glanz surveyed nearly 200 New York City assistant principals (APs) in 

order to determine what the responsibilities of an AP are, as compared to what duties APs 

ideally should perform. More than 90% of the respondents indicated their chief duties 

included discipline, parental complaints, lunch duty, substitute teacher coverage, book 

orders, and administrative paperwork. A significant finding in his research found that 

APs are grossly uninvolved in staff development, teacher training, and curriculum 

development.  

An international perspective was found in a study of deputy principals (equivalent 

to assistant principals) in Queensland, Australia (Cranston, Tromans, Reugebrink, 2002). 

A survey was sent to secondary deputies to determine what the defined duties were in 

terms of roles, workload, and the competencies needed to undertake this position. The 

findings established role similarities between American assistant principals and 

Australian deputy principals. Among the most significant findings were the differences 

reported between the ideal and real roles.  Ideally, these assistants desired more focused 

time on curriculum leadership, but in reality, the bulk of their time was spent on 

operational management. 
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In 2005, Grate specifically studied the role of the high school assistant principal in 

Indiana. Her conclusions revealed that high school assistant principals spend very little 

time on instructional responsibilities while much of their duties include student 

management. About half of the respondents indicated they do not feel their job 

responsibilities prepare them for the principalship. Furthermore, it was discovered that 

there is a lack of a standardized job description for the role of the assistant principal. 

Most recently, a dissertation was completed by Madden (2008) in the state of 

Georgia.  Her objective was to determine whether or not the role of the assistant principal 

prepares one to serve as a principal. She used Kriekard’s (1987) survey instrument which 

examined real versus ideal competencies of assistant principals in six tasks areas: 

management of school, leadership in staff personnel, community relations, instructional 

leadership, student activities, and pupil personnel. Ninety-one newly appointed principals 

responded to the questionnaire. The findings indicated that these new principals in the 

state of Georgia do not believe that the role of the assistant principal adequately prepares 

one to serve as a principal.  

Leadership in the 21st century continues to raise the bar of expectations for the 

next generation of school leaders.  The principals of tomorrow’s schools must be 

instructional leaders who possess the skills and commitment needed to implement 

accountability models for students and staff (Tirozzi, 2001b). In a nutshell, this individual 

must be able to raise academic standards and improve student achievement. One way for 

this to happen is to engage assistant principals with activities that go beyond managerial 

duties (Zellner, Jinkins, Gideon, Doughty, and McNamara, 2001). When principals create 

a shared vision and share responsibilities with their assistants, they help prepare assistant 
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principals to become both instructional leaders and managers. Ubben, Hughes, and Norris 

(2004) believe that shared vision is how a principal fosters empowerment to others. 

Instead of allowing assistant principals to deal with only management issues, shared 

vision allows both leaders to work together on change. This technique will offer the 

assistant principal some experience in becoming an instructional leader rather than just 

working on status quo management. Encouraging responsibility by allowing autonomy to 

the assistant principal is one way to strengthen others’ contributions on important issues.  

Fullan (1997) stated, “Empowering others in the school has to form a major 

component of the effective principal’s agenda” (p. 31). He went on to say that successful 

schools were characterized by principals who participated in power sharing with their 

staff.  Bottoms, O’Neill, Fry, and Hill (2003) offered this statement: 

The traditional path to becoming a principal has been to become an assistant 

principal first. Many highly capable teachers avoid this path because they see the 

assistant principal position as being too far removed from curriculum and 

instruction…Only when principals view the assistant principalship as a training 

ground for future principals does the position mirror the principals’ work and 

allow the apprentice leaders to play a key role in academic achievement (p.7). 

The Role of Instructional Leader 

Celikten (2001) believed that the role of instructional leader should be included 

when defining the role of an assistant principal. Marshall and Hooley (2006) concluded:  

There are no widespread policy proposals supporting assistant principals’ 

 involvement as instructional leaders. The array of assistants’ tasks actually 

 distances them from curriculum and instruction. Yet the assistant principalship 
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 could be made into a position in which instructional leadership qualities and skills 

 are supported (p. 94). 

Traditionally, the primary role of the assistant principal has been that of 

disciplinarian and to maintain a safe school environment. Koru (1993) stated that most 

assistant principals spend the majority of their day with discipline. Moreover, a survey 

completed by secondary assistant principals from Texas found that with the exception of 

teacher appraisals, assistant principals “spent almost no time or effort working on 

instructional improvement” (p. 68). Marshall et al. (2006) analyzed the activities of the 

assistant principal to understand how their time is used during the day. Most of the day is 

spent with personnel, school management, student activities and behavior.  Although 

instructional leadership and program development are claimed to be valued, little time is 

left for instructional leadership under the current structures. Often these management 

tasks take them away from classrooms and curriculum. This raises the question then, how 

is instructional leadership developed at the assistant principal’s level when the center of 

their daily activity exists around maintaining organizational stability?  

 Celikten’s (2001) research gleaned that principals have the strongest influence 

upon their assistant principals’ instructional leadership activities. He suggested several 

ways to enhance these activities which included: reading educational journals, talking 

with colleagues, and attending workshops and seminars. Likewise, Bloom and Krovetz 

(2001) suggested seeking professional development opportunities “that broaden exposure 

to a full range of skills, knowledge, attitudes, and behaviors required to serve as an 

effective principal” (p. 3). 
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 By restructuring the roles and responsibilities of assistant principals, Oliver 

(2003) believes the emphasis must be on becoming instructional leaders to help make a 

successful transition into the principalship. Administrative preparation programs could 

help with this endeavor by emphasizing shared responsibility and instructional 

leadership. 

Principal’s Impact upon the Role of an Assistant Principal 

The professional literature clearly substantiates the importance of the principal’s 

position in leading effective schools. However, the responsibilities of the assistant 

principal’s role have been inconsistent and not as clearly defined. Scoggins and Bishop 

(1993) posed this question: 

If the principal is the key person in improving the assistant principal’s job   

contributions, then should not the assistant principal have a defined job 

description, free of ambiguities allowing the assistant principal to use talents and 

expertise in certain areas (p. 11)? 

 Celikten (2001) believed it is imperative to establish a concrete job definition for the 

assistant principalship to insure effectiveness. The absence of such could minimize the 

effectiveness of the person occupying this role.  

An understanding of how the principal impacts the position of the assistant 

principal needs to be established. Marshall and Hooley (2006) found that often times the 

principal defines specific tasks and responsibilities for the assistant principal. She went 

on to  summarize the impact that a principal has on the assistant principal’s job by 

stating, “Principals have considerable autonomy not only in assigning tasks to assistant 

principals but also in defining the style of working relationship between the principal and 
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the assistant principal” (p. 20). Likewise, Greenfield, Marshall, and Reed (1986) 

summarized a study done by Austin and Brown suggesting “that responsibilities 

associated with the role do not vary systematically with school size or formal school 

structure but more often evolve as a function of the principal’s assessment of the vice-

principal’s potential and capabilities” (p. 109). Furthermore, Marshall stated that the vice-

principal’s responsibilities are often defined as whatever the principal wants. Mertz and 

McNeely (1999) concurred with the idea that the assignments of assistant principals are 

largely determined by the principal. 

This study has a real positive element. The principal has the ability to empower 

another individual with a unique set of gifts that complement each other to make a strong 

team. Houston and Sokolow (2006) said,  

People tend to seek out others like themselves, missing the benefit of rich “out-of-

the-box” thinking. You may be comfortable with people who are reflections of 

yourself…kindred spirits for example—but doing so is a counterproductive 

approach for any group or organization you lead. Your organizations need a 

diversity of skills, attitudes, and worldviews.  Leaders must fight against the 

natural instinct to seek out people who are too much like themselves (p. 44). 

Marshall (1992) supported the notion that principals should work as 

administrative teams with their assistants to multiply school effectiveness. This 

collegiality allows the assistant principal to have support in handling undesirable tasks. 

Pounder and Crow (2005) reinforced this position for shared leadership by implementing 

new leadership models in school administrative work. This sentiment was echoed by 

Houston and Sokolow (2006) when discussing the benefits of using shared power.  
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Houston and Sokolow (2006) provided these practical tips for principals. When looking 

for partners, principals should look for people who are not only compatible but who also 

complement them. Knowing strengths and weaknesses will make it easier to find people 

who can complement principals in their positions. This type of working relationship has 

the power to create better results than could be done alone. Oliver (2005) concurred with 

this concept of a shared leadership by stating, “…assistant principals are vital resources 

available to support principals in a host of ways. This support becomes more necessary as 

principals continue to be inundated with additional duties and responsibilities associated 

with instructional leadership and reform efforts (p. 1).  

Shortage of Potential Administrators 

 The start of the 21st century has been characterized by an elevated number of 

anticipated retirements coupled with principal shortages. An article published by Fenwick 

and Pierce (2001) reported that through the year 2004, the need for school administrators 

was expected to increase up to 20%. Additionally, Malone (2002) conducted research 

among Indiana principals and superintendents and found that the supply and demand of 

principals constitutes a significant shortage. Grogan and Andrews (2002) project the 

shortage of qualified administrators expected to fill open vacancies could be as high as 

55% at the high school level. More importantly, there appears to be a 50% attrition rate 

for principals, with the largest amount of attrition stemming from the first three years on 

the job.   

The potential for administrative shortages continued to be written about in 2005 

by Pounder and Crow. They believe that educators see the role of the principalship as 

more challenging and less desirable than it is worth.  In other words, the amount of 
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compensation is not equal to the amount of responsibility. This perception was again 

reinforced by the 2008-2009 Bureau of Labor Statistics, which projected a growth of 12% 

for educational administrators between the years of 2006 and 2016. The Bureau believes 

the increase will be due in part to the responsibilities placed on individual schools related 

to monitoring student achievement. Hintz (2002) revealed two factors that can account 

for the upcoming principal vacancies: (1) more principals are reaching retirement age; 

and (2) fewer teachers appear to want to fill those leadership positions. 

 Grogan and Andrews (2002) contest this shortage theory by explaining the basis 

of this theory is the perceived shortage of “qualified” administrators according to the 

judgment of superintendents. In 2001, a report published by Public Agenda wrote, 

Although many education experts predict a nationwide shortage of school  

administrators, few superintendents and principals say this is currently a pressing 

worry in their own districts. Superintendents do, however, express concerns about 

the skills of their current principals and many acknowledge difficulties in finding 

effective, well-qualified principal applicants (p. 22). 

There are approximately 500 university-based training programs preparing 

students to become aspiring principals. The number of aspiring principals produced from 

these programs is expected to be around two or three times what is needed to fill the 

administrative vacancies. Davis, Darling-Hammond, LaPointe, and Meyerson, (2005) 

argue that educational administration programs are graduating and certifying more school 

leaders, while Bottoms et al. (2003) believe the problem is not a lack of certified 

principals but rather a shortage of qualified principals.   
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 Roza (2003) refuted the purported shortage of principals by stating that it is a 

matter of definition.  Her findings were based upon a survey and telephone interviews of 

human resource directors. She concluded that: 

1.  The average district receives seventeen applicants for each principal’s 

position. 

2. Rural educators, who receive the lowest number of applicants per position, are 

largely unconcerned and confident they can groom the next leaders. 

3. Nearly two-thirds of human resource directors report little difficulty in filling 

the principal position. 

4. An increased number of applicants in some districts is offset by decreases in 

others. 

It is interesting to note that Roza based her conclusions on the responses of human 

resource directors rather than front line secondary school administrators. 

 Grate (2005) completed a study describing the role of the assistant principal in 

Indiana.  In her study, she identified 492 assistant principals at the high school level and 

the author of this study found the exact same number of assistant principals being 

employed during the 2008-2009 school year. This suggests that the position of the 

assistant principal is holding steady and not diminishing in the state of Indiana. 

Some of the factors revealed by Hintz (2002) as to the reasons why there is a  

diminishing number of Indiana administrators in urban school settings are attributed to 

the nature of the job, number of hours worked, stress level, and always being on call. One 

factor that negatively affects the pool of aspiring administrators is compensation. The 
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apparent prevailing perspective is that the additional time commitment and 

responsibilities are just not worth the stress.  

 Another interesting result unveiled the fact that a growing number of teachers are 

completing their administrative certification, but are not pursuing an administration 

position for the reasons stated above. Bottoms, O’Neill, Fry, an\d Hill (2003) claim that 

these teachers consider the administration degree as the easiest route to master’s-level 

pay. 

Principal Preparation 

Public demands for more effective schools have placed a greater burden on the 

crucial role of school leaders. Policymakers are placing more pressure on principals as 

the impact of leadership on student achievement is becoming more evident. The need to 

identify and replicate effective in-service programs to produce highly qualified school 

leaders should be studied (Davis et al., 2005).  Petzko (2008) reported that only a limited 

amount of research has been completed that specifically asked new principals about their 

preparation and what was crucial for their initial success. Davis et al. (2005) goes on to 

state that many principal preparation programs certify aspiring administrators on the basis 

of their performance on academic coursework rather than on comprehensive assessments 

that are needed to successfully lead schools today. Research from Davis et al. (2005) 

indicates that effective principal preparation programs have curricular coherence, are 

research-based, provide authentic experience, use mentors, and use structured 

collaborative activities between the program and area schools. 

Mentor training is one suggestion that has made a substantial contribution toward 

the preparation and growth of new administrators. In recent years, the use of mentors in 
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educational administrative programs has become more popular (Davis et al., 2005). Chan, 

Webb, and Bowen (2003) concurred by stating that most assistant principals start their 

administrative careers working with principal mentors. Typically, mentors are practicing 

administrators within a school district. The mentor and mentee mutually agree to work 

collaboratively toward the accomplishment of a tailored professional plan. Davis et al. 

(2005) described the primary role of the mentor has a guide to resolve dilemmas, to boost 

confidence, and to help broaden the leadership skills which is done through modeling, 

coaching, and providing feedback. 

In the state of Indiana, a beginning administrator who holds an Indiana Initial 

Practitioner License acquired after July 1, 2003, is required to complete a two-year 

mentoring and assessment program to be considered for the Proficient Practitioner 

License. The Division of Professional Standards, (DPS), under the direction of the 

Indiana Department of Education (IDOE), designed a program to support and assess 

beginning administrators. This two-year program includes successful completion of an 

individual goal action plan with an administrative mentor and the submission of an online 

Indiana School Leaders Assessment (IMAP) after the second year (Division of 

Professional Standards, 2004). 

 During the 2005-2006 school year, the General Assembly supported this process 

by allowing the Indiana Department of Education (Bruce, 2008) to pay a mentoring 

stipend of $600 dollars to a principal or superintendent who mentored a new 

administrator. Subsequently, in the next school year, the stipend was reduced to $330 per 

school year. Interestingly enough, the funds given for this venture expired as of July 1, 
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2007. Bruce (2008) noted that the Indiana Department of Education requested that the 

General Assembly support giving a modest stipend.   

 Cottrill (1994) coined the phrase “learn the most from the best” (p. 73) as a motto 

for a successful mentor/intern relationship to be effective. Vann (1991) likened his 

mentor apprenticeship to owning his first house. “That’s where I learned to paint, became 

adept at making cabinets, discovered all that one learns upon moving…and learned 

valuable lessons from many mistakes” (p. 85). Vann went on to discuss the priceless 

experiences he acquired as an assistant principal. This position taught him how to deal 

with a multitude of issues and also how to recover from setbacks. His experience can be 

summed up by his quote, “No textbook on the principalship, no college course, no 

amount of discussion with anyone can substitute for action under fire” (p. 85). 

 Glasspool (2001) surveyed secondary principals from Pennsylvania and asked a 

number of open-ended questions concerning the importance of coursework and 

experience in preparing them for administration. In 100% of the interviews, principals 

said their prior experience was more helpful than their coursework. Furthermore, 100% 

also stated that their time as an assistant principal provided a stronger learning experience 

than their other years of service. This suggested that the assistant principal role was 

instrumental in the transition to becoming a principal. 

 Grogan and Andrews (2001) recommend that preparation programs for aspiring 

leaders by redesigned by:  

• Programs should reflect the collaboration of instructional leaders. 

• The essential knowledge-base should be organized around the problems of 

practice and delivered in collaboration with practitioners. 
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• Programs should provide opportunities for novices and experts to reflect 

while-in-action and about the actions. 

• Programs should contain developmental evaluation processes that assess 

the aspiring principals based on their development. 

• Programs should contain an intense year-long paid internship in diverse 

settings. 

Role Ambiguity and Role Conflict 

 In virtually any industrial setting, the role of middle manager is filled with 

conflict and ambiguity.  Middle managers must balance relationships with both 

management and workers. This same scenario holds true in the educational arena.  

Hartzell et al. (1995) believe the job of assistant principal is one that “screams 

ambiguity”. Furthermore, he stated, “if you need certainty in your lives, find another line 

of work” (p. 18).  The duties of this position are broader and more numerous than 

expected, which is one reason why the job is filled with ambiguity and role conflict. 

Much of the research regarding role conflict and role ambiguity can be traced 

back to the 1960s by Kahn, Wolfe, Quinn, and Snoek (1964) who conducted case studies 

in industrial locations. A theory of role dynamics emerged that linked stress to role 

conflict and ambiguity within job expectations. Their findings indicated that nearly half 

of the workers sampled reported they were caught in the middle between two sets of 

people who want different things. A similar educational problem can be seen from the 

role of the assistant principal position. Marshall and Hooley (2006) described this 

scenario when discussing the ambiguous role of the assistant principal with substitute 

teachers, “…assistant principals’ responsibilities may not include employing substitutes 
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but may include handling the problems that ensue when substitutes are not screened” (p. 

7). 

In the 1970s, Sayan and Charters (1970) studied role conflict resolution by 

attempting to replicate the original procedures tested by Gross, Mason and McEachern 

using a sample of elementary school principals from the state of Washington. While their 

findings were similar to those found by Gross, et al., (1958), one difference reported by 

the respondents included a mode of resolution behavior not considered by their 

predecessors. This included altering the expectations of the parties involved. If this mode 

was successful, conflict was eliminated altogether. The study concluded that this factor 

could possibly be the most important task of a school principal. 

Leading authorities on role conflict and ambiguity, Rizzo, House and Lirtzman 

(1970), developed a questionnaire used to measure role conflict and ambiguity in 

complex organizations. They concluded that both role conflict and ambiguity were 

associated with low job satisfaction and dysfunctional behavior due to the perceived role 

pressures within the organization.  

Keller (1975) completed a study on 51 professional employees of an applied 

science department in a large government research organization using as one of his tools 

the questionnaire developed by Rizzo, et al., (1970). The results of this study concurred 

with Rizzo, House and Lirtzman (1970) and indicated that both role conflict and 

ambiguity were associated with low levels of job satisfaction. Keller believed this proved 

that employees who have a clear understanding of performance expectations are 

generally more satisfied with their jobs.  
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DeBenedictis (1986) examined both role conflict and ambiguity of secondary 

principals in Massachusetts. His research explored the differences in both role conflict 

and ambiguity scores of principals who had assistants and those who did not.  The 

author’s findings rather dramatically suggested that at the secondary level, 

superintendents and school committees should understand that decreasing the number of 

assistant principals may have serious consequences in terms of lower effectiveness and 

increased conflict and stress incurred by the principal. 

Fried, Ben-David, Tiegs, Avital and Yeverechyahu, (1998) collected self-reports 

of role conflict and role ambiguity data over a three-month period from blue-collar 

employees who worked in six different plants. Their results associated a decrease in job 

performance with simultaneous increases in role conflict and role ambiguity. 

More recently, Bauer and Spencer (2003) used a global perspective to evaluate 

the role ambiguity in two different countries and the possible effects of technological 

advances as they relate to role ambiguity. Their results reported no difference in 

ambiguity levels within the organizations. 

Although there is much to be gained from the previously mentioned studies, the 

consensus is that the role and responsibilities of the principal have changed substantially 

(Levine, 2005; Fry, Bottoms, and O’Neill, 2005; Petzko, 2008). While some conflict and 

ambiguity alone may be tolerable or even desired as a way to challenge the assistant 

principal to use creative problem-solving skills, too much of either has the potential for 

detrimental outcomes (Bauer and Simmon, 2000; Fried et al., 1998). 
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Role ambiguity 

 Generally speaking, role ambiguity has been defined “as the degree to which clear 

information is lacking regarding (a) the expectations associated with a role, (b) methods 

for fulfilling known role expectations, and/or (c) the consequences of role performance” 

(Van Sell, Brief and Schuler, 1981, p. 44). Marshall and Hooley (2006) defined role 

ambiguity as “gray areas, meaning ill-defined, inconsistent, and incoherent 

responsibilities, roles and resources” (p. 7). Greenfield, Marshall and Reed (1986) stated 

this about the assistant principal’s role: 

If the role is vaguely defined, as it often is, and if the areas of responsibility  

assigned (or permitted) are largely at the discretion of the principal, the vice-

principal is vulnerable on several fronts: vulnerable to assignments which may 

conflict with professional values or which may not serve career aspirations well; 

vulnerable to encroachment by others, or to criticism for going beyond one’s 

territory; and vulnerable to superiors who may claim the credit and the glory for 

accomplishments that essentially are the vice principal’s (p. 113).  

According to classical theory, organizational structure is designed assuming that 

each position will have a clearly defined set of responsibilities. Each duty is intended to 

allow management the ability to hold subordinates accountable for job performance as 

well as to provide guidance.  If an employee does not understand his job expectations or 

the evaluation process, he will most likely rely on a trial and error approach to meet the 

organization’s expectations. Moore (2009) stated, 
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Standardizing job responsibilities of assistant principals within a district would 

 decrease ambiguity, help them understand what is expected, and help others to 

 understand the nature of the position (p. 66). 

Marshall et al. (2006) reported an example in which an assistant principal was 

given a directive to respond to the wishes of the community but was never given any 

direction as to which activities had priority or how many meetings to attend.  This type of 

role ambiguity has the potential to cause stress and burnout. Brock and Grady (2004) 

believe it is imperative to clarify roles and expectations before taking on a new 

administrative position to help combat the potential for stress. Eight suggestions were 

given to aid one in gaining a clearer understanding of what is expected of a newly 

appointed administrator (p. 2): 

1. Read your job description and contract carefully. 

2. Clarify specific responsibilities with your supervisor. 

3. Identify the processes and criteria for your evaluation. 

4. Establish two-way communication with your supervisor. 

5. Determine how your role supports the goals of the school district. 

6. Identify the expectations of constituent groups of the school: staff, 

parents, students, and community. 

7. Identify conflicting expectations held by (a) your supervisor, (b) staff, 

(c) parents, (d) students, and (e) the community. 

8. Search for compatible solutions to role conflicts. 

Most research studies suggest that role ambiguity is correlated negatively with job 

satisfaction and performance. Specifically, role ambiguity can be associated with lower 
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productivity, dissatisfaction with supervision, increased tension, and employee turnover 

(Bauer and Simmon, 2000).  

Role conflict 

According to Weller and Weller (2002), there is no universal definition for the job 

description of an assistant principal. Thus one’s role definition is left open for 

interpretation by every principal and school district. Chan, Webb, and Bowen (2003) 

believe this interpretation could be seen as a positive situation because assistant 

principals are often assigned different administrative responsibilities than those of the 

principal to enrich their experience and better prepare them to be future principals. 

However, Greenfield, Marshall, and Reed (1986) found that job descriptions for assistant 

principals have become almost non-existent. In fact, Hartzell, Williams, and Nelson 

(1995) concluded “the full range of the assistant principal’s responsibilities and the 

demands made on assistant principals remain largely invisible to most that come into 

contact with them” (p. 165). Most assistant principals find their roles as an administrator 

to be different everyday. Essentially, an assistant principal is a “jack-of-all-trades.” 

Austin and Brown (1970) found that vice-principals are involved in almost everything 

that happens in a school setting. Norton and Kriekard (1987) believe the duties of the 

assistant principal have increased in the past 20 years.  

 Role conflict can occur in many forms, but one of the most prevalent ways it 

emerges is in student discipline. Providing support and justice for a teacher, whose 

actions are hard to defend, place assistant principals in impossible situations (Hartzell et 

al., 1995).  These kinds of role conflict happen on a regular basis. For a new assistant 

principal, this challenge can prove to be overwhelming. 
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 The literature clarifies that the role of the assistant principal is most always 

determined by the principal. Fulton (1987) believed that the assistant principal’s position 

should be the primary training ground for a principalship. He went on to state that it is the 

responsibility of the principal to thoroughly prepare the assistant principal for the 

principalship. Because the position of the assistant principal is vaguely defined, the 

responsibilities remain largely undetermined as well.   

Marshall and Hooley (2006) cited several different ways assistant principals 

experience role conflict:  

a. Immediate demands (like discipline) interfere with professionalism. 

Example: Constant student discipline monitoring requires so much 

time, that an assistant principal often leaves little time to take initiative 

or focus on instructional improvement. 

b. The main line of communication to the principal is through the 

assistant principal serving as an intermediary between teachers and 

students or students and parents. 

c. Maintaining equal collegial and professional relationships with all 

teachers.  This can be seen when an assistant principal works 

collaboratively with a teacher in a curriculum meeting, and an hour 

later reprimands the same teacher for not following a new homework 

policy invoked by the school district. 

d. Job responsibilities require so much time, energy, and emotion that 

little is left for assistant principal’s personal life or professional 

development. 
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MacCorkle (2004) believes that role conflict experienced by assistant principals 

has the potential to play a part in whether or not they are prepared to become a principal 

or even have the desire to do so.  

Job Satisfaction 

A study conducted by Conrad and Rosser (2007) suggest that several possible 

relationships exist between job satisfaction and the intent to leave careers or pursue 

advancement in educational administration.  An example of job satisfaction was 

described in the assistant principal position. If the assistant principal is satisfied with his 

administrative role, he will most likely experience an overall level of satisfaction within 

the educational field in general. In turn, this would likely advance a person toward 

pursuing a senior administrative position as a principal. However, in educational 

administration, increased accountability, long hours, and other stressors have 

dramatically decreased the pursuit to become a high school principal. 

Chen, Blendinger, and McGrath (2000) engineered a study that analyzed the 

degree of job satisfaction among high school assistant principals employed in 

Mississippi. His investigation asked assistant principals what they liked and disliked 

about the job, and what responsibilities they would add or delete. The findings indicated 

over 75% of the respondents experienced a high degree of job satisfaction. The only 

negative rating in this study that signified dissatisfaction was in regards to salary and the 

amount of work expected. The most frequently mentioned job responsibilities that 

assistant principals would like to add to their responsibilities included: curriculum and 

instruction tasks, personnel functions, and working with the school budget (Chen, et al., 

2000). 
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Another study conducted by Oliver (2003) examined the areas of greatest and 

least job satisfaction from the perspective of Orange County California assistant 

principals serving in elementary, middle, and high school levels. The findings indicated 

that 92% of the respondents were satisfied with their jobs. Greatest satisfaction was 

derived from relationships, curriculum/program planning, problem solving, and 

instructional leadership. Assistant principals cited dissatisfaction in feeling underutilized 

and undervalued. 

In 2007, Taylor examined the job satisfaction of high school assistant principals 

in Florida school districts. Nearly 75% of the respondents from this study expressed 

satisfaction in their jobs. Again it was discovered that the greatest area of dissatisfaction 

was compensation. Taylor concluded that assistant principals need to be encouraged, 

mentored, and trained to personally pursue their development into the prinicpalship as 

soon as they are able. If not, their interest in this pursuit might quickly weaken. 

Assistant principals at any level who feel unappreciated will likely experience the 

least amount of job satisfaction. Rather than producing only managers, Oliver (2003) 

believes the focus must shift toward the direction of producing instructional leaders who 

can also manage. In the same vein, Tirozzi (2001a) contends that a shift must occur from 

a focus on management and administration to a focus on leadership and vision. 

Mentoring 

 Because the growing shortage of school leaders has threatened the quality of 

education in the United States, adding mentor programs for beginning principals is an 

effective training practice, which could help reduce this deficit (Malone, 2000). For many 

educators, the shortage of principals means that some people are thrown into the position 
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of administration with very little training (Bloom and Krovetz, 2001). Marshall (2006) 

wrote the preparation of future assistant principals is the key to maintaining the 

momentum of educational reform. It is her belief that focusing on the assistant principal 

position could affect instructional leadership and help recreate the position to be more 

than just a career stepping stone. Both Oliver (2003) and Mullen (2007) contend that 

principals should engage in designing mentoring systems for novice administrators that 

value and utilize instructional leadership strategies. 

 Palermo (2004) found a growing body of literature for teacher mentoring, but it 

appears that very little has been researched concerning the mentoring of assistant 

principals. Most of the research done on this particular topic has been completed within 

the last decade.  From his own experience as an assistant principal, Palermo (2004) 

believed that formal mentoring programs were rare to find. 

Findings from Madden (2008) determined that assistant principals are not being 

adequately prepared for the principalship, specifically in regards to transitioning to the 

principalship. Tirozzi (2001a) contended that the administrator preparation programs are 

inadequate and lack ongoing professional development. Furthermore, he concluded that 

many university preparation programs are not closely aligned with real-world dilemmas 

that principals face everyday. In his opinion, educational institutions must provide more 

rigorous coursework and intensive internships. 

Bottoms et al. (2003) argued that university admissions criteria for degree 

programs in leadership are out of sync. Universities rely heavily on traditional selection 

criterion such as: grade-point averages and test scores. These standards offer very few 

clues about the candidate’s aptitude for leadership success. School districts and 
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universities need to partner together to create mutual accountability criteria in order to 

produce quality leaders. 

Malone (2001) postulated that mentoring has existed for thousands of years, but 

only in the last thirty years has it merited any academic interest. What exactly is 

mentoring? Walker and Stott (1994) defined administrative mentoring as an involvement 

of a “senior person (the mentor) undertaking to support and guide a less experienced 

colleague’s (the protégé) personal, professional and career development” (p.72).  

A paper commissioned by the National Policy Board for Educational 

Administration (NPBEA) in 2001 compared educational administrative practices with 

other professions:   

 Unlike the common practice of the corporate world and the military, where there 

 are systematic and continuous initiatives to grow and develop a management 

 cadre that can take on greater and greater responsibilities and succeed at each step 

 along the way, education makes no such careful investment of resources in its 

 future leaders.  Rather it sends a signal to its freshly minted novice managers that 

 once they have been assigned their first administrative position, serious attention 

 to their professional development have concluded (p. 5). 

 For the purpose of this study, a distinction will be made between an internship 

and the mentorship process.  The internship process occurs as part of a class requirement 

needed prior to obtaining one’s administrative license. A guided university program 

allows those entering the assistant principalship to separate from teachers and cross over 

the boundary to administration. This allows them to affiliate with a new set of people and 

dilemmas. The purpose of this experience is to see if the role of assistant principal is 
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comfortable and satisfying. Marshall and Hooley (2006) refer to this as an “immersion 

into reality” (p. 135).  

According to the (2009b), after satisfactorily completing the School Leaders 

Licensure Assessment (SLLA), a new building administrator is required to complete a 

two-year administrative mentorship with a professionally licensed building principal 

outside the school district. In both scenarios, a protégé is paired with a mentor.  During 

the internship, the mentor and protégé work together in the same building. The opposite 

holds true for the mentorship. The mentor and protégé work together but in completely 

different buildings.  “Internship programs can help, but a mentoring program for new 

administrators on the job can provide feedback and support when a complex new 

experience demands new skills” (Palermo, 2004, p. 21). 

 Pounder and Crow (2005) believe that new recruitment strategies must be utilized 

to establish career-long administrator development. Their recruiting strategy, tapping the 

talent, purposefully identifies educators who have demonstrated leadership talent to 

participate in administrator orientation programs. The tenet of this program is designed to 

transform the assistant principalship by creating a more comprehensive training ground 

that focuses on shared leadership. 

 One current idea being utilized is that of the assistant principals’ academy 

(Peterson, et.al, 1987). The goal for these academies, before new roles in administration 

have been crystallized, is to work with incumbent administrators to formulate openness to 

innovation in the profession. From readings and discussion, these academies provide 

rigorous training, extensive socialization, and better understanding of the role of the 

assistant principal.   
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 The first assistant principal academy located in North Carolina attempted to fill in 

the gaps of administrative preparation by combining formal training with on-the-job 

socialization. This type of training has the potential to alleviate the reality shock 

experienced by new administrators and to communicate to aspiring applicants where an 

increase of new knowledge is needed (Peterson, Marshall, and Grier, 1987).  

 Another academy that is growing its own leaders can be found in Dorchester 

School District in Summerville, South Carolina.  The school board decided that the way 

to get quality administrators was to recruit and train them. This program began in 2005-

06 and has provided training opportunities in all areas of school leadership, established 

ongoing professional development, and created regular mentoring times with a 

coordinator. Dorchester’s Two’s Leadership Academy has won high marks from both the 

participants and the mentors (American School Board, 2007).  

 In 2005, school leaders in Orange County, California, were having trouble filling 

administrative positions and decided to start a Teaching Assistant Principal (TAP) 

program to help cultivate good leaders from within its school district. “TAP enables the 

district to promote into leadership roles people who understand the culture and structure 

of the district,” in a way that is consistent with the philosophy of the school district. 

(Burdette and Schertzer, 2005, p. 40).  

Another attempt to address the need for more qualified administrators was 

established in 2001, between San Jose State University and the University of California 

Santa Cruz.  These institutions collaborated to develop a program entitled Growing Our 

Own (Bloom and Krovetz, 2001).  This challenge brought principals, assistant principals, 

and resource teachers together to create apprenticeships that would prepare the next 
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generation of administrators. The group established a mentor/apprentice agreement by 

restructuring the role of the assistant principal in a manner that supports the principal as a 

site leader.  Not only has this program used on-going assessments that focus on problem-

solving, but it has enabled the principal (mentor) to increase her own effectiveness by 

reflecting on her current practices. 

Sheen (2007) has demonstrated a successful way to deal with the administrator 

shortage by establishing mentor/apprentice relationships within existing organizations.  

This appears to be a win-win situation for all involved.   

There are no guarantees that those who move into administrative positions will 

succeed (Playko, 1992). Nevertheless, available mentors have the ability to make a 

substantial contribution in preparation, development, and growth of aspiring school 

leaders. Marshall (2006) stated that sponsorship offers informal training, support, and 

provides the protégé the career direction needed to build a successful profession. 

Findings from Palermo (2004) echoed the sentiments above; novice assistant principals 

described their mentor relationship as helpful and supportive.   

Career Stability 

This thesis has recognized the common belief that there appears to be an 

impending shortage of qualified school administrators particularly for secondary schools. 

However, a fact not widely recognized according to Papa, Lankford, and Wyckoff (2002) 

contends there are 50% more individuals under the age of 45 certified to be principals as 

there are positions. Hartzell et al. (1995) viewed the position of the AP as the gateway to 

administration for most secondary school principals. Papa et al., (2002) studied the career 

paths of New York City principals and found that almost 80% of them were assistant 
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principals immediately prior to becoming a principal for the first time. Mertz (2000) 

conducted a study of the careers of assistant principals. In depth interviews highlighted 

the fact that every assistant principal had the desire to become a principal at some point in 

her career.  A similar study by MacCorkle (2004) researching the factors that influence 

the career stability of the assistant principal found that 57% of the respondents wish to 

become a principal during the next five to ten years, while about 20% would prefer to 

remain the assistant principal.  

In light of these studies, it is increasingly important for upcoming assistant 

principals to have the tools needed to advance into the position of principal to fill the gap 

left by retiring principals. Hartzell et al. (1995) echoed this thought by stating that APs 

are important not only in the current administration of schools but also in shaping the 

future.  Because APs make up the largest group in the pool of candidates for the 

principalship, the first year in administration has the potential to define the process of 

becoming a career administrator.  

 Marshall (1992) devoted much of her writing identifying the career process of 

assistant principals. She stated that very few practicing administrators choose to remain 

in the assistant principal role. Rather, most assistant principals believed their position to 

be a transitional one to learn new skills and to prove themselves worthy of leading their 

own school. Marshall (1992, 2006) was able to categorize six different orientations 

depicting the assistant principal. First, the upwardly-mobile assistant actively networks in 

professional organizations and has been influenced by a mentor with career goals. 

Second, the career assistant principal has created a pleasant working environment, but 

has no desire to become the principal. The frustration with this label is the assumption 
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that success is equated with upward mobility. Like the business world, education supports 

hierarchy and status as its reward system. The plateaued assistant principal would like to 

move upward into a principalship, but has been passed over on several occasions. Often 

this person lacks the assistance of a mentor. Next, the shafted assistant principal wants to 

move upward, but has been denied promotion.  Politics could play a part in this category; 

nonetheless, the assistant principal never has a chance to be in charge. The fifth class is 

the assistant principal who considers leaving. This person might develop some alternative 

skills to make a professional career change. Money and advancement are usually factored 

into this group. Lastly, is the downwardly mobile administrator who depicts a reverse 

career trend.  Usually, this is an involuntary reduction due to a demotion or possibly 

budget cuts.  

Retention 

 In any line of work, retention is intricately related to both the quality of work and 

the relationships formed as the work gets done.  Although money would seem to be a 

motivational factor, employees have repeatedly affirmed they value involvement and 

recognition over compensation.  Lovely (2004) stated: 

The reputation of a school district and how people feel about working there is the 

most influential recruitment and retention factor around. When a district is 

perceived as a ‘winner,’ there is a strong desire to be affiliated with it. The easiest 

way to hold on to quality principals, then, is to turn your organization into a great 

place to work. 

 Grate (2005) surveyed Indiana assistant principals about their future career plans.  

Interesting findings emerged: 28.9% of those who responded planned to remain in the 
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present position, about 12% would be seeking retirement, and nearly 27% indicated they 

would seek a different position as a secondary school principal. 

 In the wake of looming retirements and diminishing applicant pools, cultivating 

strong leaders from within school districts seems to be logical. Therefore, districts should 

impose a whatever it takes attitude to retain the next generation of leaders employed in 

their own school systems.  

Conclusions 

 The implications of this review revealed several themes. Clearly, there is a need 

to find “qualified” candidates for leadership positions. There has and continues to be an 

on-going tension between the role of management and leadership at the assistant principal 

position. The role of the assistant principal is finally drawing some attention because of 

renewed interest in school leadership. Traditionally, the role of the assistant principal has 

been viewed as a managerial position. In fact, Gerald Tirozzi (2001b), executive director 

of the National Association of Secondary School principals, stated that the assistant 

principals’ job in the 1960s is pretty much the same job today.   

 A second dilemma can be found in current preparation programs for the assistant 

principal. Many educational leadership programs focus on principal preparation rather 

than the assistant principal. The question asked by Richard (2004) is, “If the assistant 

principal’s position is seen as the gateway to the principalship, should preparation 

programs devote more time in developing the assistant principal role or continue to 

prepare leaders for the principalship?” Catherine Marshall (2006) believes that assistant 

principals are raising new questions about how they spend their time on the job and 

wanting a definition of the role. The job description seems to be wide open.  



59 

 Many would concur that the assistant principal’s assignments are determined 

mainly by the principal. For some, the position of the assistant principal is viewed as a 

“dues-paying” position that every administrator must endure before becoming the 

principal (Daresh, 2004).  In fact, Daresh (2004) noted that everything assistant principals 

do must be defined and specified by the principal. Furthermore, if the assistant principal 

is the second most influential front-line position in education, than this position should 

focus more on educational leadership rather than management.   

Much of the literature views the position of assistant principal negatively. 

However, if a team concept of shared leadership were in place with principals and 

assistant principals, a paradigm shift could take place.  By changing the role of assistant 

principals, the potential to attract quality candidates might be enhanced. 

In the next few years, school leadership planning must carefully address the 

question, “From where will the next generation of school leaders come?” Rhodes and 

Brundrett (2005) believe there appears to be a retirement bulge among senior and middle 

management leaders, along with a diminishing number of applicants for leadership 

positions. Gilman and Lanman-Givens (2001) reiterated the usual trajectory of becoming 

an administrator began with first becoming a teacher, then a principal and lastly a central 

office administrator. They went on to affirm that as administrators begin to retire, there 

appears to be a vacuum over the next five to ten years. There will be an incredible 

demand to fill principal vacancies. With this in mind, it is important to examine the 

competencies needed to better prepare those in the assistant principal role, which in turn, 

has the potential to aid in their quest for a principal’s position.  
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  Zellner, Jinkins, Gideon, Doughty, and McNamara (2002) think that engaging in 

managerial activities does not prepare the novice administrator for the many decisions 

that principals face on a daily basis.  Furthermore, future leaders need to engage in 

leadership activities that include planning, developing, directing, and implementing 

school programs leading to positive educational change. Yet, the fact still remains that 

often time’s assistant principals are judged as appropriate principal candidates based 

largely on their ability to carry out managerial duties (Daresh, 2004). Too often, assistant 

principals are given the responsibilities of discipline and management, and very little 

responsibility in the area of instructional leadership (Johnson-Taylor and Martin, 2007). 

In 2004, Richard stated this about the position of the assistant principal: 

 In an age when scholars and leading educators talk about how important it is for 

principals to be ‘instructional leaders,’ most assistant principals—who are often 

learning to become principals—spend little time on anything that resembles 

student learning or school leadership. 

Research is calling for better preparation of the assistant principal before these 

administrators can successfully assume the role of a secondary principal. Principal 

preparation must be crafted in a way that includes hands-on learning through the use of a 

mentor. In turn, principals need to be willing to empower the assistant principal with 

some instructional educational duties that will allow participation in budgeting, personnel 

decision-making, evaluation, and public relations (Madden, 2008). The path to effective 

change seems to lie with leadership talent identification, leadership development, and 

securing and retaining quality school leaders. 
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 Clearly the nation needs a new generation of collaborative leaders. This is not a 

call to abandon the focus on instruction and learning, but to engage in expanding the 

leadership team. Rather than reducing the role of the principal, the executive power of the 

principal is expanded by sharing leadership with others (Grogan and Andrews, 2002).



Chapter 3 

The purpose of this chapter is to present the research design which will be utilized 

to examine the expected versus actual tasks for secondary assistant principals in Indiana. 

Credit should be given to Kriekard (1985) who developed most of the survey being used.  

His targeted population included 289 randomly selected secondary school assistant 

principals from six different southwestern states.  Madden (2008) used this same survey 

to sample the responses of 113 secondary principals with one to three years of experience 

in the state of Georgia. The design of this study more closely matches to that used by 

Kriekard, since the researcher is only surveying secondary assistant principals throughout 

the state of Indiana. The rest of chapter three will include a descriptive detail of the 

population, research design and instrumentation, collection procedures, and data analysis. 

Population 

The population targeted for this study includes all public secondary school assistant 

principals in the state of Indiana. The state education employment directory will be used as 

the sampling frame for this study.  Listings from the 2008-2009 Indiana School Directory 

were obtained through the Indiana Department of Education’s website (IDOE, 2008). After 

contacting the IDOE, email addresses were obtained for every public secondary principal 

either by website information or by a phone call to the school for verification. A total of 

524 secondary assistant principals were identified from as the potential sample for this
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 study. This study included samples of assistant principals from secondary schools that 

consisted of grades 9-12, as well as 7-12 configurations. Charter and private schools have 

been excluded from this study. The decision to exclude this population is based on the 

knowledge that in Indiana it is not uncommon for the administrator of charter and private 

schools to possess different administrative credentials than those required at the public 

school level.  

 A dissertation written by Grate (2005) verified that there were 492 practicing high 

school assistant principals in Indiana. Currently there are 524 public high school assistant 

principals in Indiana. When conducting her study, Grate achieved a return rate of 55.1%. 

By using two different modes to respond to this survey, email or mail, the overall 

response rate to this survey concluded at 54%. Out of the 283 responses, 152 responded 

via email (53.7%), while another 131 (46.2%) responded by mail. 

Instrumentation 

 The survey (Appendix A) used for collecting information was a 59-item 

questionnaire developed by Kriekard (1985) and then used by Madden (2008). Further 

demographic information was collected that included both personal and professional 

variables. The purpose of this survey was to garner specific information about the 

perceptions held by public secondary school assistant principals on the actual and 

expected tasks for their positions.  

Kriekard’s study (1985) examined what competencies are needed to serve as a 

secondary assistant principal. The main body of his survey was developed though a 

review of literature which combined list of  competencies from three major sources: (1) 

The National Association of Secondary School Principal’s Task Inventory; (2) The 
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Performance Evaluation of Educational Leaders (PEEL); and (3) an Arizona State 

University study group developed for the assistant principalship by Kriekard and Norton 

(Madden, 2008).  Both the Task Inventory and the PEEL had been validated in national 

studies, while the study at Arizona State study was developed exclusively for secondary 

assistant principals (Kriekard, 1985). Each of the competency statements were compared 

to the other by using the three major sources named above to determine if the 

competency lists were in agreement with the others. If a competency had only one source, 

it was discarded. Only those competency statements that were on two or more of the lists 

were chosen to be included in the instrument. Kriekard (1985) referred to this as a 

popularity index.  In this case, a popularity index refers “…only to the segment of the 

population that responds to the survey in a certain manner. The ‘sociability’ of the 

competency was not measured but rather the percentage of respondents answering an 

item in a keyed direction” (p. 49-50). The popularity index was computed for each 

competency on both the ideal and actual scale. Point values were assigned to each 

competency and a mean score was calculated. This was computed by assigning the 

strongly agree and agree responses with a value of 1.0, while all the other responses 

(strongly disagree, disagree, and undecided) received a value of 0.0. Those competencies 

that received an index closer to 1.0 than 0.0 were said to be valid. After this process was 

complete, Kriekard finished with 59 competencies that he deemed valid.   

 Kriekard (1985) began validation for the competencies by testing 94 different 

competencies for validity. Only those mean scores that were above 0.501 were 

considered valid.  A total of 34 competencies were below .501 and therefore left off the 

survey. Kriekard (1985) used a popularity index to validate the competencies listed in the 
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survey by identifying the extent to which the respondents agreed upon a competency 

being an expected or actual part of the position.   

These competencies were then classified under six different task areas which were 

described and utilized earlier by Austin and Brown (1970) in their study of the assistant 

principal. The six major task areas included: management of schools, leadership in staff 

personnel, community relations, instructional leader, student activities, and pupil 

personnel (Kriekard, 1985). 

Upon determining that this instrument was valid, Kriekard then focused his 

attention on determining the reliability of these competencies. Although reliability is a 

necessary commodity, it is not a guarantee of validity.  Reynolds (2009) frames it like 

this, “without reliability there can be no validity” (p.126). Reliability is an extremely 

important indicator of consistency in test scores. To measure reliability, Cronbach’s alpha 

was used to determine the internal consistency of responses to each individual item on the 

survey and with the total test.  According to Fraenkel and Wallen (2006), Cronbach’s 

alpha (α) is used in calculating the reliability of items which are not scored as right versus 

wrong.  These same authors stated that for research purposes the index value of alpha be 

at least .70 or higher to be considered as reliable, but lower thresholds are sometimes 

used.  Reynolds (2009) believed that reliability becomes a gauge of how much 

confidence is placed in the results. According to Gay, Mills, & Airasian (2006), Fraenkel 

and Wallen (2006) believed that an index value of at least .70 or higher is to be 

considered as reliable. The researcher found the reliability scores from this study 

reflected very similar results to those found by Kriekard (1985). His scores ranged from 

.93174 to .84384; while in this study, using Cronbach’s alpha as the measure to 
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determine internal consistency, the scores ranged from .912 to.749 (see Appendix B for 

complete range of reliability scores). 

Lastly, these competencies were then sent to a validation jury which consisted of 

eighteen secondary school principals who had been an assistant principal within the last 

five years. Those competencies were included if all the responses were above the mean as 

well as those responses above the mean minus one standard deviation.             

Research Design 

 The intent of this quantitative design was to utilize an entire population of public 

secondary assistant principals in Indiana to be able to generalize the results (Gay, 1996). 

Specifically in this design, the researcher collected data from secondary Indiana assistant 

principals.  

For this study, the main body of the Kriekard’s (1985) questionnaire was utilized.  

In it, job responsibilities of assistant principals are presented in six categories.   

 Questions 1 -8    Management of School 

 Questions 9-22  Community Relations 

 Questions 23-31  Leadership in Staff Personnel 

 Questions 32-40  Instructional Leader 

 Questions 41-49   Student Activities 

 Questions 50-59  Pupil Personnel 

A Likert scale was utilized on both the left and right side indicating the extent to which 

each respondent feels the competency should expectedly be practiced by an administrator 

and also the extent to which in fact it was really practiced by the assistant principal. Each 
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participating respondent had five choices: 5) strongly agree, 4) agree, 3) undecided, 2) 

disagree, 1) strongly disagree. 

In addition to using the survey already created by Kriekard (1985), the researcher 

asked some additional demographic-type information.  Demographic information such as: 

gender, age, race, years of teaching experience, years of assistant principal’s experience, 

school setting, school enrollment, educational preparation, mentorship, job satisfaction, 

career aspirations, and educational licensure was solicited. The relationship between 

selected demographic variables and the responses to the job competencies items were 

also examined. Because it was found that the largest attrition rate in the assistant 

principal position is seen in the first three years on the job, (Grogan and Andrews 2002), 

the researcher was specifically interested in these demographic variables: educational 

preparation, job satisfaction, and career aspirations. The objective will be to determine 

whether or not these specific demographic variables have any bearing on the attrition rate 

of assistant principals along with the information collected in the main body of the 

survey. 

The design of this study was survey based and will utilize descriptive statistics, 

primarily along with some inferential analyses to address the research questions. Fraenkel 

and Wallen (2006) believe the advantage of descriptive statistics is that it allows the 

researcher to describe information from many scores with a small number of indices, 

such as the mean score. Trochim, (2006) affirmed that descriptive statistics are used to 

help simplify large amounts of data in a sensible way.  
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Procedures 

 Dr. Kriekard was first contacted by phone, and this contact was followed by a 

formal letter seeking permission to use his survey instrument for this study (Appendix C). 

Next, a list of subjects were developed using the information provided by the Indiana 

Department of Education website (IDOE, 2008). This list produced the names of a total 

of 524 secondary assistant principals. Names were confirmed through a phone call to 

each school if the school website did not have this information. 

 Following the approval of the doctoral committee, the next action item was 

seeking the approval of Institutional Review Board (IRB) through Ball State University 

(Appendix D). After approval was established, the author was able to proceed with the 

research. 

 To obtain a high rate of return, the researcher utilized two different modes of 

distribution: emailing the survey and sending a hard-copy by mail to any subjects who 

had not completed the survey. Included with each survey was a cover letter explaining 

the purpose of this research project (Appendix E) a letter of consent to participate 

(Appendix F) and a link to the survey (Appendix G).  At the end of the four-week period, 

a reminder e-mail was sent to the non-respondents to encourage them to complete the 

survey. Each survey was coded with a four-digit number starting at 1000 to be used if a 

follow-up letter was needed to solicit a higher return rate.  Included in this information 

was the explanation that the respondent’s identity was blind to the researcher. Ball State 

researcher, Dr. James Jones, was the person responsible for the collection of data.  

 The survey format used was an Integrated Network Quizzing, Surveying, and 

Interactive Testing system called inQsit©.  This comprehensive online assessment 
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instrument was created at Ball State University by Dan Fortriede and Vernon Draper. It 

gives the researcher the ability to create, distribute and administer surveys via the Internet 

and then be able to retrieve, record, and access the responses (Fortriede & Draper, 1998).  

Before the late 1990s, there were basically two methods used to conduct a survey, 

either by mail using a questionnaire or by conducting an interview via the telephone. 

Because of the widespread availability of the Internet, and the rapid advances in 

computer technology, the use of internet surveys for data collection has risen (Hoonakker 

and Carayon, 2009). The potential for cost savings and more rapid results are just two of 

the reasons that have created interest in Internet-based survey designs.  

To increase response rates, Dillman (2007) believed that using dual response 

modes was an effective means. Kaplowitz, Handlock, and Levine (2004) suggested that 

using a mixed mode delivery system (e.g., web surveys and mail surveys) helped to 

minimize non responses. Their research found that comparable response rates could be 

found with each mode of delivery. Furthermore, their conclusions suggested that 

response rates increased when mail notifications were given to both delivery systems 

prior to the survey being taken. In hopes of garnering more responses from the survey 

and along the findings of Kaplowitz, Handlock, and Levine (2004), the researcher gained 

permission from the Indiana Association of School Principals (IASP) to present fliers 

(Appendix H) at the annual Indiana Assistant Principals” Conference held on October 10-

11, 2009, prior to sending out the survey.  

Next, the Indiana Association of School Principals (IASP) was contacted to 

request permission to send a notice through its website to remind the respondents to 

complete the survey.  Many administrators throughout Indiana join this organization and 
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use its list-serve to solicit information from school corporations. Permission was granted 

from the IASP with the promise of sending a copy of the completed dissertation to the 

IASP.  

An expert panel was asked to fill out the questionnaire and comment on the 

readability and clarity of the instrumentation (Appendix I). They were also used to make 

an approximation about the length of time needed to take the survey.  

Data Analysis 

 Two Ball State University professors, Dr. Holmes Finch and Dr. James A. Jones, 

were used as research design consultants for this study.  Using the statistical package for 

Social Sciences (SPSS), descriptive statistics (frequencies and cross tabulations) were 

utilized to describe the responses to expected and actual tasks of the assistant principal.   

Fifty-nine different statements were made in the survey, and the respondent was asked to 

respond to the expected and actual tasks performed by an assistant principal. The survey 

used a Likert scale from 5 (strongly agree) to 1 (strongly disagree). Within the six 

categories, each response was totaled and averaged to obtain a mean composite score 

from every respondent. Gay (1996) described the mean as “the average performance of a 

group on a measure of some variable” (p. 328). Frequency charts were created to provide 

more in-depth analysis of the data.   

This study has been guided by three research questions presented throughout this 

paper. 

1. What expectations of tasks and competencies did secondary public school 

assistant principals hold when they applied for their first assistant principal 

position?  
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2. What were the actual tasks or competencies being performed by secondary 

public school assistant principals?  

3. Are there discrepancies between the expected and actual tasks different based 

on the demographic characteristics and job satisfaction? 

The first two research questions, “What are the ideal job expectations secondary 

public school assistant principals held when they applied for their first assistant principal 

position, and “What are the actual tasks or competencies being performed by public 

school assistant principals?” were analyzed by using frequency charts of composite 

scores from each of the six task categories. For each respondent, responses to the items 

within each composite, as presented above, were totaled and averaged to obtain a mean 

composite response. The mean average is one of the most common methods used to 

describe the central tendency (Trochim, 2006). 

 Paired T-tests were also used for the first two research questions to compare the 

means of the expected task composite scores versus the means of the actual task 

composite scores being performed by secondary assistant principals in Indiana. This 

analysis will provide information regarding the differences in what assistant principals 

expected they would be doing, versus what they actually do. 

The third question, “Are the discrepancies between the expected and actual tasks  

different based on the demographic characteristics and job satisfaction”, uses means and 

standard deviations to show how the percentages of expected tasks compare to those 

actual tasks. This was measured by comparing the mean scores from the expected versus 

the actual tasks responses given by the assistant principals. Each question will show the 

expected and actual percentage score from the Likert scale used in the survey. Analysis 
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of Variance (ANOVA) was another statistical measurement used to determine whether 

any differences between the expected tasks and the actual tasks for the competencies was 

related to specific demographic characteristics of the assistant principals. Although this 

research project is framed around these three questions, the demographic information 

provided by the respondents is also of interest. Using the Statistical Package for Social 

Sciences (SPSS), cross tabulations were utilized with the descriptive statistics to portray 

the gender, age, race, years of teaching experience, years of assistant principal 

experience, the school setting, school enrollment, career aspirations, and educational 

licensure of the population sampled. Reynolds, Livingston, and Willson (2009) believe 

that frequency charts are an easy way to provide a visual illustration of a distribution.  

Kriekard (1985) found three variables; gender, school size, and administrative 

experience significantly affected the perceptions of assistant principals. In an attempt to 

find information that would make the position of assistant principal more effective, the 

researcher specifically looked at these demographics along with educational preparation 

and a mentorship experience. Kriekard’s recommendation was that school districts should 

review those competency areas and make adjustments in terms of the school districts 

needs and job descriptions. He went on to state that pre-service institutions should use 

these lists of competencies to help develop programs that more accurately reflect the role 

of the assistant principal.  

Summary 

Oliver (2003) believed that over 78% of assistant principals have intentions of 

becoming principals in the future.  This survey will attempt to find useful information to 
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help build the level of confidence in assistant principals to help them succeed in their 

next administrative position as principal.  

Chapter three contains the procedures used to determine the sample population, 

the survey instrument being used, the processes of collecting data, as well as the 

treatment of the data. The survey instrument used was developed by Dr. John Kriekard 

(1985) and more recently used by Dr. April Madden in 2008. Validity and reliability for 

the survey instrument were explained along with the treatment for data analysis. The 

secondary assistant principals who responded to the questionnaire were asked additional 

demographic information about gender, age, race, teaching experience, administrative 

experience, educational preparation, mentorship experience, job satisfaction, career 

aspirations, and licensure information.



Chapter 4 

As stated in earlier chapters, the focus of this study was to determine exactly 

which areas of competencies reflect work being performed by secondary school assistant 

principals, using statistical measurements through mean averages, paired T-tests, and 

ANOVA. The purpose of this chapter was twofold. The first intention was to determine 

what specific areas of competencies held by Indiana public secondary school assistant 

principals are being performed.  The second purpose was to the answer the question, “Are 

assistant principals satisfied in their current positions, or do they lose interest in further 

advancement because of their first administrative position?”  

Surveys were sent to 524 public secondary assistant principals from schools 

consisting of grades 9-12, as well as 7-12 configurations. By using two different modes to 

respond to this survey, email or standard mail, the overall response rate was 54%. This 

closely matched the return rate of 55% that Grate (2005) achieved while surveying 

Indiana assistant principals. Out of the 283 responses, 152 responded via email (53.7%), 

while the remaining 131 (46.2%) responded by mail. 

Three research questions guided this study: 

1.  What expectations of tasks and competencies did secondary public school 

assistant principals hold when they applied for their first assistant principal 

position? 
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2.  What were the actual tasks or competencies being performed by secondary 

public school assistant principals?  

3.  Are there discrepancies between the expected and actual tasks different based 

on the demographic characteristics and job satisfaction? 

Although this chapter is framed around these three questions, the demographic data 

provided by the secondary assistant principals responding to the survey is also of interest.  

 Demographic Results                                           

Tables 1-4 in this chapter highlight the demographic characteristics of the 

respondents in this study. The demographic information included on the survey focused 

on personal information represented by: (1) gender, age, race; (2) academic preparation 

represented by number of years of teaching experience, number of years of assistant 

principal experience, and educational licensure; (3) professional educational experiences 

characterized by school setting, school enrollment, educational preparation/mentorship; 

(4) and career goals represented by data about job satisfaction and career aspirations. This 

information describes the population who answered the survey.  

Before answering the research questions, data from the demographics used to 

profile the respondents are reported on Tables 1-4. Gender is the first demographic 

portrayed in Table 1. The results reflect that nearly 70% of the respondents were male, 

while almost 30% were female.   
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Table 1 
 
Participants’ Gender 
 
Gender                  Survey data source 

Web  Paper  Total 
Male  N    102  94  196 

Percent   68.9%  71.8%  70.3%  
     
Female  N    46  37  83 

Percent   31.1%  28.2%  29.7% 
 

Total  N    148  131  27  
  Percent   100%  100%  100% 
         

Participant age is depicted in Table 2. The results illustrate the average age of the 

respondents. Approximately 50% of the sample was less than 40 years of age. Almost 

25% of those who responded fell between the ages of 41-50, while the age group over 50 

averaged slightly more than 26%. 

Table 2 
Participants’ Age 
 
Age                   Survey data source 

Web  Paper  Total 
Less than 40 N    73  66  139 

Percent   48.0%  50.4%  49.1%  
     
41-50  N    38  32  70 

Percent   25.0%  24.4%  24.7% 
 
Over 50 N     41  33  74 
  Percent   27.0%  25.2%  26.1% 
 
Total  N    152  131  283  
  Percent   100%  100%  100% 
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Demographic data about school setting can be seen in Table 3. The evidence displayed in 

Table 3 shows that 46.5 % of the respondents worked in a rural setting.  

Table 3 
Participants’ School Setting 
 
School Setting                   Survey data source 

Web  Paper  Total 
Rural  N    73  54  127  

Percent   48.0%  44.6%  46.5%  
     
Urban  N    42  32  74 

Percent   27.6%  26.4%  27.1% 
 
Suburban N     37  35  72 
  Percent   24.3%  28.9%  26.4% 
 
Total  N    152  121  273  
  Percent   100%  100%  100% 
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The results of Table 4 confirm that 31% of the respondents worked at a school that 

housed between 501-1000 students.   

Table 4 

Participants’ School Enrollment 
 
School Enrollment                  Survey data source 
      Web  Paper  Total 
Less than 500  N   23  17  40 

 Percent  15.1%  13.2%  14.2%  
     
501-1000  N   50  37  87 

 Percent  32.9%  28.7%  31.0% 
 
1001-1500  N    30  23  53 
   Percent  19.7%  17.8%  18.9% 
 
 1501-2000  N   29  16  45 
   Percent  19.1%  12.4%  16.0% 
 
 More than   N   20  36  56  
 2001   Percent  13.2%  27.9%  19.9% 
Total   N   152  129  281  
   Percent  100%  100%  100% 

 

The survey contained other general demographic information, which is described 

briefly here. Limited diversity was reported in this study: 1) 93.6% of the number of 

respondents were white; 2) 52.2% of the respondents had between 6-15 years of teaching 

experience before becoming an assistant principal; 3) 34. 6% of those who responded to 

the survey had less than three years of assistant principal experience; and 4) 40.4% of the 

respondents have procured a proficient practitioner’s license.  
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Findings related to the Research Questions 

Research Question 1 

What expectations of tasks and competencies did secondary public school 

assistant principals hold when they applied for their first assistant principal position? 

Each task or competency was rated on a Likert scale from 5 (strongly agree) to 1 

(strongly disagree). Mean scores were calculated for each section and are displayed in 

frequency charts according to those who responded to the survey by the Internet and also 

by those who responded by mail. Table 5 indicates the top 10 highest mean scores 

ranging from 4.56 to 4.39, ranked in descending order.  These top 10 competencies were 

what Indiana secondary assistant principals expected to perform when applying for the 

job of assistant principal. It should be noted that the sixth spot was noted twice because 

the value of the mean was exactly the same. Three different task areas were represented 

in the top 10 answers. These task areas included Pupil Personnel, Leadership in Staff, and 

Community Relations.  Although the task area of Pupil Personnel claimed the top two 

expected tasks, Leadership in Staff made up six of the top ten expected job tasks. The last 

place claimed in the top 10 expected task areas included Community Relations. This table 

can be seen in its entirety in Appendix J. 
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Table 5  

Top Ten Expected Task Mean Scores 

 

N 
 
Task Area 

 
Expected Tasks Mean 

Std. 
Dev. 

1 Pupil 
Personnel 

Ex 6.3   Organizes a system where by discipline 
problems are handled. 

4.56 .669 

2 Pupil 
Personnel 

Ex 6.4   Monitors disciplinary actions involving 
students to ensure the process is followed. 

4.55 .671 

3 Leadership 
in Staff 

Ex 2.2 Deals with conflicts that arise among teacher-
student-parent support staff relationships. 

4.52 .676 

4 Leadership 
in Staff 

Ex 2.6 Observes teachers. 4.50 .732 

5 Leadership 
in Staff 

Ex 2.13 Assumes personal responsibility for his or her 
own professional development. 

4.47 .670 

6 Leadership 
in Staff 

Ex. 2.1 Selects, assists, supervises, and evaluates both 
certified and classified personnel. 

4.46 .680 

6 Leadership 
in Staff 

Ex 2.8 Provides feedback to teachers concerning their 
performance. 

4.46 .718 

7 Pupil 
Personnel 

Ex 6.2   Cooperatively establishes procedures for 
developing and maintaining a high level of positive 
student behavior. 

4.45 .706 

8 Leadership 
in Staff 

Ex 2.7 Uses systematic and effective evaluation 
procedures. 

4.42 .746 

9 Community  
Relations 

Ex 3.2 Communicates effectively with parents and 
other school patrons to secure favorable understanding 
and support for the school and its programs. 

4.40 .685 

10 Pupil 
Personnel 

Ex 6.5   Finds and develops programs to reduce 
absenteeism, tardiness, and behavioral problems.  

4.39 .791 

Research Question 2 

The second research question mirrored question one and asked, “What were the 

actual tasks or competencies being performed by secondary public school assistant 

principals?” Similar to question one, the responses as presented in Table 6, were totaled 
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and averaged to obtain a mean composite response. The top 10 highest mean scores were 

ranked in descending order.  Because the value of the mean was exactly the same in the 

8th and 9th spots, the researcher numbered them the same.  In this question, four different 

task areas were represented in the top 10. This included: Pupil Personnel, Leadership in 

Staff, Management of Schools and Community Relations. The top 10 actual mean scores 

ranged from 4.61 to 4.30. Pupil Personnel and Leadership in Staff task areas were equally 

represented in the top 10 actual jobs performed by secondary assistant principals. 

Community Relations and Management in Schools also rounded out the top 10 actual 

tasks being performed by secondary assistant principals. The entirety of this chart can be 

seen in Appendix K. 
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Table 6 
 
Top Ten Actual Task Mean Score 

 
 
Task Area 

 
Actual Tasks Mean 

Std. 
Dev. 

 1 Pupil 
Personnel 

A 6.4   Monitors disciplinary actions involving 
students to ensure the process is followed.  

 
  4.61 

 
.736 

2 Leadership 
in Staff 

A 2.2   Deals with conflicts that arise among teacher-
student-parent support staff relationship.  

 
4.54 

 
.757 

3 Pupil 
Personnel 

A 6.3   Organizes a system where by discipline 
problems are handled.  

 
4.53 

 
.830 

4 Leadership 
in Staff 

A 2.13   Assumes personal responsibility for his or 
her own professional development.  

 
4.52 

 
.657 

5 Pupil 
Personnel 

A 6.2   Cooperatively establishes procedures for 
developing and maintaining a high level of positive 
student behavior.  

 
4.45 

 
.842 

6 Management 
of Schools 

A 1.2   Understands and accepts the scope of 
authority.  

 
4.38 

 
.734 

7 Pupil 
Personnel 

A 6.5   Finds and develops programs to reduce 
absenteeism, tardiness, and behavioral problems.  

 
4.34 

 
.953 

8 Leadership 
in Staff 

A 2.1   Selects, assists, supervises, and evaluates both 
certified and classified personnel.  

 
4.32 

 
.887 

8 Pupil 
Personnel 

A 6.1   Assumes responsibility for student 
management procedures.  

 
4.32 

 
.895 

9 Leadership 
in Staff 

A 2.6   Observes teachers.   
4.31 

 
.992 

9 Leadership 
in Staff 

A 2.8   Provides feedback to teachers concerning 
their performance.  

 
4.31 

 
.956 

9  Community   
 Relations       

A 3.2   Communicates effectively with parents and 
other school patrons to secure favorable 
understanding and support for the school and its 
programs.  

 
 

4.31 

 
 

.750 

10 Leadership 
in Staff 

A 2.12   Participates in professional growth activities: 
attends professional meetings, reads professional 
journals, takes classes or attends seminars on relevant 
topics.  

 
 

4.30 

 
 

.828 
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When comparing the means of the top 10 expected tasks with the top 10 actual 

tasks, the results indicated that all but one of the expected tasks were also actual tasks 

being performed by secondary assistant principals. In other words, much of the time the 

actual job functions are what assistant principals expected them to be.  

The results in Table 7 show the mean scores from each task area between the 

expected responses and the practiced responses. In each case the difference from the 

expected to the actual is minimal. 

Table 7 

Mean Scores (Expected vs. Practiced Tasks) 
 
Task Area Expected Practiced Difference 
Leadership in Staff Personnel 4.2598 4.1249 .1349 
Pupil Personnel 4.1774 4.1653 .0121 
Community Relations 3.9391 3.8439 .0952 
Instructional Leader 3.9294 3.6975 .2319 
Management of Schools 3.6662 3.4427 .2235 
Student Activities 3.3493 3.1357 .2136 
 

Research Question 3 

To answer research question three, several different types of statistical 

comparisons were used.  Descriptive statistics were used to examine the means of the 

expected versus the practiced task areas. Frequency distributions can be seen in Appendix 

L, which show the percentages related to the expected tasks and how these compared to 

the actual tasks performed by secondary assistant principals throughout Indiana. This 

chart displays all 59 questions beginning with question 1.1 and ending with question 6.10 

with the corresponding response percentages from both expected and actual job related 

tasks. 
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Measurements were taken from the expected tasks and the actual tasks performed 

by assistant principals.  Pearsons’ Product-Moment Correlation coefficient (denoted by r) 

was used to calculate the strength of the relationship between the expected tasks 

performed to the actual tasks.  According to Choudhury (2009), the closer the coefficients 

range from +1.0 or -1.0, the greater the strength of the relationship. The guideline 

generally used is; 1.0 to .05 = strong relationship; .03 to .05 = moderate relationship; .01 

to .03 = weak relationship.  Five of the six task areas show a strong relationship while 

Instructional Leadership shows a moderate one and can be seen in Table 8. 

Table 8 
 
Correlation between Expected and Actual Task Areas 
 Management 

of Schools 
Leadership 
in Staff 
Personnel 

Community 
Relations 

Instructional  
Leader 

Student  
Activities 

Pupil 
Personnel 

Actual r 
       

N 

.558 .556 .500 .453 .741 .546 
280 280 278 278 278 278 

 

Paired Sample T-tests were then conducted to test for differences between the 

expected tasks and the actual tasks performed. The researcher took an overall mean 

average from each task area so every question was factored into this test. The sample size 

ranged from 277 to 280 respondents. The output of paired sample T-test shown in Table 9 

reports the descriptive statistics and correlations between the matched pairs of each task 

area. The p-value associated with this test was (p < .05). The researcher found that all six 

task areas were below the level of α, (.000), indicating a significant difference between 

the means of the expected and the actual tasks performed. Although the task area of Pupil 

Personnel confirms only a slight difference in the means, the means for the expected 
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tasks were higher than the means for the actual task performed in every task area. These 

results indicate that assistant principals had greater expectations of their job 

responsibilities than what they actually practiced.  

Table 9 

 Paired Samples Correlations 

 Mean N 
Standard 
Deviation

Standard 
Error Mean 

 
 Sig.  

Pair 1 Management of 
Schools 
Expected 

 
 

3.6662 

 
 

280 

 
 

.65349 

 
 

.03905 

 

Practiced 3.4427 280 .86770 .05185 .000 
Pair 2 Leadership in      

Staff  Personnel 
Expected 

 
 

4.2598 

 
 

280 

 
 

.54769 

 
 

.03273 

 

Practiced 4.1249 280 .68874 .04116 .000 
Pair 3 Community 

Relations 
Expected 

 
 

3.9391 

 
 

278 

 
 

.68005 

 
 

.04079 

 

Practiced 3.8439 278 .82122 .04925  .000 
Pair 4 Instructional 

Leader 
Expected 

 
 

3.9294 

 
 

277 

 
 

.66830 

 
 

.04015 

 

Practiced 3.6975 277 .83902 .05041  .000 
Pair 5 Student 

Activities 
Expected 

 
 

3.3493 

 
 

277 

 
 

.88875 

 
 

.05340 

 

Practiced 3.1357 277 1.06485 .06398 .000 
Pair 6 Pupil Personnel 

Expected 
 

4.1774 
 

277 
 

.63686 
 

.03827 
 

Practiced 4.1653 277 .72627 .04364 .000 
            *Statistical significance  P < .05 
 

Next, Table 10 shows the results of the Paired Samples T -Test. Because 

presenting multiple statistical tests can be cause for concern regarding Type I error rates, 

the researcher used the Bonferroni correction to maintain the nominal Type I error rate of 

0.05. Using this correction, the new alpha was .008. After using this correction, there 
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were four task areas that proved to have statistical significance which were denoted by an 

asterisk (*) on Table 10. Those areas include: Management of Schools (.000), Leadership 

in Staff Personnel (.000), Instructional Leader (.000), and Student Activities (.000). The 

two task areas that did not show any significance include: Community Relations (.038) 

and Pupil Personnel (.758) because the p-value was larger than α.  

Table 10 
 
Paired Samples Test 
 

 
 

 Expected vs. Practiced 

Paired 
Differ.

t df 
Sig. (2-
tailed) Mean 

Pair 1 Management of Schools  -.22353 -5.058 279 *.000
Pair 2 Leadership in Staff Personnel  -.13491 -3.791 279 *.000
Pair 3 Community Relations  -.09522 -2.087 277 .038
Pair 4 Instructional Leader  -.23192 -4.816 276 *.000
Pair 5 Student Activities  -.21355 -4.919 276 *.000
Pair 6 Pupil Personnel  -.01214 -.309 276 .758

 *Statistical significance  P < .05 

The results suggest that a significant decrease in actual job responsibilities as 

compared to the expected job responsibilities was found in four different task areas.  

Below is an evaluation of the significant results found from the test. 

  Management of Schools, t (279) = -.22353, p = .000. 

Leadership in Staff Personnel, t (279) = -.13491, p = .000. 

Instructional Leader, t (276) = -.23192, p = .000. 

Student Activities, t (276) = -.01214, p = .000. 

Another statistical analysis used to answer research question three was the one-

way ANOVA test. The researcher used each of these six task areas: Management of 
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Schools, Leadership in Staff Personnel, Community Relations, Instructional leader, 

Student Activities, and Pupil Personnel as well as Job Satisfaction as the dependent 

variables. The demographics from the survey (gender, age, race, years of teaching 

experience, years of assistant principal experience, school setting, school enrollment, 

educational preparation, mentorship, career aspirations, and educational licensure of the 

population) were used as the independent variables.  

Gender was the first independent variable tested using an Independent samples T-

test to help answer research question 3. Each task area along with the demographic 

question of job satisfaction was used as dependent variables. Mean differences were 

compared using the expected versus the actual tasks areas performed. In this first 

comparison, there were no statistically significant differences between males and females 

in relationship to this question.  

Age was the next demographic tested. As seen in Table 2 on page 76, out of the 

283 respondents, 128 were between the ages of 30 and 40. To help compare the means of 

each task area along with job satisfaction, ANOVA was used as the testing tool. In this 

case, age was the independent variable. With the alpha level (p < .05), the ANOVA test 

results found in Table 11 initially produced some significant effects in the task areas of 

Leadership in Staff Personnel (.022), and Community Relations (.002), Again, 

Bonferroni’s correction was utilized to ensure the Type I error rate of .05. The new alpha 

gave a value of .007; therefore Leadership in Staff Personnel (.022) was not significant 

because the value exceeds the new alpha .007. Community Relations was the only task 

area found to be statistically significant with a score of .002, which is less than the 

established p-value of .05.  
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Table 11 

ANOVA-Age 
 
Expected vs. Practiced 
       Difference 

Sum of 
Squares df 

Mean 
Square F Sig. 

P2 Leadership in 
Staff Personnel  

Bet. Groups 2.681 2 1.340 3.858 .022 
Within  96.247 277 .347   
Total 98.928 279    

P3 Community 
Relations  

Bet. Groups 7.283 2 3.641 6.544 .002*
Within  153.024 275 .556   
Total 160.306 277    

            *Statistical significance  P < .05 

To determine a more specific subgroup response, multiple comparisons were 

needed. This testing revealed a pairwise difference between the mean responses for 

subjects aged 41 to 50 as compared to those over 50. The significance level between 

these two groups was .001 (p < .05), indicated by the asterisk under mean difference in 

Table 12. Therefore, a significant difference was found because the value is less than the 

required alpha level (p < .05). This would indicate that for the task area of Community 

Relations, subjects who were between 41 to 50 years of age expected more than they 

were actually practicing in their current position within the task area of Community 

Relations. Table 12 contains only the area that shows some statistically significance. The 

full chart can be seen in Appendix M. 
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Table 12 

Multiple Comparisons-Age 
 
 
 
 
Dependent 
Variable 

 
 
 
(I) age2 Reduced 
Age categories 

 
 
 
(J) age2 Reduced 
Age categories 

Mean 
Difference 

(I-J) 
Std. 

Error Sig. 

95% 
Confidence 

Interval 
Lower 
Bound

Upper 
Bound

D3 Community 
Relations  
Pract. vs. Exp. 
difference 

 

41-50 Less than 40 -.21984 .11025 .116 -.4797 .0400
Over 50  -.45275* .12525 .001 -.7479 -.1576

Over 50 Less than 40  .23291 .10823 .082 -.0221 .4880
41-50 .45275* .12525 .001 .1576 .7479

*Statistical significance P < .05 

 Race was the next demographic tested.  Out of 281 respondents, the 

overwhelming majority who answered the questionnaire, 263, were white. Independent 

samples T-test was run and no statistical differences were found with this variable.  

The next independent variable tested was the years of teaching experience. A total 

of 276 people responded to this demographic question. Of that number, 73 respondents 

had between 6-10 years of teaching experience while another 72 respondents had 

between 11-15 years of teaching experience. In other words, a majority of these 

respondents (145) had between 6 to 15 years of teaching experience. The one-way 

ANOVA in Table 13 yielded statistical significant differences between the groups in the 

task areas of Leadership in Staff Personnel (.041), and Community Relations (.003). 

Again, after using the Bonferroni adjustment to the alpha (p < .007), Leadership in Staff 

Personnel was found to not be significant. This left the task area of Community Relations 

to be further investigated. 
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Table 13 

ANOVA-Teaching Experience 
 
Expected vs. Practiced 
       Difference 

Sum of 
Squares df 

Mean 
Square F Sig. 

P2 Leadership in 
Staff Personnel  

Bet. Groups 3.538 4 .885 2.534 .041 
Within  93.553 268 .349   
Total 97.091 272    

P3 Community 
Relations  

Bet. Groups 8.715 4 2.179 4.078 .003*
Within  142.657 267 .534   
Total 151.372 271    

            *Statistical significance  P < .05 

 Utilizing a pair-wise comparison was the next step to determine specific years of 

teaching experience responses showing some significant differences. At first glance, 

Table 14 reveals a pair-wise difference between the mean values of the groups showing 

more than 21 years of teaching experience to the 6-10 years of teaching experience and 

the 11-15 years of teaching experience. After adjusting for the new alpha (.007) using the 

Bonferroni correction, no specific significance was found in terms of teaching 

experience. Each value exceeded the required alpha level p < .007. The results of this test 

can be seen in Table 14, while the full results can be seen in Appendix N. 
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Table 14 

Multiple Comparisons-Years of Teaching Experience 
 
Dependent 
Variable 

(I) Reduced 
categories for 
years of teaching 
experience 

(J) Reduced 
categories for 
years of teaching 
experience 

Mean 
Difference  
(I-J) Std. Error Sig. 

95% 
Confidence 

Interval 
Lower 
Bound

Upper 
Bound

P3 Community 
Relations 
Expected vs. 
Practiced 
difference 

Less than 5 years 6-10 years .03984 .15062 .999 -.3738 .4535 
11-15 years .00279 .15097 1.00 -.4118 .4174 

 16-20 years -.36964 .18028 .245 -.8648 .1255 
More than 21  -.35181 .15410 .154 -.7750 .0714 

6-10 years Less than 5 years -.03984 .15062 .999 -.4535 .3738 
11-15 years -.03705 .12225 .998 -.3728 .2987 
16-20 years -.40947 .15702 .072 -.8407 .0218 
More than 21  -.39164* .12610 .018 -.7380 -.0453 

11-15 years Less than 5 years -.00279 .15097 1.00 -.4174 .4118 
6-10 years .03705 .12225 .998 -.2987 .3728 
16-20 years -.37243 .15735 .128 -.8046 .0598 
More than 21  -.35460* .12652 .043 -.7021 -.0071 

More than 21 
years 

Less than 5 years .35181 .15410 .154 -.0714 .7750 
6-10 years .39164* .12610 .018 .0453 .7380 
11-15 years .35460* .12652 .043 .0071 .7021 
16-20 years -.01783 .16036 1.00 -.4583 .4226 

*Statistical significance  P < .05 

 The next set of tests ran used the number of years of assistant principal 

experience as its independent variable. Out of the 283 respondents, 98 of those had less 

than three years of experience. No significance was found within the area of assistant 

principal experience. 

Subsequently, school setting became the next independent variable analyzed. This 

setting included:  rural, urban, and suburban settings.  After performing another ANOVA, 

Pupil Personnel (.004) detailed some significant differences which are shown in Table 15. 
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Bonferroni’s adjustment (.007) was utilized to account for any Type I error that could 

occur. The full statistic can be found in Appendix O. 

Table 15 

ANOVA-School Setting 
 

Expected vs. Practiced 
Differences 

Sum of 
Squares df 

Mean 
Square F Sig. 

P 6 Pupil 
Personnel   

Bet. Groups 4.850 2 2.425 5.776 .004*
Within 111.241 265 .420   
Total 116.091 267    

*Statistical significance  P < .05 

 More specific testing was done with Tukey’s multiple comparison and the results 

verified in Table 16 show a difference among the suburban and rural school settings from 

the task area of Pupil Personnel. The level of significance between these two groups was 

established to be at .004 (p < .05). These data indicates that for the task area of Pupil 

Personnel, respondents in the rural setting expected to be doing more job related activities 

than those in the suburban setting. Table 16 contains only the area that shows some 

statistically significance. The full chart can be seen in Appendix O1. 
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Table 16 

Multiple Comparisons /School Setting 
 
Dependent 
Variable 

School 
Setting: 

School 
Setting: 

Mean 
Difference Std. Error Sig. 

95% Confidence 
Interval 

Lower 
Bound 

*Statistical significance  P < .05 

Upper 
Bound 

P 6 Pupil 
Personnel  
Practiced vs. 
Expected 
difference  

Rural Urban .20880 .09615 .078 -.0178 .4354 

Suburban .30974* .09615 .004* .0831 .5364 

Urban Rural -.20880 .09615 .078 -.4354 .0178 

Suburban .10094 .10874 .623 -.1554 .3572 

Suburban Rural -.30974* .09615 .004* -.5364 -.0831 

Urban -.10094 .10874 .623 -.3572 .1554 

  School enrollment was the next demographic characteristic used to find any 

discrepancies between the expected tasks and actual tasks performed by assistant 

principals. The next ANOVA test results can be seen in Table 17. The results indicated a 

significant difference within the task area Pupil Personnel .002 (p < .05), which coincides 

with the results found in School Enrollment. The entire ANOVA chart can be seen in 

Appendix P. 

Table 17 

ANOVA for School Enrollment 
 

Expected vs. Practiced 
Difference 

Sum of 
Squares     df

      Mean 
Square      F 

       
Sig. 

P 6 Pupil 
Personnel  

Bet. Groups 7.085 4 1.771 4.304 .002* 
Within  111.115 270 .412   
Total 118.200 274    

            *Statistical significance P < .05 
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Because further testing was needed to provide more information, Tukey’s Post 

Hoc test was performed. Unlike School Setting, no significance was found. The level of 

significance between all of the school enrollment groups was more than the required 

alpha level (p < .05).  

  Another independent variable tested used Educational Licensure. The 

demographics discovered that forty percent of the respondents held a proficient 

practioner’s license. After performing the ANOVA, the test results produced no levels of 

significance when comparing the mean values of responses of educational licensure in 

relation to any of the task areas and job satisfaction.  

 Career Aspirations was the last independent variable tested.  After completing the 

ANOVA test, a level of significance .006, (p < .05) was found within the area of Job 

Satisfaction. Again, Bonferroni’s correction was applied to this test making the new alpha 

.007. The results of the ANOVA seen in Table 18 reveal that some secondary assistant 

principals are not satisfied with their job and want to find alternate employment. The 

complete statistical analysis can be found in Appendix Q. 

Table 18 

ANOVA for Career Aspirations 
 

Expected vs. Practiced 
Difference 

Sum of 
Squares df 

Mean 
Square F Sig. 

Job Satisfaction Bet. Groups 9.149 3 3.050 4.288 .006* 
Within  194.173 273 .711   
Total 203.321 276    

*Statistical significance  P < .05 
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To further investigate the ANOVA, multiple comparisons were again utilized to 

determine if any specific subgroups differed significantly from one another. Multiple 

comparisons were made using Tukey’s Post Hoc test.  Although no significance was 

found it should be noted that leaving administration and returning to teaching or finding 

some other job as well as the “continuation as an assistant principal for the rest of my 

career”, approached significance. The entire post hoc test can be seen in Appendix Q1. 

Research question three asked, “Are there discrepancies between the expected and 

actual tasks different based on the demographic characteristics and job satisfaction?” The 

results reported in Table 19 and 20, directly answer part of this research question, “Are 

assistant principals satisfied in their current positions, or do they lose interest in further 

advancement because of their first administrative position?” The survey used a statement, 

“I am satisfied in my role as the assistant principal.” Respondents were asked to rank 

their answer, using a Likert scale with (5) indicating strongly agrees to (1) indicating 

strongly disagrees. The frequency chart below designated the rankings from the 

statement. The results from this question found that 48.8% of the respondents are 

satisfied with their role as the assistant principal, while another 34.6% strongly agreed 

with this statement. Overall, 83.4% of the respondents from this survey are satisfied in 

their assistant principal role. 
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Table 19 

Job Satisfaction -- I am satisfied in my role as the assistant principal  
 

 Frequency Percent  Percent Cumulative Percent 
 Strongly Disagree 4 1.4 1.4 1.4 

Disagree 12 4.2 4.3 5.8 
Undecided 26      9.2 9.4 15.1 
Agree 138 48.8 49.6 64.7 
Strongly Agree 98 34.6 35.3 100.0 
Total 278 98.2 100.0  

Missing System 5 1.8   
Total 283 100.0   
 

The second part of this question referred to career aspirations of assistant principals. 

Respondents were asked this question: 

Career aspirations: (What is your primary career aspiration?) Check the one that most applies 
to you.  

_____leave administration and return to teaching 
_____continue as assistant principal for the rest of my career 
_____become a building principal 
_____become a central office administrator 
_____college professor 
_____other(s) specify: 

____________________________________________________________ 

The reports of this table show that only 35.1% of the respondents’ primary 

aspirations were to become a building principal. Another 26.5% of the respondents hope 

to become a central office administrator. Combining these two numbers, a total of 61.6% 

of the assistant principals in this survey had career aspirations of moving up the 

administrative ladder. The remaining 38.6% of the respondents in this survey are 

choosing to follow a different career path.   
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Table 20 

Career Aspirations             

      Web  Paper  Total 

Leave administration,           N  24  24  48 
return to teaching,  
be a college prof.  
or something else                    %  15.9%  18.3%  17.0% 
       
Continue as an                         N  32                   35  67 
asst. principal              
for my career                          %  21.2%              26.7%             23.8%                    
                           
Become a building                 N    55                   44  99 
principal           
                      %  36.4%  33.6%  35.1% 
 
Become a central                   N  40  28  68 
office administrator       
                          %  26.5%  21.4%              24.1%        
    
Total                       N1  51   131  282 
          
                        %  100%  100%  100% 
 

In terms of job satisfaction, 84.9% of the secondary assistant principals in this study 

reported to either agree or strongly agree with the statement, “I am satisfied with my role 

as assistant principal.” As reported in Table 20, 23.8% of the assistant principals intend to 

continue as assistant principals the rest of their careers. Taking into account the 17% of 

respondents who intend to leave administration, the pool of perspective building 

principals and central office administrators only includes 59.1% of those currently 

serving in the role of assistant principal. 
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Summary 

In summary, the data collected from the questionnaires was reported in this 

chapter.  Information was derived from the demographics as well as the opinions of 

secondary assistant principals as to what they expected their jobs to be prior to entering 

the position as well as what their actual tasks were after they started in the position. 

Some profile highlights of the survey respondents signified that: (1) 70% were 

male; (2) 49% were less than 40 years of age; (3) 46.5% were working in a rural school 

setting; (4) 31% had a school enrollment between 501 to 1000 students.  About 85% also 

responded that they were satisfied in their current secondary assistant principal position; 

however, 38.6% also indicated they were choosing a different career path.  

To find out the task expectations of secondary assistant principals, mean scores 

were totaled and averaged to obtain a mean composite response and were displayed in 

frequency tables in descending order. The top 10 mean scores ranging from 4.56 to 4.40 

found that secondary assistant principals had the highest job expectations in the task areas 

of Pupil Personnel, Community Relations, and Leadership in Staff.  These three task 

areas were the duties that secondary assistant principals expected to be doing in their role 

as assistant principal. The task area of Pupil Personnel involved duties associated with 

student management procedures which included; organizing and monitoring discipline, 

absenteeism, tardiness, and attendance. Community Relations dealt with effective 

communication to parents, community and other organizations requesting input and ideas 

for various school programs. Leadership in Staff was a task area that entailed selecting, 

assisting, supervising, and evaluating both certified and classified personnel. Overall, the 
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average mean scores ranged from a high of 4.56 to a low of 2.98 on a Likert scale from 5 

(strongly agree) to 1 (strongly disagree). 

The second question being researched asked, “What were the actual tasks or 

competencies being performed by secondary public school assistant principals?” When 

comparing the means of the top 10 expected tasks with the top 10 actual tasks, the results 

signified that 7 of the 10 expected tasks were also actual tasks being performed by 

secondary assistant principals. Similar to the first question, these tasks included: Pupil 

Personnel, Management of Schools and Community Relations. A difference was found in 

the task area of Management of School. The top 10 actual mean scores ranged from 4.61 

to 4.31.  

Paired Sample Correlations were then used to test for differences between the 

expected tasks and the actual tasks performed. The researcher found that all six task areas 

were below the level of α, (.000), indicating a significant difference between the means of 

the expected and the actual tasks performed. These results show that assistant principals 

had greater expectations of their job responsibilities than what they actually practiced. 

The paired T-tests revealed a significant decrease in actual job responsibilities as 

compared to the expected job responsibilities performed by secondary assistant 

principals. Correlations with significance include: Management of Schools (.000), 

Leadership in Staff Personnel (.000), Instructional Leader (.000), and Student Activities 

(.000).  

The final question being examined asked, “Are there discrepancies between the 

expected and actual tasks different based on the demographic characteristics and job 

satisfaction?” Using ANOVA to compare the proportions of variations of the independent 
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variables from the demographics surveyed, the researcher found some significant 

differences in the areas of age and school setting, while career aspirations approached 

significance. The demographic of age indicated significance was found within the task 

area of Community Relations for subjects who were between 41 to 50 years of age. This 

age group expected to be performing tasks more than they were actually practicing in 

their current position within the task area of Community Relations.  

Within the demographic area of school setting, another task area, Pupil Personnel 

(.004) (p < .05) detailed some significant differences as well. The data indicated that 

respondents in the rural setting expected to be doing more job related activities than those 

in the suburban setting. 

Career Aspirations was the last independent variable tested.  After completing the 

ANOVA test, a level of significance .006, (p < .05) was found within the area of Job 

Satisfaction. Although this demographic only approached significance, it should be noted 

that “leaving administration and returning to teaching or finding some other job” as well 

as “continuation as an assistant principal for the rest of my career” came very close to 

showing some significance. 

It is important to notice effect sizes from the significant results found within the 

ANOVA analysis. Cohen generally describes f=.10 as a small effect, f=.25 as a medium 

effect, and f=.40 as a large effect size. Within Table 21, Eta square is represented as η2   

and Cohen’s effect size is represented by f. Although the effect sizes displayed similar 

scores and approached the medium effect size, all were categorized as having a small 

effect.  
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Table 21 
 
Effect sizes of significant results 
 
Demographic/Task Area η2 ƒ 
Age – Community Relations 0.0454 0.22 
School Setting – Pupil Personnel 0.0418 0.21 
Career Aspirations – Job Satisfaction 0.0450 0.22 



Chapter 5 

Summary of the Study 

 According to Weller and Weller (2002) the role and responsibilities of the 

assistant principal have been “one of the least researched and least discussed topics in 

professional journals and books focusing on educational leadership” (p. xiii). One 

objective for this study was to determine what areas of competencies reflect the real work 

being performed by secondary school assistant principals to help establish viable 

candidates for upcoming predicted vacancies. In other words, of the 59 job 

responsibilities surveyed, what specific tasks are most needed to be mastered in order to 

help secondary assistant principals succeed. Tirozzi (2009) offered this comment about 

assistant principals: 

Too frequently, individuals entering the principalship are licensed but not 

necessarily ready to lead a school. Assistant principals are generally licensed as 

principals and serve in positions that should be filled with experiences that 

contribute to their readiness to serve as principals; however, they frequently are 

given managerial assignments that deny them opportunities to develop as well-

rounded leaders. Since assistant principals fill approximately 70% of all principal 

vacancies, it is imperative that they have experiences and developmental 

opportunities to create the desire and readiness to serve successfully as principals 

(p.v).
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As stated in chapter one, the problem addressed in this study was to further enable 

the leaders of Indiana secondary schools to understand the potential deficits of assistant 

principals. What tasks, that they are currently not performing, should secondary assistant 

principals practice to prepare them for assuming a principalship? Identifying such deficits 

has the potential of adding job duties that would hone the skills and knowledge assistant 

principals needed to successfully propel them into a principalship. 

This guiding question led the researcher to use a 59-item questionnaire developed 

by Kriekard (1985) and then later used by Madden (2008) to help identify the tasks 

needed for secondary assistant principals to be successful in their job. In addition to this 

question, the researcher gathered demographic information. To further understand the 

competencies needed to be successful in the position, the respondents were asked to rate 

each competency task on an expected scale as well as rate each task on what was actually 

performed on the job. Six task areas were used to divide the competencies into the 

following areas: Management of School; Community Relations; Leadership in Staff 

Personnel; Instructional Leader; Student Activities; Pupil Personnel. 

The results of the survey were used to answer three research questions: 

1. What expectations of tasks and competencies did secondary public school 

assistant principals hold when they applied for their first assistant principal 

position?  

2. What were the actual tasks or competencies being performed by secondary 

public school assistant principals?  

3. Are there discrepancies between the expected and actual tasks different based 

on the demographic characteristics and job satisfaction? 
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Findings and Discussion 

 This study produced some interesting facts describing the demographic 

information garnered from this research. The findings were based upon the responses to 

the survey. Of the 283 respondents, 70.3 % were males. Almost 75% of the respondents 

(73.8%) were less than 50 years old. The most represented race was White (92.9%). 

Nearly one-half of the respondents (52.5%) had between 6 and 15 years of teaching 

experience, while 34.6% had less than three years of experience as an assistant principal. 

In terms of school setting, 46.5% of those surveyed worked in rural schools. School 

enrollment mirrored this finding with 45.2% of the respondents working in a school with 

less than 1,000 students.  Overall, 84.9% of the secondary assistant principals agreed that 

they were satisfied with their role as the assistant principal. However, 38.6% of those 

respondents also have intentions of following a different career path.   

Grate (2005) did a similar study that gathered much of the same demographic 

information from Indiana secondary assistant principals. The results of each are 

compared in Table 22.   

Table 22 

Demographic Comparisons 
 
DEMOGRAPHIC COMPARISON 

Grate 
2005 

Scott 
2009-10 

Number of Respondents 271 283 
Gender: % of respondents who were (male) 73.8% 70.3% 
Age: % of those less than 50 years old 65.4% 73.8% 
Race: % of respondents who were (white) 94.4% 92.9% 
Assistant Principal Experience: served over 5 
years as an assistant principal. 

42.5% 42.8% 

School Enrollment (less than 1000) 43.1% 45.2% 
Job Satisfaction 70.5% 84.9% 
Career Aspirations:  

Continue as asst. principal for career 
 

28.9% 
 

23.8% 
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Demographic similarities displayed within these categories were as follows: the 

number of respondents, gender, race, assistant principal experience, and school 

enrollment.  

The differences between Grate’s demographics and those from this study were:  

• Age (8.4% difference); secondary assistant principals in Indiana on average were 

younger than those reported by Grate (2005). Out of the 283 participants who 

responded to this survey, 45% were within the age bracket of 30-40 years of age. 

Comparing the ages of some assistant principals surveyed since 2000, an interesting 

statistic was found in regards to the increasing percent of assistant principals who 

were less than 50 years of age. A longitudinal study conducted by Oliver (2003) 

reported that 45% of middle and high school assistant principals in California in 

2000 were under the age of 50. This percentage increased to 54% in 2002. In 2005, 

Grate showed an even higher percentage (65.4%) were less than 50 years old. 

Comparatively, in 2007, Taylor found a similar age percentage of 63.8%. In this 

study, the researcher found an ever increasing number of assistant principals, 

(73.8%) who are under the age of 50. Based on these findings, on average, there 

appeared to be a trend toward younger secondary assistant principals. 

• Job Satisfaction (14.4% difference); in 2010 there was a slight increase in secondary 

assistant principals who were more satisfied with their jobs than reported by Grate 

(2005). Conrad et al. (2007) found the presence of the following factors tended to 

produce a higher level of satisfaction  between work life and job satisfaction: 

o  recognition of competence,  

o interpersonal relationships created within the building and district,  
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o  adequate work environment, and 

o the availability of professionally supported opportunities for career 

development.  

Herzberg, Mausner and Snyderman (as cited in Taylor, 2007) suggested that “job 

satisfaction usually begins high but starts to decline as job expectations are not met” (p. 

33). There appears to be a correlation between age and job satisfaction.  That is, younger 

assistant principals were satisfied in their job because they believed they had an 

opportunity for advancement.  

• Career Aspirations (5.1% difference); in 2005, more assistant principals desired to 

continue in their assistant principal positions for the rest of their career compared to 

respondents in this 2009-10 study. The results indicated that nearly 24% (compared 

to 28.9 %) of those surveyed wanted to “continue as an assistant principal for the rest 

of my career.” 

Conrad and Rosser (2007) shed light on this by stating:  

Those administrators who have been in education and on the job longer 

and close to retirement (i.e., have worked more than 25 years) are less 

likely to pursue career advancement and may very well be staying put 

until retirement (p. 591). 

Research Question 1 

What are the expected job expectations secondary public school assistant 

principals held when they applied for their first assistant principal position? After 

utilizing mean scores based on a Likert scale from (5 to 1, with 5 being the highest), the 

two task areas that secondary assistant principals projected to be utilized the most were 
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Leadership in Staff Personnel and Pupil Personnel. The task area that received the lowest 

overall mean score was that of Student Activities.  In other words, secondary assistant 

principals expected to be assisting in personnel decisions when appropriate (Leadership 

in Staff Personnel) and managing absenteeism, tardiness, and behavior issues (Pupil 

Personnel). Pellicer et al., 1988, (as cited in Marshall et al. 2006) reported the tasks of 

assistant principals as that of student discipline, evaluation of teachers, and student 

attendance.  

Other job responsibilities that secondary assistant principals expected to perform 

reside in the task area of Leadership in Staff Personnel. In fact, out of the top 10 mean 

responses, six of them came from this task area. From within this task area of Leadership 

in Staff Personnel, secondary assistant principals expected to be dealing with: 

• conflicts that arise among teacher-student-parent-support staff 

relationships;  

• teacher observation;  

• professional development;  

• the provision of teacher feedback concerning teacher performance; and 

• the selection, support and evaluation of certified and classified personnel.  

Secondary assistant principals did not expect to perform most tasks within the 

area of Community Relations. Only one job task in this area fell within the top ten (mean) 

responses. The job responsibility they did expect to perform was communicating with 

parents and other school patrons to secure favorable support for the school and its 

programs. 
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The least expected duty that secondary assistant principals expected to perform 

came from the task area of Student Activities. This area encompassed extra-curricular 

activities that occur within and outside of the typical school day.  

Historically speaking, the assistant principal has been given the role of discipline 

and management (Johnson-Taylor and Martin, 2007; Stoner et al. 1981; Pellicer et al. 

1991; Glanz 1994; Cranston et al. 2002; Richard, 2004; Grate, 2005; Marshall 2006).  In 

accordance with this research, assistant principals expected to be managing discipline 

problems. Similar to Mertz’s (2000) findings, assistant principals generally felt they had 

known what it would be like before they took the assistant principal position and thus 

found very few surprises. As suggested by NASSP (1991), “the assistant principal’s job 

was some combination of that which is assigned, expected and assumed” (p.1). 

Research Question 2 

The second research question asked, “What are the actual tasks or competencies 

 being performed by secondary public school assistant principals?” The two task areas 

that secondary assistant principals actually performed the most were Pupil Personnel and 

Leadership in Staff Personnel.  Similar findings from Madden’s (2005) research specified 

Leadership in Staff Personnel as one of the most performed task areas by assistant 

principals in the state of Georgia. 

The analysis of research questions one and two revealed some similar results.  

The same two task areas of Pupil Personnel and Leadership in Staff Personnel were 

represented in the top ten mean responses for both expected tasks and actual tasks.  

The highest actual task reported to be performed was in the area of Pupil 

Personnel. This task area dealt mainly with discipline, absenteeism, and tardiness 
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problems and held five of the top ten spots for actual tasks being performed. The most 

common task actually performed was monitoring disciplinary actions involving students 

to ensure the process is followed.  

The task area of Leadership in Staff Personnel was equally represented in the top 

ten actual responses. This task area dealt with conflict resolutions between teacher-

student-and parent relationships, and providing teacher feedback and evaluation.   

Conversely, Management of Schools and Community Relations were two other 

task areas represented as an actual task being performed by secondary public school 

assistant principals within the top ten mean responses. “Understanding and accepting the 

scope of authority” along with “Communicating effectively with parents and patrons…” 

were actual tasks that secondary assistant principals were performing as part of their job 

responsibilities.  Surprisingly, Management of Schools was only represented once in the 

top ten actual tasks being performed.  Madden (2005) found Management of Schools as a 

major task area being performed by assistant principals in Georgia.  

Comparing the means of the top 10 expected tasks with the top 10 actual tasks, 

one may conclude that 9 of the 10 expected tasks were also actual tasks being performed 

by secondary assistant principals. According to this research study, secondary assistant 

principals throughout Indiana were actually performing the job functions they understood 

were expected of them upon being employed in this position, which mainly involved 

student discipline, attendance issues and conflict resolution.   

Although assistant principals are performing many of the job responsibilities that 

were anticipated, significant results were found within the tasks areas of: Management of 

Schools Leadership in Staff Personnel, Instructional Leader, and Student Activities. This 
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suggests that the actual job responsibilities were statistically lower as compared to the 

expected job responsibilities in these four task areas. Based on these findings, the data 

suggests that assistant principals are not necessarily acting as instructional leaders.  

In his book, Beginning the Assistant Principalship, Daresh (2004) stated, 

“…everything that you do as an assistant principal must be defined and specified by your 

principal” (p.37). The role of the assistant principal has certain limitations placed upon it 

due to the traditional hierarchical structure. The most influential representative of the 

organization, the principal, limits how much the assistant principal can act as the 

instructional leader. (Mertz, 2000). An assistant principal has the expectation to assume 

more job responsibilities, yet these four task areas are continuing to be under performed 

by the assistant principal. 

Research Question 3 

Are the discrepancies between the expected and actual tasks different based on the 

demographic characteristics and job satisfaction?  The researcher hypothesized there 

would be a significant difference between the expected tasks that secondary assistant 

principals believed they would perform compared to the actual tasks that were being 

performed as an assistant principal. After completing this study, the researcher found that 

all six task areas indicated a statically significant difference between the means of the 

expected and the actual tasks performed. These results indicate that assistant principals 

had greater expectations of their job responsibilities than what they actually practiced.  

A more specific correlation between each of the pairs of variables was measured 

and significance was found in four areas. Those areas include: Management of Schools, 

Leadership in Staff, Personnel, Instructional Leader and Student Activities. The results 
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confirmed a statistically significant decrease in actual job responsibilities as compared to 

the expected job responsibilities in these four different task areas.   

To further investigate this question; more specific information was obtained from 

using ANOVA to compare the variations of independent variables from the 

demographics surveyed.  The researcher found some significant differences in the areas 

of age, school setting, and career aspirations.  

Using age as the independent variable, significance was found within the task area 

of Community Relations for subjects who were between 41 to 50 years of age. This age 

group expected a greater level of professional involvement within the task area of 

Community Relations such as communicating professional leadership within the 

community than was actually the case. In the literature review, Marshall et al. (2006) 

shed light on how most assistant principals viewed their position as a stepping stone to 

positions with more leadership responsibilities.  In this present study, it was concluded 

that the average age of secondary assistant principals is becoming younger. About 45% 

were between the ages of 30 to 40 years old.  One plausible explanation for this is that 

older assistant principals are facing the reality that they could end their career as the 

assistant principals rather than being upwardly mobile. Marshall (1992) coined this as a 

“plateaued assistant principal”. Rather than feeling valued in their position and 

recognized by the public, this age group could be feeling frustrated by the seeming 

insignificance in this role affords them within the community.  

School setting was the other independent variable that yielded some significant 

differences.  The settings identified in this study included:  rural, urban, and suburban 

settings.  After performing another ANOVA, one task area Pupil Personnel in particular 
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yielded some significant differences among the suburban and rural school settings from 

the task area of Pupil Personnel. These data indicate that for the task area of Pupil 

Personnel, respondents in the rural setting expected to be performing more job related 

activities than those in the suburban setting. This task area included establishing a system 

for student management which was ranked overall as the highest task area that assistant 

principals were performing. This finding proved to be most interesting because often 

schools with larger enrollments have multiple assistant principals; one for curriculum, 

another for student services and another in charge of administration, while rural school 

assistant principals are expected to perform all such tasks by themselves (Curry, 2009). 

One explanation for this finding could be that the principal continues to lead in a classical 

authoritarian style, which does not allow much input from the assistant principal. 

Marshall and Hooley (2006) stated that assistant principals do many of the same tasks as 

principals, but frequently the principal delineates their specific tasks and responsibilities. 

Because the recruitment pool for administrative positions in rural settings is extremely 

small, (Institute for Educational Leadership, 2005), it could also indicate that assistant 

principals are not as qualified to perform their multiple roles in the manner expected by 

the principal. 

The area of career aspirations was another independent variable tested.  After 

completing the ANOVA test, a level of significance was found within the area of Job 

Satisfaction.  In addition, these areas approached significance: “leaving administration 

and returning to teaching” and “finding some other job,” as well as the “continuation as 

an assistant principal for the rest of my career.” The information collected in Table 19 

indicates that nearly 85% of the respondents were satisfied with their role as an assistant 
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principal yet only 59% of the respondents held career aspirations of either, “becoming a 

building principal”, or “becoming a central office administrator”.  Apparently, this means 

that 41% of these assistant principals do not aspire to move up the administrative career 

ladder. Of that 41%:  

• (2.5%) have opted to leave administration and return to teaching;  

• (4.6%) are moving on to be a college professor;  

• (23.7%) will continue as an assistant principal for the rest of my career; and 

• (9.9%) have chosen “other”, which could include retirement.  

This raises the question; if most assistant principals are experiencing job satisfaction, 

why do some not aspire to become a building principal? Marshall and Hooley (2006) 

stated that the most powerful reward for most assistant principals lies in the possibility of 

moving up the career ladder.  MacCorkle stated (2004) “When assistants are included in 

the decision-making process of the school and work on all aspects of school 

administration from management to instructional leadership, they are more inclined to 

feel comfortable in their jobs and wish to remain as assistants or move to the 

principalship” (p. 56). Oliver (2003) indicated that pace, hours, salary and job demands 

were the leading reasons why assistant principals are leaving administration. Oliver’s 

explanation states: 

Perhaps the enhancement of motivational factors, such as a redefinition of 

assistant principal roles and responsibilities and focusing on the leadership aspects 

of administration, could serve as an incentive to increase the desire for assistant 

principals to become a principal…salary…alone will not provide strong enough 

incentives to draw capable people (p.44). 
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Conclusions 

The following conclusions were formulated based on the findings of this study: 

1. Secondary assistant principals in Indiana expected more job responsibilities 

than they were actually performing in the task areas of Management of 

Schools, Leadership in Staff Personnel, Instructional Leader, and Student 

Activities . 

2. Overall, the duties performed by secondary assistant principals’ fall under the 

umbrella of Pupil Personnel and Leadership in Staff Personnel. Both of these 

task areas deal primarily with duties related to discipline, management, 

professional development, teacher feedback, and attendance. Currently, a 

deficit resides with the job responsibilities being performed by secondary 

assistant principals within the task areas of Instructional Leadership, 

Management of Schools, and Student Activities. Similar to Grate’s findings 

(2005), very little time is spent on instructional leadership. Bartholomew 

(2009) suggested, “the traditional role of the assistant principal has been one 

who acts as chief disciplinarian and conflict mediator and whose day-to-day 

duties primarily include promoting a safe climate.” If this is the case, then 

principals can no longer continue to perpetuate the traditional model of the 

assistant principals’ role (p. 69). A transformation in the preparation and 

responsibilities as part of the process for assistant principals needs to occur. 

3. The average age of most secondary assistant principals in Indiana is less than 

50 years old. Over the last six years and throughout Indiana this age has 

become younger.  More specifically, the age group between 41 to 50 years 
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old, expected to be performing more tasks than they actually were practicing 

in their current position within the task area of Community Relations. Taylor 

(2007) found that as high school assistant principals become older they lose 

interest in becoming a principal.  

4. In the rural school setting, where the size of the student population is usually 

less than 1,000 students, assistant principals are more likely to be responsible 

for student discipline, detention, attendance, and school management duties 

(Grate, 2005). Within the task area of Pupil Personnel, respondents in a rural 

setting expected to be performing more job related activities than those in the 

suburban setting. Because rural schools often serve as the community center, 

it is important for preparation programs to help rural school leaders learn to 

nurture community partnerships with a wide variety of people and businesses 

(Institute for Educational Leadership, 2005). 

5.  Overall, 84.9% of the secondary assistant principals either strongly agreed or 

agreed that they were satisfied with their role as the assistant principal leaving 

only 15% as undecided or unsatisfied in their role. This finding mirrored the 

studies mentioned in chapter two regarding job satisfaction in which 75% or 

more of the assistant principals surveyed reported relative high job 

satisfaction. Specifically, Taylor (2007) stated the importance for school 

districts to assess what satisfies and dissatisfies assistant principals in order to 

be successful in recruiting capable leadership for the role of high school 

principal. Furthermore, he reported that an assistant principal’s rate of pay and 
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amount of work required for the job had the greatest amount of negative 

influence in regards to job satisfaction. 

6. Overall, 59% of those surveyed have career aspirations to either become a 

building principal or become a central office administrator.  On the other 

hand, it appears that close to 41% of the secondary assistant principals will 

either continue in their position for the rest of their career or leave 

administration. Lunenburg and Ornstein (2008) explained this decline of those 

entering into the principalship as a direct correlation of the time demands, 

accountability for results, family concerns, quality of life, and the increased 

complexities of the job.  

Recommendations 

1. In the survey design, under career aspirations, the researcher did not give the 

option of “retirement” but instead gave the choice of “other”. To provide a more 

complete picture of the career aspirations of secondary assistant principals, adding 

this category could be beneficial. 

2. To provide a further understanding of the tasks needed to prepare assistant 

principals for the role of principal, the researcher recommends that this study be 

replicated by using only recently appointed principals regarding the expected and 

practiced tasks performed. 

3. Traditionally, assistant principals have aspired to seek advanced administrative 

positions. It appears that in the face of increasing responsibilities, many assistant 

principals are foregoing this opportunity (Connelly & Tirozzi, 2008). It would be 
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beneficial to understand why a substantial number of assistant principals are 

opting not to become principals. 

4. Due primarily to the small size of rural schools, there is a necessity for leaders to 

become generalists. Thus, preparation programs and training must be multi-

faceted and provide continuing support to develop new principals who will serve 

in a variety of settings.  Additional research is needed to move rural leaders 

beyond a focus on management skills. Rural leaders need to deepen their 

understanding of curriculum and instruction to meet today’s challenges in 

schools. Leadership demands a broad range of skills and multiple expected roles. 

(Institute for Educational Leadership, 2005). 

5. The results of the data collected in this research reported that a high number of 

secondary assistant principals are white males. In light of the anticipated increase 

in the shortage of qualified high school principals, there appears to be a need to 

examine the current lack of representation among females and minorities. 

6.  To help ensure a smooth transition into the princpalship, the need for continued 

professional development opportunities must be included to enhance instructional 

leadership skills (NASSP, 2009, Oliver 2005). 

7. To help guide assistant principals for the shifting role from manager to 

instructional leader, the use of a mentor for assistant principals who model and 

share instructional leadership strategies, could prove to instill invaluable lessons 

(Oliver, 2005; Davis 2005). Echoing the value of collegial support, Palermo 

(2004) stated that novice assistant principals felt emotionally supported in a 

mentoring relationship. 
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8. This study was limited to secondary high school assistant principals.  Future 

research is recommended to study the role of assistant leaders at all levels. The 

challenges faced by assistant principals are likely similar to those faced by 

assistant provosts, assistant superintendents, assistant coaches, and administrative 

assistants, e.g., in the business world.  

Further Research 

As  noted in the literature review, in general the role and performance 

expectations of assistant principals  is one of the least researched topics in professional 

journals focusing on educational leadership (Celikten, (2001), Dowling, 2007, Glanz 

2004), Marshall, 1992. The most plausible reason for this is that the research tends to 

focus more on the instructional leader…the principal.  In addition to this, the role is quite 

ambiguous and often open to the interpretation of the principal (Weller and Weller, 

2005). 

The research literature (Celiktin, 2001; Bloom and Krovetz, 2001; Peterson et al. 

2001; and Oliver, 2003), concludes that the assistant principal is mostly influenced by the 

principal with whom she/he works. Given this knowledge, it is imperative to shift the 

paradigm in the role of the assistant principal to be more collaborative in nature, using a 

shared responsibility model approach. This shift could allow the assistant principal more 

access to instructional leadership activities and better prepare her/him for a principalship. 

A better understanding of the preparation needed for tomorrow’s school leaders suggests 

that the assistant principal should assume greater responsibility for student learning and 

leadership. Further research in the area of administrative collaboration is needed. 
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The literature supports the view that student achievement is directly correlated 

with effective principal leadership (Celikten, 2001; Davis et al., 2005; Dowling, 2007). 

However, research suggests that assistant principals are in the unique position to promote 

student achievement as well (Dowling, 2007; King, within the National Association of 

secondary principals 2009). To help close the achievement gap, additional research is 

needed regarding the role of the assistant principal and instructional leadership. 

The highest mean scores reported as actually being performed, (Pupil Personnel 

and Leadership in Staff), are not always sufficient to prepare assistant principals for the 

principalship. Madden (2005) agreed that the actual tasks being performed by assistant 

principals do no prepare them for the role of the principal. More research is warranted 

regarding the issue of whether the assistant principal position is providing an adequate 

training ground for one to ascend to the principalship.  

Because high-quality principals are central to good schools, principals are coming 

under more and more pressure to improve underperforming schools. Aarons (2010) 

believes that now is the time for the nation to emphasize recruiting and training the next 

generation of school leaders.  It is for this reason that Tirozzi (as cited in Aarons, 2010) 

believes that a shortage of top contenders for principal positions will shy away from 

taking these increasingly high-stakes jobs, unless resources are committed to help new 

administrators prepare and improve.  

Summary 

 This study sought to discover what expected and practiced tasks were being 

performed by secondary assistant principals. The research showed that assistant 

principals today are still performing much of the same duties that occurred in the 1960s. 
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Assistant principals’ main responsibility still remains imbedded with discipline. The 

duties performed continue to align with the classical theory of management in which one 

starts at the bottom and works her way up the ladder. “Paying one’s dues” as the 

disciplinarian is the most common approach toward acquiring a principalship. Yet, in an 

age when educators are talking more about the importance of “instructional leaders”, 

assistant principals have spent very little time on anything that resembles student learning 

(Richard, 2004). In fact, Levine (2005) believed that principal candidates are often ill-

prepared to organize schools to improve learning caused by trying to manage the other 

demands of the job. Under these current practices, the assistant principals’ tasks often 

have taken them away from the classroom and curriculum because of management issues 

(Marshall and Hooley, 2006). 

If the assistant’s job is truly the gateway to the principalship, isn’t it time to 

change from the classical administrative model to perspectives that value innovative and 

collaborative thinking?  Shifting the focus from management to leadership is a necessary 

transformation to ensure that well-qualified candidates assume the next leadership roles 

(Tirozzi, 2001a). The Institute for Educational Leadership (2005) asserted that “much 

more needs to be done to help aspiring leaders deepen their knowledge and understanding 

of curriculum and instruction and develop an arsenal of strategies to promote student 

achievement” (p.3).   

Pounder and Crow (2005) contended that “distributive leadership” is needed to 

encourage more candidates to sustain their commitment to administrative leadership. 

While reasoning how important the assistant principal is to the future of secondary 

schools, Hartzell et al. (1995) stated: 
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Those who would become secondary school principals usually must succeed first 

as APs. The better prepared newcomers are for the opportunities and challenges 

they will meet, the sooner they can become effective in their new positions and 

the better their odds of early and continued success. It is in the best interests of 

both the school and the beginning administrator that the newcomer be as prepared 

as possible. (p. 24) 

Although the traditional role of the assistant principal may help free the principal to be a 

better instructional leader, it fails to groom the assistant principal for the preparation 

needed to become an effective aspiring principal. 
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              Directions                    Please complete both the left and right columns                       Directions 
In this column, please circle the 
number that indicates the extent 
to which you hoped your job 
responsibilities would 
encompass when you applied 
for your first assistant principal 
position? (In other words, what 
were your ideal expectations for 
the job?) 
5 = Strongly agree 
4 = Agree 
3 = Undecided 
2 = Disagree 
1 -Strongly Disagree   

(Expected Tasks) 

 
An examination of expected 
versus actual tasks of public 
school secondary assistant 

principals throughout Indiana 
 

In this column, please circle the 
number that indicates the extent 
to which these competencies are 
actually practiced by you as an 
assistant principal.  (In other 
words, tasks you actually 
perform.) 
 
 
5 = Strongly agree 
4 = Agree 
3 = Undecided 
2 = Disagree 
1 -Strongly Disagree 

(Tasks you actually perform) 
(Please circle or mark the number below)               SECTION 1 – Management of Schools                        (Please circle or mark the number below) 

5        4       3       2       1 Organizes, coordinates, and delegates authority. 5        4       3       2       1
5        4       3       2       1 Understands and accepts the scope of authority. 5        4       3       2       1
5        4       3       2       1 Assumes responsibility for the development and/or completion 

of reports, records, and written communication desired or 
required to facilitate the work of the school and school district. 

5        4       3       2       1

5        4       3       2       1 Assumes management responsibilities for school plant, facilities 
and equipment. 

5        4       3       2       1 

5        4       3       2       1 Sets standards, communicates and monitors standards for 
orderly maintenance of school facilities. 

5        4       3       2       1

5        4       3       2       1 Reports on the nature and cleanliness of the building and its 
maintenance to district.       

5        4       3       2       1

5        4       3       2       1 Requests and pursues districts or central resources for 
maintenance and repair of school plant. 

5        4       3       2       1

5        4       3       2       1 Coordinates and oversees use of facilities by community groups 
(i.e., church and recreation). 

5        4       3       2       1 

                                              SECTION 2 - Leadership in Staff Personnel 
5        4       3       2       1 Selects, assists, supervises, and evaluates both certified and 

classified personnel.       
5        4       3       2       1

5        4       3       2       1 Deals with conflicts that arise among teacher-student-parent- 
support staff relationships. 

5        4       3       2       1

5        4       3       2       1 Follows established district procedures for selection of new staff   
members.    

5        4       3       2       1

5        4       3       2       1 Makes decisions involving faculty members and/or other staff 
personnel where appropriate.      

5        4       3       2       1

5        4       3       2       1 Accepts responsibility for the evaluation of staff competence. 5        4       3       2       1
5        4       3       2       1 Observes teachers’ classroom performance for the purpose of   

evaluation and/or feedback to teacher. 
5        4       3       2       1

5        4       3       2       1 Uses systematic and effective evaluation procedures.  5        4       3       2       1
5        4       3       2       1 Provides feedback to teachers concerning their performance. 5        4       3       2       1
5        4       3       2       1 Evaluates the job performance of custodial, secretarial, or other 

support staff. 
5        4       3       2       1

5        4       3       2       1 Establishes orientation for new teachers/staff.  5        4       3       2       1
5        4       3       2       1 Encourages involvement of staff in professional organizations 

and supports involvement in workshops and classes. 
5        4       3       2       1

5        4       3       2       1 Participates in professional growth activities: attends 
professional meeting, reads professional journals, takes classes 
or attends seminars on relevant topics. 

5        4       3       2       1 

5        4       3       2       1 Assumes personal responsibility for his or her own professional 
development. 

5        4       3       2       1 

5        4       3       2       1 Encourages the staff to develop, pursue, and continually 
evaluate its major educational goals and specific objectives. 

5        4       3       2       1 

Appendix A
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SECTION 2 – Community Relations 
5        4       3       2       1 Deals with community groups in a manner that promotes better 

understanding and goodwill. 
5        4       3       2       1

Please turn this sheet over and continue the survey on the other side. 
5 = Strongly agree 
4 = Agree 
3 = Undecided 
2 = Disagree 
1 -Strongly Disagree 
         (Expected Tasks) 

 
Survey continued… 

5 = Strongly agree 
4 = Agree 
3 = Undecided 
2 = Disagree 
1 -Strongly Disagree 

(Tasks you actually perform) 
SECTION 3 – Community Relations continued… 

5        4       3       2       1 Communicates effectively with parents and other school patrons 
to secure favorable understanding and support for the school and 
 its programs. 

5        4       3       2       1 

5        4       3       2       1 Seeks to know the parents and to interpret the school’s programs 
to them. 

5        4       3       2       1

5        4       3       2       1 Uses various methods for making positive contact with the 
community. 

5        4       3       2       1

5        4       3       2       1 Communicates with public the nature and rationale of various 
school programs. 

5        4       3       2       1 

5        4       3       2       1 Demonstrates professional leadership in the community. 5        4       3       2       1
5        4       3       2       1 Participates in various community agencies and concerns not  

solely academic (i.e., Kiwanis, churches, Chamber of 
Commerce, Lion’s club, senior citizen groups). 

5        4       3       2       1

5        4       3       2       1 Responds to requests for input or ideas on various community  
programs and activities not directly involving the school.

5        4       3       2       1

5        4       3       2       1 Responds to requests for information or help from various  
community groups, agencies, etc. 

5        4       3       2       1

SECTION 4– Instructional Leader 
5        4       3       2       1 Initiates activities to improve instruction. 5        4       3       2       1
5        4       3       2       1 Keeps oneself informed about new techniques (computer 

technology, human relations, etc.) and how they might affect 
various staff elements and encourages appropriate educational 
effort. 

5        4       3       2       1

5        4       3       2       1 Facilitates staff involvement in program development. 5        4       3       2       1
5        4       3       2       1 Encourages staff to search for and implement new programs. 5        4       3       2       1
5        4       3       2       1 Constantly works to equalize educational opportunities for all 

students. 
5        4       3       2       1

5        4       3       2       1 Contributes to the definition and clarification of the educational 
goals and objectives of the school district. 

5        4       3       2       1

5        4       3       2       1 Serves on district-level curriculum and policy committees. 5        4       3       2       1
5        4       3       2       1 Prepares and implements the master schedule. ETENTION 5        4       3       2       1
5        4       3       2       1 Resolves conflicts in class schedules, works with data 

processing, and teachers to effect solutions.TIUCTION AND 
5        4       3       2       1

 SECTION 5—Student Activities  
5        4       3       2       1 Supervises and administers student organizations.  5        4       3       2       1
5        4       3       2       1 Develops and coordinates student activities (athletics, debates, 

etc.) with other schools in and out of the district. 
5        4       3       2       1

5        4       3       2       1 Reviews the number and nature of student activities or 
establishes a system to review and eliminate or add activities. 

5        4       3       2       1

5        4       3       2       1 Meets with leaders of student organizations.  5        4       3       2       1
5        4       3       2       1 Encourages and secures parent involvement in student activities  

as participants and chaperones. 
5        4       3       2       1

5        4       3       2       1 Confers with coaches and other activity leaders to insure space, 
time and resource requirements for various activities. 

5        4       3       2       1 

5        4       3       2       1 Supervises and administers the athletic program.  5        4       3       2       1
5        4       3       2       1 Plans facility use and maintains a master activity schedule. 5        4       3       2       1
5        4       3       2       1 Assumes responsibility for development and implementation of 5        4       3       2       1
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necessary schedules involving students, staff, community 
facilities and equipment. 

 SECTION 6—Pupil personnel  
5        4       3       2       1 Assumes responsibility for student management procedures. 5        4       3       2       1
5        4       3       2       1 Cooperatively establishes procedures for developing and 

maintaining a high level of positive student behavior. 
5        4       3       2       1

5        4       3       2       1 Organizes a system where by discipline problems are handled. 5        4       3       2       1
Please continue the survey on the next page. 

                                                                                                  
5        4       3       2       1 Monitors disciplinary actions involving students to ensure the 

process is followed. 
5        4       3       2       1 

5        4       3       2       1 Finds and develops programs to reduce absenteeism, tardiness, 
and behavioral problems. 

5        4       3       2       1

5        4       3       2       1 Manages and supervises the attendance procedures. 5        4       3       2       1
5        4       3       2       1 Provides teachers with uniform procedures for keeping and 

reporting attendance. 
5        4       3       2       1

5        4       3       2       1 Provides for effective counseling and guidance services for 
students. 

5        4       3       2       1

5        4       3       2       1 Insures appropriate use of community agencies and refers 
students with special needs. 

5        4       3       2       1

5        4       3       2       1 Monitors the racial, sexual composition of student groups and 
the compliance of the school with the provisions of Title IX. 

5        4       3       2       1 

SECTION 7– Demographic Information 
Gender: _____ Male  _____ Female 

Age Categories:  _____Less than 30     _____30-40     _____41-50     _____51-60     _____Over 60 
 
Race: _____White _____Native Hawaiian or Other Pacific Islander  _____ American Indian or Alaskan Native 

     _____Black or African American     _____Asian                                              (U.S. Census Bureau, 2008) 
Number of years of teaching experience: 

     _____Less than 3 years           _____4 to 5 years  _____6 to 10 years 
     _____11-15 years            _____16 to 20 years  _____more than 21 years 

 
Number of years of assistant principal experience: 

_____Less than 3 years  _____4 to 5 years  _____6 to 10 years 
      _____11-15 years   _____16 to 20 years  _____more than 21 years 
School setting:     _____Rural           _____Urban                            _____Suburban 
 
School enrollment: _____less than 500 _____501-1000_____1001-1500_____1501-2000 _____more than 2000
Educational preparation/Mentorship/Job Satisfaction: How satisfied are you with the following: Circle one 
the following with (5) being strongly agree and (1) being strongly disagree. 

5        4       3       2       1 My administrative licensing program prepared me for the assistant principal’s role. 
5        4       3       2       1 The use of a mentorship program during my first administrative assignment was 

valuable. 
5        4       3       2       1 I am satisfied in my role as the assistant principal. 

 

Career aspirations: (What is your primary career aspiration?) Check the one that most applies to you.  
_____leave administration and return to teaching 
_____continue as assistant principal for the rest of my career 
_____become a building principal 
_____become a central office administrator 
_____college professor 
_____other(s) specify: ____________________________________________________________ 
 



145 
 

 Educational Licensure: (What is your current license?) 
_____Emergency License 
_____Initial Practitioner License 
_____Proficient Practitioner License 
_____Accomplished Practitioner License 
_____Other (specify):_____________________________________________________________ 
 
Thank you for participating in this survey, Your input is appreciated. Please return this survey in the postage 
paid envelope provided. 
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Appendix B 
Reliability 

 
 N % Cronbach’s Alpha 
Pair 1 Management of Schools 

 
Expected 

 
 

277 

 
 

97.9 
 

 
 

 .815 
 

 
Practiced 

 
277   

 
97.9 

 
.861 

Pair 2 Leadership in Staff Personnel 
 

Expected 
 

Practiced 

 
 

269 
 

265 

 
 

95.1 
 

93.6 

 
 

.912 
 

.912 
Pair 3 Community Relations 

 
Expected 

 
Practiced 

 
 

278 
 

273 

 
 

98.2 
 

96.5 

 
 

.902 
 

.749 
Pair 4 Instructional Leader 

 
Expected 

 
Practiced 

 
 

273 
 

271 

 
 

96.5 
 

95.8 

 
 

.886 
 

.896 
Pair 5 Student Activities 

 
Expected 

 
Practiced 

 
 

276 
 

277 

 
 

97.5 
 

97.9 

 
 

.897 
 

.912 
Pair 6 Pupil Personnel 

 
Expected 

 
Practiced 

 
 

276 
 

274 

 
 

97.5 
 

96.8 

 
 

.885 
 

.882 
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Appendix  D 
IRB Proposal 

 
SECTION 1 – TITLE, PURPOSE OF THE STUDY, AND RATIONALE 
 
Title.  An examination of expected versus actual tasks of public school secondary 
assistant principals throughout Indiana.  
 
Purpose of the study.    
1. To determine exactly what areas of competencies reflect the real work being performed 
by secondary school assistant principals to help establish viable candidates for the 
upcoming predicted vacancies.  
2.  To examine the importance of performing specific tasks and the acquired skills needed 
to help secondary assistant principals succeed in their positions.  
3.  To determine if assistant principals are satisfied in their current positions, or if 
they lose interest in further advancement due to their first administrative position. 
 
Rationale. Explain the need for the research. Describe the data that the project is 
expected to provide and how the data will contribute to existing information in the field. 
Provide a concise description of the previous work in the field. 
 
The survey instrument used was developed by Dr. John Kriekard (1985) and more  
recently used by Dr. April Madden in 2008. Currently, these are the only two research 
studies found that address the competencies needed to influence an assistant principal’s 
ability to move into the principalship. By validating the real requirements needed to 
succeed in the assistant principal position, the researcher believes that preparation 
programs can appropriately change to better prepare assistant principals.  
 
The results of this research will further enable the leaders of Indiana secondary schools to 
understand the deficits which apparently exist in the current leadership practices being 
employed by clarifying the expectations of the role of the assistant principal in Indiana. 
Information garnered from this study could contribute to the limited body of knowledge 
currently available to public school secondary assistant principals in Indiana. 
 
SECTION 2 – DESCRIPTION OF SUBJECT POPULATION 
 
Number of subjects.  
515 public school secondary assistant principals in the State of Indiana. 
 
Describe the subject population.  
This study includes any assistant principals from public secondary schools that consisted 
of grades 9-12, as well as those 7-12 configurations in the State of Indiana.    
 
Describe any specified inclusion/exclusion criteria.  
Charter school and private school assistant principals have been excluded from this study.  
This decision was based on the knowledge that it is not uncommon for the administrator 

v.2  10/26/2007 
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of these schools to possess different administrative credentials than those required at the 
public school level.  
  
The author included any person with the title: assistant principal, assistant 
principal/athletic director, vice principal, or associate principal.  Excluded from this study 
were those people who had the title of Dean of Students. 
 
SECTION 3 – SUBJECT RECRUITMENT 
 
Describe the method of subject recruitment.  
A list of subjects was developed using the information provided by the Indiana 
Department of Education (IDOE) website (http://www.doe.state.in.us/). After contacting 
the IDOE, email addresses were obtained for every public school secondary principal. 
From there assistant principal email addresses were obtained by, 1) a list available at the 
IASP Assistant Principal conference attended by the researcher on October 12, 2009, and  
by visiting school websites.  Upon further review, it was determined that not every school 
had a working website, so those names were confirmed by a phone call to each school to 
verify the current name(s) and email addresses of the secondary assistant principals 
employed in their school.  
 
To obtain a high rate of return, the researcher will be utilizing two different modes of 
distribution by first emailing the survey using inQsit, and then followed up by mailing the 
survey to any subjects who have not completed the survey. Each survey will be coded 
with a three-digit number starting at 100 to be used if a follow-up letter is needed to 
solicit a higher return rate. A letter explaining the purpose of this research project, will 
accompany this survey along with the explanation that the respondent’s identity which 
will be blind to the researcher.  Ball State researcher, Dr. James Jones, will be the only 
person responsible for the collection of data.  
 
The Indiana Association of School Principals (IASP) was contacted to request  
permission to send a notice through its website reminding respondents to complete the 
on-line survey.  In addition, the researcher was able to make a flier available to any 
assistant principal who attended the IASP Assistant Principal conference containing 
information about the upcoming study. Many administrators throughout Indiana join this 
organization and use its website as a source of information from other school 
corporations. Permission was granted from the IASP with the promise of sending a copy 
of the completed dissertation to the IASP.  
 
SECTION 4 – METHODS AND PROCEDURES 
 
To obtain a high rate of return, the researcher utilized two different modes of distribution 
which included: emailing the survey through InQsit, and sending a hard-copy by mail to 
any subjects who had not completed the survey. Included with each survey was a cover 
letter explaining the purpose of this research project, a letter of consent to participate, and 
a link to the survey. At the end of the 4-week period, a reminder e-mail will be sent to the 
non-respondents to encourage participation in completing the survey. Each survey will be 

http://www.doe.state.in.us/
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coded with a three-digit number starting at 100 to be used if a follow-up letter is needed 
to solicit a higher return rate.  Included in this information was the explanation that the 
respondent’s identity is blind to the researcher. Ball State researcher, Dr. James Jones, is 
the person responsible for the collection of data.  
 
SECTION 5 – ANONYMITY/CONFIDENTIALITY OF DATA 
 
Describe how data will be collected and stored.  
All data will be maintained as confidential and no identifying information such as names 
will appear in any publication or presentation of the data.  Although it is not considered 
anonymous it will be kept confidential because Dr. Jones will be the only person with 
access to the data collection. The identity of the survey respondent is blind to the 
researcher. 
 
The data will be stored on the “inQsit” server housed in the computer room.  It will be 
there until deleted, which will be approximately 1-2 years after completion of this study.  
The data will also be stored on Dr. Jones’s computer, which is locked in a secure area 
within the University Computing Services.  This data will have the respondent sign-in 
information separate from the survey responses, in other words, anonymous survey data.  
This data will remain for an indefinite period, but will eventually be destroyed by the 
hard drive being wiped. 
 
For those respondents who answer the paper surveys, they will be held onto until the 
dissertation defense is complete.  After completion, they will be shredded.  
 
SECTION 6 – POTENTIAL RISKS AND BENEFITS 
 
Describe the potential risks and discomforts. 
The only anticipated risk from participating in this study is that not all participants will 
feel comfortable answering some of the questions.  Participants may choose not to answer 
any question that makes them uncomfortable. Participation in this study is completely 
voluntary.  Included in the Informed Consent, participants are made aware of their right 
to withdraw from the study at any time. 
 
Describe the potential benefits. 
The merits of this study include providing a greater depth of knowledge and 
understanding of the factors which could influence an assistant principal’s ability to move 
into the principalship. Because of the anticipated shortages of qualified candidates, it 
seems important to find better ways of preparing aspirants to assume principalships. 
 
SECTION 7 – SUBJECT INCENTIVES/INDUCEMENTS TO PARTICIPATE 
 
Describe any inducements/incentives to participate that will be offered to the 
subject.  
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There are no inducements/incentives being offered to participate in this study except to 
provide a more in-depth understanding of how to better prepare secondary assistant 
principals.  
 
SECTION 8 – OTHER FINANCIAL CONSIDERATIONS 
 
Describe any financial expense to the subject.  
 
There are no expenses that will be incurred by the respondents.  However, the researcher 
will be sending a paper copy of the survey to any assistant principal who does not answer 
the on-line survey. To help produce a higher rate of return, the researcher will be paying 
for postage.  Paper copies of the survey will be another expense that the researcher will 
have to incur. 
 
SECTION 9 – INFORMED CONSENT 
 
As an exempt study, documentation of informed consent is not required.  In the attached 
letter each subject will receive, the subject is advised that clicking on the link to the 
survey will be an indication of consent.  No person receiving this letter is under any 
obligation to complete the survey and participate in the research. 
 
SECTION 10 – ADDITIONAL MATERIALS 
 
List all attachments related to or referenced in this narrative. 

1. Survey 
2. Cover letter 

 
 



152 
 

 
 
 

Appendix E 
Cover Letter 

 
 
 
Dear fellow colleagues: 
 
As you know, we assistant principals are a rare breed.  My name is Val Scott and I currently serve as the 
assistant principal at Blackford High School. At the same time I’m in the process of completing my 
doctoral dissertation through Ball State University. The purpose of my study is to examine the job 
responsibilities of public school assistant principals in terms of what they actually do.  I really need your 
input and would greatly appreciate your participation. 
 
As a participant in this study, I am asking that you complete the online survey enclosed which consists of 
59-items, and a demographic section.  The entire survey will take approximately 15 minutes to complete.  I 
recommend that you approach this survey by reading every instruction carefully and then indicating your 
first impression (not thinking too deeply about each question). Lastly, after completing the survey, place it 
in the self-addressed stamped envelope and send it in the mail. 
 
Your responses to the survey will be kept confidential.  A research consultant at the University Computing 
Services will transfer the data from the survey to a new file.  Thus, the primary investigator will be unable 
to identify your responses.  There are no apparent risks associated with the present study.  Participation in 
this study is completely voluntary and participants are free to withdraw from the study at any time. 
 
I hope that you will assist me in researching public school assistant principals in terms of what we'd like to 
be doing in our positions and what we actually do. Such research might be used to better prepare assistant 
principals for career advancement. 
 
For questions about your rights as a research subject, please contact Research Compliance, Sponsored 
Programs Office, Ball State University, Muncie, IN 47306.  TEL: (765) 285-5070, 
irb@bsu.edu<mailto:irb@bsu.edu>. 
 
 
Thank you very much for your help! 
Principal Investigator      Faculty Supervisor 
Val Scott       Dr. Marilyn Quick 
email: vscott@bcs.k12.in.us     email: mquick@bsu.edu 
Blackford High School  
Hartford City, IN  47348 
(765) 348-7560 
 
 

mailto:irb@bsu.edu
mailto:vscott@bcs.k12.in.us
mailto:mquick@bsu.edu
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Appendix F 
Letter of Consent 

Informed Consent 

Sample survey consent form- An examination of expected versus actual tasks of public 
school secondary assistant principals throughout Indiana. 
 
The purpose of this research project is to examine the job responsibilities of public school 
assistant principals in terms of what they actually do.  A second goal is to determine if assistant 
principals are satisfied in their current positions, or if they lose interest in further advancement 
due to their first administrative position.  Your participation in this study is greatly appreciated 
by the researcher at the university. 

As a participant in this study, you will be asked to complete the online survey which consists of 
59-items, and a demographic section.  The entire survey will take approximately 15 minutes to 
complete.  The best approach to take in completing this survey is that you read every instruction 
carefully and take proceeding questions by not thinking too deeply, but moving on with your first 
impression. 
 
Your responses to the survey will be kept confidential.  A research consultant at the University 
Computing Services will transfer the data from the online survey to a new file.  Thus, the 
primary investigator will be unable to identify your responses.  There are no apparent risks 
associated with the present study.  Participation in this study is completely voluntary and 
participants are free to withdraw from the study at any time. 
 
This study has been explained to me and my questions about it have been answered to my 
satisfaction.  By clicking on the link below to the questionnaire, I understand and voluntarily 
agree to the conditions of my participation. 
 
Click here to go to survey 
For questions about your rights as a research subject, please contact Research Compliance, 
Sponsored Programs Office, Ball State University, Muncie, IN 47306.  TEL: (765) 285-5070, 
irb@bsu.edu<mailto:irb@bsu.edu>. 
 
For technical assistance or help accessing the survey, please contact Dr. James A. Jones, Asst. 
Director Research & Design, University Computing Services. Email: jjones@bsu.edu. 
Thank you very much for your help! 

Principal Investigator      Faculty Supervisor 
Val Scott        Dr. Marilynn Quick 
email: vscott@bsu.edu      email: mquick@bsu.edu 
Department of Educational Leadership  
Ball State University, Muncie, IN  47306 
TEL: (765) 285-8488 
 

mailto:irb@bsu.edu
mailto:jjones@bsu.edu
mailto:vscott@bsu.edu
mailto:mquick@bsu.edu


154 

 

Appendix G 
Link to Survey 

 
 
An examination of expected versus actual tasks of public school secondary assistant principals throughout Indiana. 
 
I am a doctoral student at Ball State University and am conducting this study for my dissertation.  
Please enter this code: 1750.  The purpose of this research project is to examine the job 
responsibilities of public school assistant principals in terms of what they actually do.  A second 
goal is to determine if assistant principals are satisfied in their current positions, or if they lose 
interest in further advancement due to their first administrative position.  Your participation in 
this study is greatly appreciated by the researcher at the university. 

As a participant in this study, you will be asked to complete the online survey which consists of 
59-items, and a demographic section.  The entire survey will take approximately 15 minutes to 
complete.  The best approach to take in completing this survey is that you read every instruction 
carefully and take proceeding questions by not thinking too deeply, but moving on with your first 
impression. 
 
Your responses to the survey will be kept confidential.  A research consultant at the University 
Computing Services will transfer the data from the online survey to a new file.  Thus, the 
primary investigator will be unable to identify your responses.  There are no apparent risks 
associated with the present study.  Participation in this study is completely voluntary and 
participants are free to withdraw from the study at any time. 
 
This study has been explained to me. By clicking on the link below to the questionnaire, I 
understand and voluntarily agree to the conditions of my participation. 
 
Click here to go to the survey. 
 
For questions about your rights as a research subject, please contact Research Compliance, 
Sponsored Programs Office, Ball State University, Muncie, IN 47306.  TEL: (765) 285-5070, 
irb@bsu.edu<mailto:irb@bsu.edu>. 
 
For technical assistance or help accessing the survey, please contact Dr. James A. Jones, Asst. 
Director Research & Design, University Computing Services. Email: jjones@bsu.edu. 
 
Thank you very much for your help! 

Principal Investigator      Faculty Supervisor 
Val Scott        Dr. Marilynn Quick 
email: vmscott@bsu.edu      email: mquick@bsu.edu 
Department of Educational Leadership  
Ball State University, Muncie, IN  47306 
TEL: (765) 285-8488 

11/13/2009 

http://inquisitor.bsu.edu/inqsit/inqsit.cgi/ucsresearch/Scott?Survey
mailto:irb@bsu.edu
mailto:jjones@bsu.edu
mailto:vmscott@bsu.edu
mailto:mquick@bsu.edu
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Appendix H 
IASP flier 

 
 
Assistant Principals:  
 

As you know, we assistant principals are a rare breed.  I am the assistant principal at 
Blackford High School and in the process of completing my doctoral dissertation through 
Ball State University. I hope that you will assist me in researching public school assistant 
principals in terms of what we'd like to be doing in our positions and what we actually 
do. Such research might be used to better prepare assistant principals for career 
advancement. 

 
In the near future, you should receive a survey via email, entitled, "An examination of 
expected versus actual tasks of public school secondary assistant principals throughout 
Indiana".  Your identity will be blind to the researcher and your responses will be sent to 
Ball State University.  Please watch for that survey. Thank you in advance for your 
assistance in completing the survey and returning it promptly. 

 
 

Val Scott 
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Appendix I 
Expert Panel 

 
To:  “Expert Panel” 
 
From:  Val Scott 
 
Dear Panel: 
 
Thank you for your assistance in helping me research public school assistant principals in 
Indiana.  The title of my dissertation is “An examination of expected versus actual tasks 
of public school secondary assistant principals throughout Indiana”.  Below you will see 
the research questions that I am attempting to measure. The goal for this study is to assist 
school organizations in better understanding how to attract and retain quality leaders for 
initial administrative positions in secondary schools. 
 

Research Questions 
1. What are the ideal job expectations secondary public school assistant principals 

held when they applied for their first assistant principal position?  
2. What are the actual tasks or competencies being performed by secondary public 

school assistant principals? 
3. Are the discrepancies between the expected and actual tasks different based on the 

demographic characteristics and job satisfaction? 
 
I would like for you to comment on the readability and clarity of the survey instrument 
that I am using.  Here are a few questions that I hope you can address. 
 

1. Is any question unclear? 
2. Is there anything that is missing pertinent to what I am measuring? 
3. Approximately how much time was needed to take this survey?  And, does that 

seem reasonable? 
 
COMMENTS:____________________________________________________________
________________________________________________________________________
________________________________________________________________________
________________________________________________________________________
________________________________________________________________________
________________________________________________________________________
________________________________________________________________________
________________________________________________________________________
________________________________________________________________________ 
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Table  J 
Expected Tasks in Descending Order 

N 

 Expected Tasks 
Mean 

Std. 
Dev. 

  
 1 

Pupil 
Personnel 

Ex 6.3   Organizes a system where by discipline problems are 
handled. 

  
 4.56 

 
.669 

 
2 

Pupil 
Personnel 

Ex 6.4   Monitors disciplinary actions involving students to 
ensure the process is followed. 

 
4.55 

 
.671 

 
3 

Leadership 
in Staff 

Ex 2.2  Deals with conflicts that arise among teacher-student-
parent support staff relationships  

 
4.52 

 
.676 

 
4 

Leadership 
in Staff 

 
Ex 2.6  Observes teachers  

 
4.50 

 
.732 

 
5 

Leadership 
in Staff 

Ex 2.13  Assumes personal responsibility for his or her own 
professional development  

 
4.47 

 
.670 

 
6 

Leadership 
in Staff 

Ex. 2.1 Selects, assists, supervises, and evaluates both 
certified and classified personnel. 

 
4.46 

 
.680 

 
7 

Leadership 
in Staff 

Ex 2.8  Provides feedback to teachers concerning their 
performance  

 
4.46 

 
.718 

 
8 

Pupil 
Personnel 

Ex 6.2   Cooperatively establishes procedures for developing 
and maintaining a high level of positive student behavior  

 
4.45 

 
.706 

 
9 

Leadership 
in Staff 

 
Ex 2.7  Uses systematic and effective evaluation procedures  

 
4.42 

 
.746 

 
 
 10 

 
Community  
Relations 

Ex 3.2  Communicates effectively with parents and other 
school patrons to secure favorable understanding and support 
for the school and its programs  

 
 

4.40 

 
 

.685 
 
11 

Pupil 
Personnel 

Ex 6.5   Finds and develops programs to reduce absenteeism, 
tardiness, and behavioral problems  

 
4.39 

 
.791 

 
12 

 Management 
 of Schools 

 
Ex 1.2  Understands and accepts the scope of authority  

 
4.38 

 
.637 

 
 
13 

Leadership 
in Staff 

Ex 2.12  Participates in professional growth activities: 
attends professional meeting, reads professional journals, 
takes classes or attends seminars on relevant topics  

 
 

4.37 

 
 

.710 
 
14 

Leadership 
in Staff 

Ex 2.5  Accepts responsibility for the evaluation of staff 
competence  

 
4.36 

 
.746 

 
15 

Pupil 
Personnel 

 
Ex 6.6   Manages and supervises the attendance procedures  

 
4.35 

 
.899 

 
16 

Leadership 
in Staff 

Ex 2.3  Follows established district procedures for selection 
of new staff members 

 
4.33 

 
.750 

 
17 

Community 
Relations 

Ex 2.4 Makes decisions involving faculty members and/or 
other staff personnel where appropriate 

 
4.29 

 
.785 

  
 
 18 

  
 Pupil           
Personnel 

Ex 6.1 Assumes responsibility for student management 
procedures. 

 
  4.29 

 
  .769 

 
 
 
19 

 
Instructional 
Leader 

Ex 4.2 Keeps oneself informed about new techniques and 
how they might affect various staff elements and encourages 
appropriate educational effort 

 
 

4.24 

 
 

.695 
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20 

Instructional 
Leader 

Ex 4.5 Constantly works to equalize educational 
opportunities for all students 

 
4.23 

 
.759 

 
21 

 Community   
 Relations 

 
Ex 3.3 Seeks to know the parents and to interpret the school 

 
4.23 

 
.782 

 
22 

Pupil 
Personnel 

Ex 6.7 Provides teachers with uniform procedures for 
keeping and reporting attendance 

 
4.18 

 
.945 

 
23 

Leadership 
in Staff 
 

Ex 2.14 Encourages the staff to develop, pursue, and 
continually evaluate its major educational goals and specific 
objectives 

 
 

4.17 

 
.779 

 
24 

 Management 
 of Schools 

Ex 1.1 Organizes, coordinates, and delegates authority  
4.17 

 
.683 

 
25 

 Community   
Relations 

Ex 3.6 Demonstrates professional leadership in the 
community 

 
4.16 

 
.871 

 
26 

Instructional 
Leader 

Ex 4.6 Contributes to the definition and clarification of the 
educational goals and objectives of the school district 

 
4.12 

 
.797 

 
 
 
27 

  
 
 Management 
 of Schools 

Ex 1.3 Assumes responsibility for the development and/or 
completion of reports, records, and written communication 
desired or required to facilitate the work of the school and 
school district 

 
 
 

4.12 

 
 
 

.841 
 
28 

 Community   
 Relations 

Ex 3.4 Uses various methods for making positive contact 
with the community 

 
4.11 

 
.792 

 
29 

Instructional 
Leader 

 
Ex 4.1 Initiates activities to improve instruction 

 
4.10 

 
.816 

 
30 

 Community   
 Relations 

Ex 3.1 Deals with community groups in a manner that 
promotes better understanding and goodwill 

 
4.07 

 
.854 

 
31 

Student 
Activities 

 
Ex 5.1 Supervises and administers student organizations 

 
4.01 

 
.989 

 
32 

Instructional 
Leader 

 
Ex 4.3 Facilitates staff involvement in program development 

 
4.00 

 
.862 

 
33 

Instructional 
Leader 

Ex 4.4  Encourages staff to search for and implement new 
programs  

 
3.97 

 
.894 

 
34 

 Community   
 Relations 

Ex 3.5  Communicates with public the nature and rationale of 
various school programs  

 
3.97 

 
.896 

 
35 

Instructional 
Leader 

Ex 4.7  Serves on district-level curriculum and policy 
committees  

 
3.87 

 
.996 

 
36 

Leadership 
in Staff 

Ex 2.9  Evaluates the job performance of custodial, 
secretarial, or other support staff  

 
3.86 

 
1.083 

 
 
37 

 
Leadership 
in Staff 

Ex 2.11  Encourages involvement of staff in professional 
organizations and supports involvement in workshops and 
classes  

 
 

3.84 

 
 

.962 
 
38 

Pupil 
Personnel 

Ex6.9   Insures appropriate use of community agencies and 
refers students with special needs  

 
3.84 

 
1.028 

 
39 

Pupil 
Personnel 

Ex 6.8   Provides for effective counseling and guidance 
services for students  

 
3.71 

 
1.130 

 
40 

Student 
Activities 

 
Ex 5.4  Meets with leaders of student organizations  

 
3.69 

 
.986 

 
 41 

Community 
Relations 

Ex 3.9  Responds to requests for information or help from 
various community groups, agencies, etc  

 
3.68 

 
.992 

 
42 

Leadership 
in Staff 

  
Ex 2.10  Establishes orientation for new teachers/staff  

 
3.64 

 
1.102 
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43 

 Management 
of Schools 

Ex 1.4  Assumes management responsibilities for school 
plant, facilities, and equipment  

 
3.60 

 
1.091 

 
44 

 Management 
of Schools 

Ex 1.5  Sets standards, communicates, and monitors 
standards for orderly maintenance of school facilities  

 
3.52 

 
1.056 

 
45 

Instructional 
Leader 

Ex 4.9  Resolves conflicts in class schedules, works with 
data processing, and teachers to effect solutions  

 
3.50 

 
1.161 

 
46 

 
Pupil 
Personnel 

Ex 6.10   Monitors the racial, sexual composition of student 
groups and the compliance of the school with the provisions 
of Title IX  

 
 

3.47 

 
 

1.238 
 
 
47 

  
Community   
 Relations 

Ex 3.8  Responds to requests for input or ideas on various 
community programs and activities not directly involving the 
school  

 
 

3.46 

 
 

1.106 
 
48 

Student 
Activities 

Ex 5.5  Encourages and secures parent involvement in 
student activities as participants and chaperones  

 
3.46 

 
1.093 

 
49 

 Community   
 Relations 

Ex 3.7  Participates in various community agencies and 
concerns not solely academic  

 
3.41 

 
1.105 

 
 
50 

 
Student 
Activities 

Ex 5.6  Confers with coaches and other activity leaders to 
insure space, time, and resource requirements for various 
activities  

 
 

3.33 

 
 

1.211 
 
51 

Instructional 
Leader 

 
Ex 4.8  Prepares and implements the master schedule  

 
3.30 

 
  1.234 

 
52 

 Management 
 of Schools 

 Ex 1.6  Reports on the nature and cleanliness of the building 
and its   maintenance to district  

   
  3.30 

  
  1.086 

 
53 

Student 
Activities 

Ex 5.2  Develops and coordinates student activities with 
other schools in and out of the district  

 
3.28 

 
1.260 

 
 
54 

 
Student 
Activities 

Ex 5.3  Reviews the number and nature of student activities 
or establishes a system to review and eliminate or add 
activities  

 
 

3.27 

 
 

1.158 
 
 
55 

 
Student 
Activities 

Ex 5.9   Assumes responsibility for development and 
implementation of necessary schedules involving students, 
staff, community facilities, and equipment  

 
 

3.18 

 
 

1.261 
 
56 

 Management 
of Schools 

Ex 1.8  Coordinates and oversees use of facilities by 
community groups  

 
3.16 

 
1.214 

 
57 

 Management 
of Schools 

Ex 1.7  Requests and pursues districts or central resources for 
maintenance and repair of school plant  

 
3.10 

 
1.116 

 
58 

Student 
Activities 

Ex 5.8   Plans facility use and maintains a master activity 
schedule  

 
3.04 

 
1.371 

 
59 

Student 
Activities 

 
Ex 5.7   Supervises and administers the athletic program  

 
2.98 

 
1.434 
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Table  K 
Actual Tasks in Descending Order 

N 

 
 
Task Area 

 
 

Actual Tasks Mean
Std. 
Dev. 

 1 Pupil 
Personnel 

A 6.4   Monitors disciplinary actions involving students to ensure 
the process is followed  

 
4.61 

 
.736 

2 Comm. 
Relations 

A 2.2   Deals with conflicts that arise among teacher-student-
parent support staff relationship  

 
4.54 

 
.757 

3 Pupil 
Personnel 

A 6.3   Organizes a system where by discipline problems are 
handled  

 
4.53 

 
.830 

4 Comm. 
Relations 

A 2.13   Assumes personal responsibility for his or her own 
professional development  

 
4.52 

 
.657 

5 Pupil 
Personnel 

A 6.2   Cooperatively establishes procedures for developing and 
maintaining a high level of positive student behavior  

 
4.45 

 
.842 

6 Management 
of Schools 

A 1.2   Understands and accepts the scope of authority   
4.38 

 
.734 

7 Pupil 
Personnel 

A 6.5   Finds and develop programs to reduce absenteeism, 
tardiness, and behavioral problems  

 
4.34 

 
.953 

8 Comm. 
Relations 

A 2.1   Selects, assists, supervises, and evaluates both certified and 
classified personnel  

 
4.32 

 
.887 

9 Pupil 
Personnel 

A 6.1   Assumes responsibility for student management procedures   
4.32 

 
.895 

10 Comm. 
Relations 

A 2.6   Observes teachers   
4.31 

 
.992 

11 Comm. 
Relations 

A 2.8   Provides feedback to teachers concerning their 
performance  

 
4.31 

 
.956 

12  Leadership    
 in Staff 

A 3.2   Communicates effectively with parents and other school 
patrons to secure favorable understanding and support for the 
school and its programs  

 
 

4.31 

 
 

.750 
13 Comm. 

Relations 
A 2.12   Participates in professional growth activities: attends 
professional meeting, reads professional journals, takes classes or 
attends seminars on relevant topics  

 
 

4.30 

 
 

.828 
14 Comm. 

Relations 
A 2.5   Accepts responsibility for the evaluation of staff 
competence  

 
4.29 

 
.937 

15 Pupil 
Personnel 

A 6.6   Manages and supervises the attendance procedures   
4.25 

 
1.112

16  Leadership  
 in Staff 

A 3.4   Uses various methods for making positive contact with the 
community  

 
4.20 

 
 

17 Comm. 
Relations 

A 2.7   Uses systematic and effective evaluation procedures   
4.17 

 
1.059

18  Leadership  
 in Staff 

A 3.3    Seeks to know the parents and to interpret the school   
4.15 

 
.832 

19 Comm. 
Relations 

A 2.4   Makes decisions involving faculty members and/or other 
staff personnel where appropriate  

 
4.14 

 
1.017

20 Pupil 
Personnel 

A 6.7   Provides teachers with uniform procedures for keeping and 
reporting attendance  

 
4.12 

 
1.181
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21 Comm. 
Relations 

A 2.3   Follows established district procedures for selection of new 
staff members  

 
4.11 

 
1.050

22 Instruct. 
Leader 

A 4.2   Keep oneself informed about new techniques and how they 
might affect various staff elements and encourages  appropriate 
educational effort  

 
 

4.10 

 
 

.867 
23 Instruct. 

Leader 
A 4.5   Constantly works to equalize educational opportunities for 
all students  

  
4.09 

 
.931 

24 Management 
of Schools 

A 1.1   Organizes, coordinates, and delegates authority   
4.04 

 
.951 

25 Management 
of Schools 

A 1.3   Assumes responsibility for the development and/or 
completion of reports, records, and written communication desired 
or required to facilitate the work of the school and school district  

 
 

4.02 

 
 

1.059
26 Comm. 

Relations 
A 2.14   Encourages the staff to develop, pursue, and continually 
evaluate its major educational goals and specific objectives  

 
4.02 

 
.994 

27  Leadership 
 in Staff 

A 3.6   Demonstrates professional leadership in the community   
4.00 

 
.987 

28 Instruct. 
Leader 

A 4.6   Contributes to the definition and clarification of the 
educational goals and objectives of the school district  

 
3.93 

 
1.055

29  Leadership  
 in Staff 

A 3.1   Deals with community group in a manner that promotes 
better understanding and goodwill  

 
3.87 

 
1.066

30 Student 
Activities 

A 5.1   Supervises and administers student organizations   
3.85 

 
1.236

31 Pupil 
Personnel 

A 6.8   Provides for effective counseling and guidance services for 
students  

 
3.85 

 
1.207

32 Pupil 
Personnel 

A 6.9   Insures appropriate use of community agencies and refers 
students with special needs  

 
3.81 

 
1.170

33  Leadership  
 in Staff 

A 3.5   Communicates with public the nature and rationale of 
various school programs  

 
3.80 

 
.995 

34 Instruct. 
Leader 

A 4.1   Initiates activities to improve instruction   
3.80 

 
1.058

35 Instruct. 
Leader 

A 4.3   Facilitates staff involvement in program development   
3.78 

 
1.078

36  Leadership  
 in Staff 

A 3.9   Responds to requests for information or help from various 
community group, agencies, etc  

 
3.77 

 
1.056

37 Instruct. 
Leader 

A 4.4   Encourages staff to search for and implement new 
programs  

 
3.75 

 
1.023

38 Comm. 
Relations 

A 2.9   Evaluates the job performance of custodial, secretarial, or 
other support staff  

 
3.70 

 
1.309

39 Instruct. 
Leader 

A 4.7   Serves on district-level curriculum and policy committees   
3.68 

 
1.247

40 Comm. 
Relations 

A 2.11   Encourages involvement of staff in professional 
organizations and supports involvement in workshop and classes  

 
3.63 

 
1.219

41 Pupil 
Personnel 

A 6.10   Monitors the racial, sexual composition of student groups 
and the compliance of the school with the provisions of Title IX  

 
3.39 

 
1.361

42  Leadership  
 in Staff 

A 3.8   Responds to requests for input or ideas on various 
community programs and activities not directly involving the 
school  

 
 

3.38 

 
 

1.213
 

43 
 
Comm. 

 
A 2.10   Establishes orientation for new teachers/staff  
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Relations 3.37 1.360
44 Student 

Activities 
A 5.4   Meets with leaders of student organizations   

3.37 
 

1.264
45 Management 

of Schools 
A 1.4   Assumes management responsibilities for school plant, 
facilities, and equipment  

 
3.30 

 
1.329

46 Instruct. 
Leader 

A 4.9   Resolves conflicts in class schedules, works with data 
processing, and teachers to effect solutions  

 
3.28 

 
1.404

47 Student 
Activities 

A 5.5   Encourages and secures parent involvement in student 
activities as participants and chaperones  

 
3.13 

 
1.304

48  Leadership      
in Staff 

A 3.7   Participates in various community agencies and concerns 
not solely academic  

 
3.12 

 
1.274

49 Management 
of Schools 

A 1.5   Sets standards, communicates, and monitors standards for 
orderly maintenance of school facilities  

 
3.06 

 
1.317

50 Student 
Activities 

A 5.6   Confers with coaches and other activity leaders to insure 
space, time, and resource requirements for various activities  

 
3.06 

 
1.375

51 Student 
Activities 

A 5.3   Reviews the number and nature of student activities or 
establishes a system to review and eliminate or add activities  

 
3.06 

 
1.378

52  Student    
 Activities 

A 5.2   Develop and coordinates student activities with other 
schools in and out of the district  

 
3.04 

 
1.406

53 Student 
Activities 

A 5.9   Assumes responsibility for development and 
implementation of necessary schedules involving students, staff, 
community facilities, and equipment  

 
 

3.02 

 
 

1.443
54 Management 

of Schools 
A 1.6   Reports on the nature and cleanliness of the building and 
its maintenance to district  

 
3.01 

 
1.381

55 Student 
Activities 

A 5.7   Supervises and administers the athletic program   
2.91 

 
1.539

56 Instruct. 
Leader 

A 4.8   Prepares and implements the master schedule   
2.88 

 
1.423

57 Management 
of Schools 

A 1.7   Requests and pursues districts or central resources for 
maintenance and repair of school plant  

 
2.87 

 
.349 

58 Management 
of Schools 

A 1.8   Coordinates and oversees use of facilities by community 
group 

 
2.85 

 
1.450

59 Student 
Activities 

A 5.8 Plans facility use and maintains a master activity schedule  
2.78 

 
1.497
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Table L 
Frequency Distribution of Expected and Actual Tasks 

Ques 
# 

(1) Management 
of School  

 Strongly 
Agree 

Agree Undecided Disagree Strongly 
Disagree 

1.1 Organizes, coordinates, 
and delegates authority. 

Expected 28.3% 63.6% 4.6% 2.5% .07% 

Actual 33.9% 45.9% 7.8% 10.2% .07% 
1.2 Understands and accepts 

the scope of authority. 
Expected 43.8% 51.2% 3.2% 1.1% .04% 
Actual 48.8% 42.8% 4.2% 2.8% .04% 

1.3 Assumes responsibility 
for the development 
and/or completion of 
reports, records, and 
written communication 
desired or required to 
facilitate the work of the 
school and school 
district. 

Expected 32.9% 53.4% 8.5% 2.8% 2.1% 
Actual 37.5% 41.7% 6.4% 10.2% 2.8% 

1.4 Assumes management 
responsibilities for 
school plant, facilities 
and equipment 

Expected 21.2% 41.0% 18.0% 16.6% 3.2% 
Actual 23.3% 27.2% 13.4% 25.8% 9.2% 

1.5 Sets standards, 
communicates and 
monitors standards for 
orderly maintenance of 
school facilities. 

Expected 15.2% 45.9% 18.7% 16.3% 3.9% 
Actual 16.6% 27.2% 11.7% 31.8% 11.3% 

1.6 Reports on the nature 
and cleanliness of the 
building and its 
maintenance to district.      

Expected 11.0% 39.6% 21.6% 22.3% 4.9% 
Actual 17.0% 27.6% 10.6% 27.6% 16.3% 

1.7 Requests and pursues 
districts or central 
resources for 
maintenance and repair 
of school plant. 

Expected 8.8% 34.3% 21.6% 28.3% 6.7% 

Actual 13.4% 26.9% 9.2% 32.5% 17.0% 

1.8 Coordinates and 
oversees use of facilities 
by community groups 
(i.e., church and 
recreation). 

Expected 13.8% 32.9% 17.3% 27.6% 8.5% 

Actual 18.0% 21.6% 9.9% 27.6% 22.3% 

Ques 
# 

(2) Leadership in 
Staff Personnel  

 Strongly 
Agree 

Agree Undecided Disagree Strongly 
Disagree 

2.1 Selects, assists, 
supervises, and evaluates 
both certified and 
classified personnel.      
 
 
  

Expected 53.4% 
 

40.6% 4.2% .07% .07% 

Actual 51.2% 36.4% 4.6% 5.7% 1.1% 
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Table L 
Frequency Distribution of Expected and Actual Tasks 

2.2 Deals with conflicts that 
arise among teacher-
student-parent- 
support staff 
relationships. 
 

Expected 58.3% 
 

37.5% 1.8% 1.4% .07% 

Actual    64% 29.0% 2.1% 2.5% 1.1% 

2.3 Follows established 
district procedures for 
selection of new staff   
members.    

Expected 45.6% 
 

44.9% 7.4% 1.1% 1.1% 

Actual 43.1% 38.2% 6.0% 8.8% 2.8% 

2.4 Makes decisions 
involving faculty 
members and/or other 
staff personnel where 
appropriate.      

Expected 43.8% 
 

45.2% 7.8% 2.1% 1.1% 

Actual 44.2% 37.1% 7.8% 7.4% 2.5% 

2.5 Accepts responsibility 
for the evaluation of staff 
competence. 

Expected 48.8% 40.6% 8.8% 1.1% .07% 

Actual 49.5% 37.1% 5.3% 3.5% 2.8% 

2.6 Observes teachers’ 
classroom performance 
for the purpose of   
evaluation and/or 
feedback to teacher. 

Expected 59.4% 
 

34.3% 3.5% 1.4% 1.1% 

Actual 56.5% 27.6% 6.0% 7.1% 1.8% 

2.7 Uses systematic and 
effective evaluation 
procedures.  

Expected 52.7% 39.9% 4.9% 1.4% 1.1% 

Actual 48.8% 31.8% 7.1% 8.8% 2.5% 
2.8 Provides feedback to 

teachers concerning their 
performance 

Expected 54.4% 
 

38.5% 3.5% 1.1% 1.1% 

Actual 53.4% 30.4% 6.4% 5.7% 1.8% 
2.9 Evaluates the job 

performance of 
custodial, secretarial, or 
other 
support staff. 

Expected 31.8% 
 

39.6% 14.1% 11.0% 3.2% 

Actual 33.9% 32.9% 8.1% 15.5% 8.1% 

2.10 Establishes orientation 
for new teachers/staff.
  

Expected 22.6% 
 

39.2% 19.8% 13.1% 4.2% 

Actual 24.7% 29.0% 14.1% 18.0% 12.0% 
2.11 Encourages involvement 

of staff in professional 
organizations and 
supports involvement in 
workshops and classes 

Expected 25.1% 
 

45.2% 17.0% 10.6% 1.1% 

Actual 25.4% 39.9% 10.2% 15.5% 6.7% 

2.12 Participates in 
professional growth 
activities: attends 
professional meeting, 
reads professional 
journals, takes classes or 
attends seminars on 
relevant topics. 

Expected 48.8% 
 

42.0% 7.1% 2.1% 0.0% 

Actual 46.3% 42.8% 4.2% 4.9% .07% 
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Table L 
Frequency Distribution of Expected and Actual Tasks 

2.13 Assumes personal 
responsibility for his or 
her own professional 
development. 

Expected 54.8% 
 

39.2% 3.5% 2.1% 0.0% 

Actual 57.6% 36.0% 0.0% 2.5% 2.1% 

2.14 
 
 
 
 
 
 
 
 

Encourages the staff to 
develop, pursue, and 
continually evaluate its 
major educational goals 
 

Expected 35.0% 
 

50.9% 10.6% 2.8% .07% 
 
 
 
 

 
Actual 35.3% 42.8% 10.6% 8.1% 2.1% 

Ques 
# 

(3) Community 
Relations 

 Strongly 
Agree 

Agree Undecided Disagree Strongly 
Disagree 

3.1 Deals with community 
groups in a manner that 
promotes better 
understanding and 
goodwill. 

Expected 32.5% 49.1% 12.7% 4.6% 1.1% 

Actual 31.1% 40.6% 11.7% 12.7% 2.1% 

3.2 Communicates 
effectively with parents 
and other school patrons 
to secure favorable 
understanding and 
support for the school 
and its programs. 

Expected 48.8% 44.9% 3.9% 1.8% .04% 

Actual 42.8% 47.7% 4.2% 2.8% .07% 

3.3 Seeks to know the 
parents and to interpret 
the school’s programs to 
them. 

Expected 40.3% 45.9% 9.9% 3.2% .04% 

Actual 35.3% 48.8% 8.5% 4.9% .07% 

3.4 Uses various methods 
for making positive 
contact with the 
community. 

Expected 31.8% 52.3% 11.3% 3.5% .07% 

Actual 30.4% 46.3% 14.1% 5.7% 1.1% 

3.5 Communicates with 
public the nature and 
rationale of various 
school programs. 

Expected 27.2% 51.2% 12.7% 6.7% 1.4% 

Actual 21.9% 50.9% 12.4% 10.2% 2.8% 

3.6 Demonstrates 
professional leadership 
in the community 

Expected 39.6% 43.1% 10.6% 5.3% .07% 

Actual 33.6% 42.4% 11.7% 8.5% 1.8% 
3.7 Participates in various 

community agencies and 
concerns not  
solely academic (i.e., 
Kiwanis, churches, 
Chamber of Commerce, 
Lion’s club, senior 
citizen groups). 
 

Expected 15.5% 37.1% 25.1% 15.9% 5.7% 

Actual 15.9% 27.6% 16.6% 27.6% 10.2% 
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Table L 
Frequency Distribution of Expected and Actual Tasks 

3.8 Responds to requests for 
input or ideas on various 
community  
programs and activities 
not directly involving the 
school. 

Expected 17.0% 
 

38.9% 20.8% 18.7% 4.2% 

Actual 17.3% 38.9% 13.8% 20.8% 7.4% 

3.9 Responds to requests for 
information or help from 
various  
community groups, 
agencies, etc. 
 

Expected 19.4% 44.9% 20.1% 13.1% 1.8% 

Actual 24.0% 47.0% 11.0% 13.4% 2.8% 

Ques
# 

(4) Instructional 
Leader 

 Strongly 
Agree 

Agree Undecided Disagree Strongly 
Disagree 

4.1 Initiates activities to 
improve instruction. 

Expected 32.5% 49.8% 12.7% 3.9% .07% 

Actual 27.2% 42.4% 12.4% 14.5% 1.8% 
4.2 Keeps oneself informed 

about new techniques 
(computer technology, 
human relations, etc.) 
and how they might 
affect various staff 
elements and encourages 
appropriate educational 
effort. 

Expected 36.0% 54.1% 7.4% 1.8% .04% 

Actual 33.6% 48.8% 8.1% 7.4% .04% 

4.3 Facilitates staff 
involvement in program 
development. 

Expected 27.6% 51.9% 13.8% 4.9% 1.4% 

Actual 25.8% 44.2% 12.0% 13.1% 3.2% 
4.4 Encourages staff to 

search for and 
implement new 
programs. 

Expected 27.6% 49.1% 13.8% 6.0% 1.4% 

Actual 21.9% 45.9% 13.8% 13.1% 2.1% 

4.5 Constantly works to 
equalize educational 
opportunities for all 
students. 

Expected 38.2% 50.5% 7.1% 3.5% .04% 

Actual 35.3% 46.3% 7.8% 7.4% 1.4% 

4.6 Contributes to the 
definition and 
clarification of the 
educational goals and 
objectives of the school 
district. 

Expected 31.4% 53.4% 9.2% 4.2% .07% 

Actual 32.2% 42.4% 9.5% 10.2% 2.8% 

4.7 Serves on district-level 
curriculum and policy 
committees. 

Expected 26.5% 47.7% 13.4% 8.5% 2.8% 
Actual 30.0% 35.7% 9.2% 17.3% 6.0% 

4.8 Prepares and implements 
the master schedule. 
ETENTION 

Expected 15.9% 37.5% 15.2% 21.2% 9.2% 

Actual 17.7% 21.9% 8.8% 30.7% 19.1% 
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Frequency Distribution of Expected and Actual Tasks 

4.9 Resolves conflicts in 
class schedules, works 
with data processing, and 
teachers to effect 
solutions.TIUCTION A 

Expected 20.1% 38.5% 15.5% 20.1% 4.6% 

Actual 24.0% 28.3% 11.0% 21.2% 13.8% 

Ques
# 

(5) Student 
Activities 

 Strongly 
Agree 

Agree Undecided Disagree Strongly 
Disagree 

5.1 Supervises and 
administers student 
organizations.  

Expected 35.0% 42.4% 11.0% 9.5% 1.4% 

Actual 37.8% 33.2% 7.4% 14.8% 5.3% 
5.2 Develops and 

coordinates student 
activities (athletics, 
debates, 
etc.) with other schools 
in and out of the district. 

Expected 20.1% 27.9% 18.4% 25.1% 7.8% 

Actual 22.3% 18.4% 11.7% 32.5% 13.4% 

5.3 Reviews the # and nature 
of student act. or 
establishes a system to 
review and eliminate/  
add act. 

Expected 13.8% 35.0% 21.9% 21.6% 7.1% 

Actual 19.1% 24.4% 12.7% 27.6% 14.5% 

5.4 Meets with leaders of 
student organizations.
  

Expected 19.1% 47.0% 18.4% 13.1% 1.8% 

Actual 19.1% 36.4% 13.4% 20.1% 9.2% 
5.5 Encourages and secures 

parent involvement in 
student activities  
as participants and 
chaperones. 

Expected 15.2% 42.4% 17.7% 19.8% 3.9% 

Actual 17.0% 28.3% 14.8% 26.9% 11.3% 

5.6 Confers with coaches 
and other activity leaders 
to insure space, 
time and resource 
requirements for various 
activities. 

Expected 17.0% 35.7% 15.9% 23.3% 7.1% 

Actual 19.1% 23.7% 14.5% 26.1% 14.8% 

5.7 Supervises and 
administers the athletic 
program.  

Expected 19.8% 21.9% 13.4% 24.7% 19.4% 

Actual 23.3% 18.4% 6.7% 26.1% 23.7% 
5.8 

 
Plans facility use and 
maintains a master 
activity schedule. 

Expected 18.4% 23.7% 17.0% 24.0% 16.3.% 

Actual 21.2% 14.1% 8.8% 30.4% 23.7% 

5.9 Assumes responsibility 
for development and 
implementation of 
necessary schedules 
involving students, staff, 
community facilities and 
equipment. 

Expected 14.5% 33.9% 17.3% 21.9% 11.7% 

Actual 20.8% 21.9% 11.3% 25.8% 18.0% 

Ques
# 

(6) Pupil 
Personnel 

 Strongly 
Agree 

Agree Undecided Disagree Strongly 
Disagree 
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Frequency Distribution of Expected and Actual Tasks 

  

6.1 Assumes responsibility 
for student management 
procedures. 

Expected 42.8% 45.6% 7.4% 2.5% .07% 

Actual 51.6% 34.6% 5.3% 6.4% .07% 
6.2 Cooperatively 

establishes procedures 
for developing and 
maintaining a high level 
of positive student 
behavior. 

Expected 53.7% 39.6% 3.9% 1.4% .07% 

Actual 60.4% 28.3% 4.6% 4.6% .07% 

6.3 Organizes a system 
where by discipline 
problems are handled. 

Expected 63.3% 30.4% 3.5% 1.4% .04% 

Actual 67.1% 23.0% 2.5% 5.7% .04% 
6.4 Monitors disciplinary 

actions involving 
students to ensure the 
process is followed. 
 

Expected 61.8% 31.4% 3.5% 1.4% .04% 

Actual 70.3% 21.9% 2.1% 3.5% .04% 

6.5 Finds and develops 
programs to reduce 
absenteeism, tardiness, 
and behavioral problems. 

Expected 51.6% 39.2% 4.2% 2.8% 1.1% 

Actual 56.2% 29.3% 3.9% 8.5% .07% 

6.6 Manages and supervises 
the attendance 
procedures. 

Expected 53.4% 34.6% 5.3% 3.5% 2.1% 

Actual 57.2% 24.4% 3.9% 10.2% 2.8% 
6.7 Provides teachers with 

uniform procedures for 
keeping and reporting 
attendance. 

Expected 42.8% 40.3% 9.2% 4.2% 2.5% 

Actual 51.9% 24.0% 7.8% 9.9% 4.2% 

6.8 Provides for effective 
counseling and guidance 
services for students. 

Expected 27.6% 36.4% 17.3% 13.4% 3.9% 

Actual 37.5% 31.4% 11.0% 13.8% 4.6% 
6.9 Insures appropriate use 

of community agencies 
and refers students with 
special needs. 
 

Expected 28.6% 39.9% 17.7% 10.2% 2.1% 

Actual 33.9% 34.6% 11.3% 15.2% 3.5% 

6.10 Monitors the racial, 
sexual composition of 
student groups and the 
compliance of the school 
with the provisions of 
Title IX. 

Expected 23.3% 31.4% 21.2% 14.5% 8.5% 

Actual 26.1% 27.9% 14.8% 18.0% 11.7% 
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Appendix M 
Age 

Multiple Comparisons 

Dependent Variable (I) age2 Reduced Age 

categories 

(J) age2 Reduced Age 

categories 

Mean 

Difference (I-J) Std. Error Sig. 

95% Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

P1 Management of 

schools - Practiced vs 

Expected difference 

 

Less than 40 

dimension3 

41-50 .13054 .10968 .460 -.1279 .3890

Over 50 .04430 .10666 .909 -.2070 .2956

41-50 

dimension3 

Less than 40 -.13054 .10968 .460 -.3890 .1279

Over 50 -.08624 .12435 .767 -.3793 .2068

Over 50 

dimension3 

Less than 40 -.04430 .10666 .909 -.2956 .2070

41-50 .08624 .12435 .767 -.2068 .3793

P2 Leadership in Staff 

Personnel - Practiced vs 

Expected difference 

 

Less than 40 

dimension3 

41-50 .16186 .08702 .152 -.0432 .3669

Over 50 -.11059 .08504 .396 -.3110 .0898

41-50 

dimension3 

Less than 40 -.16186 .08702 .152 -.3669 .0432

Over 50 -.27245* .09865 .017 -.5049 -.0400

Over 50 

dimension3 

Less than 40 .11059 .08504 .396 -.0898 .3110

41-50 .27245* .09865 .017 .0400 .5049

P3 Community Relations 

- Practiced vs Expected 

difference 
n2 

Less than 40 

dimension3 

41-50 .21984 .11025 .116 -.0400 .4797

Over 50 -.23291 .10823 .082 -.4880 .0221

41-50 

dimension3 

Less than 40 -.21984 .11025 .116 -.4797 .0400

Over 50 -.45275* .12525 .001 -.7479 -.1576
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Over 50 

dimension3 

Less than 40 .23291 .10823 .082 -.0221 .4880

41-50 .45275* .12525 .001 .1576 .7479

P4 Instructional Leader - 

Practiced vs Expected 

difference 

 

Less than 40 

dimension3 

41-50 .23013 .11778 .126 -.0474 .5077

Over 50 -.08078 .11563 .764 -.3533 .1917

41-50 

dimension3 

Less than 40 -.23013 .11778 .126 -.5077 .0474

Over 50 -.31091 .13363 .054 -.6258 .0040

Over 50 

dimension3 

Less than 40 .08078 .11563 .764 -.1917 .3533

41-50 .31091 .13363 .054 -.0040 .6258

P5 Student Activities - 

Practiced vs Expected 

difference 

di2 

Less than 40 

dimension3 

41-50 .19416 .10623 .162 -.0562 .4445

Over 50 .18681 .10475 .177 -.0600 .4337

41-50 

dimension3 

Less than 40 -.19416 .10623 .162 -.4445 .0562

Over 50 -.00736 .12109 .998 -.2927 .2780

Over 50 

dimension3 

Less than 40 -.18681 .10475 .177 -.4337 .0600

41-50 .00736 .12109 .998 -.2780 .2927

P6 Pupil Personnel - 

Practiced vs Expected 

difference 

 

Less than 40 

dimension3 

41-50 .20529 .09574 .083 -.0203 .4309

Over 50 .16441 .09486 .195 -.0591 .3880

41-50 

dimension3 

Less than 40 -.20529 .09574 .083 -.4309 .0203

Over 50 -.04087 .10911 .926 -.2980 .2163

Over 50 

dimension3 

Less than 40 -.16441 .09486 .195 -.3880 .0591

41-50 .04087 .10911 .926 -.2163 .2980

Job Satisfaction 

dimension2 

Less than 40 

dimension3 

41-50 .161 .127 .414 -.14 .46

Over 50 .022 .125 .982 -.27 .32
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41-50 

dimension3 

Less than 40 -.161 .127 .414 -.46 .14

Over 50 -.138 .144 .604 -.48 .20

Over 50 

dimension3 

Less than 40 -.022 .125 .982 -.32 .27

41-50 .138 .144 .604 -.20 .48

*. The mean difference is significant at the 0.05 level. 

 

 



172 
 

Appendix N 
Teaching Experience 

 
Multiple Comparisons 
 
Dependent 
Variable 

(I) texp2 
Reduced 
categories for 
years of 
teaching 
experience 

(J) texp2 
Reduced 
categories for 
years of 
teaching 
experience 

Mean 
Difference  

(I-J) 
Std. 

Error Sig. 

95% Confidence 
Interval 

Lower 
Bound

Upper 
Bound

P 1 Management 
of schools – 
Expected vs. 
Practice 
difference 

Less than 5 
years 

6-10 years .08104 .15339 .984 -.3402 .5023
11-15 years .04133 .15445 .999 -.3829 .4655
16-20 years -.18710 .18248 .844 -.6883 .3141
More than 21 
years 

-.01417 .15729 1.000 -.4462 .4178

6-10 years Less than 5 
years 

-.08104 .15339 .984 -.5023 .3402

11-15 years -.03971 .12481 .998 -.3825 .3031
16-20 years -.26814 .15818 .439 -.7026 .1663
More than 21 
years 

-.09521 .12830 .946 -.4476 .2572

11-15 years Less than 5 
years 

-.04133 .15445 .999 -.4655 .3829

6-10 years .03971 .12481 .998 -.3031 .3825
16-20 years -.22843 .15921 .606 -.6657 .2088
More than 21 
years 

-.05550 .12957 .993 -.4113 .3003

16-20 years Less than 5 
years 

.18710 .18248 .844 -.3141 .6883

6-10 years .26814 .15818 .439 -.1663 .7026
11-15 years .22843 .15921 .606 -.2088 .6657
More than 21 
years 

.17293 .16196 .823 -.2719 .6177

More than 21 
years 

Less than 5 
years 

.01417 .15729 1.000 -.4178 .4462

6-10 years .09521 .12830 .946 -.2572 .4476
11-15 years .05550 .12957 .993 -.3003 .4113
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16-20 years -.17293 .16196 .823 -.6177 .2719
P2 Leadership in 
Staff Personnel - 
Expected vs. 
Practice 
difference 

Less than 5 
years 

6-10 years .05899 .12147 .989 -.2746 .3926
11-15 years .09464 .12203 .937 -.2405 .4298
16-20 years -.25588 .14572 .402 -.6561 .1443
More than 21 
years 

-.10234 .12456 .924 -.4444 .2398

6-10 years Less than 5 
years 

-.05899 .12147 .989 -.3926 .2746

11-15 years .03565 .09848 .996 -.2348 .3061
16-20 years -.31487 .12666 .097 -.6627 .0330
More than 21 
years 

-.16133 .10160 .506 -.4404 .1177

11-15 years Less than 5 
years 

-.09464 .12203 .937 -.4298 .2405

6-10 years -.03565 .09848 .996 -.3061 .2348
16-20 years -.35052* .12719 .049 -.6998 -.0012
More than 21 
years 

-.19698 .10226 .306 -.4778 .0839

16-20 years Less than 5 
years 

.25588 .14572 .402 -.1443 .6561

6-10 years .31487 .12666 .097 -.0330 .6627
11-15 years .35052* .12719 .049 .0012 .6998
More than 21 
years 

.15354 .12962 .760 -.2025 .5095

More than 21 
years 

Less than 5 
years 

.10234 .12456 .924 -.2398 .4444

6-10 years .16133 .10160 .506 -.1177 .4404
11-15 years .19698 .10226 .306 -.0839 .4778
16-20 years -.15354 .12962 .760 -.5095 .2025

P 3 Community 
Relations - 
Expected vs. 
Practice 
difference 

Less than 5 
years 

6-10 years .03984 .15062 .999 -.3738 .4535
11-15 years .00279 .15097 1.000 -.4118 .4174
16-20 years -.36964 .18028 .245 -.8648 .1255
More than 21 
years 

-.35181 .15410 .154 -.7750 .0714

6-10 years Less than 5 
years 

-.03984 .15062 .999 -.4535 .3738

11-15 years -.03705 .12225 .998 -.3728 .2987
16-20 years -.40947 .15702 .072 -.8407 .0218
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More than 21 
years 

-.39164* .12610 .018 -.7380 -.0453

11-15 years Less than 5 
years 

-.00279 .15097 1.000 -.4174 .4118

6-10 years .03705 .12225 .998 -.2987 .3728
16-20 years -.37243 .15735 .128 -.8046 .0598
More than 21 
years 

-.35460* .12652 .043 -.7021 -.0071

16-20 years Less than 5 
years 

.36964 .18028 .245 -.1255 .8648

6-10 years .40947 .15702 .072 -.0218 .8407
11-15 years .37243 .15735 .128 -.0598 .8046
More than 21 
years 

.01783 .16036 1.000 -.4226 .4583

More than 21 
years 

Less than 5 
years 

.35181 .15410 .154 -.0714 .7750

6-10 years .39164* .12610 .018 .0453 .7380
11-15 years .35460* .12652 .043 .0071 .7021
16-20 years -.01783 .16036 1.000 -.4583 .4226

P4 Instructional 
Leader - 
Expected vs. 
Practice 
difference 

Less than 5 
years 

6-10 years .00126 .16508 1.000 -.4521 .4547
11-15 years .03010 .16508 1.000 -.4233 .4835
16-20 years -.32564 .19713 .466 -.8671 .2158
More than 21 
years 

-.18302 .16850 .814 -.6458 .2798

6-10 years Less than 5 
years 

-.00126 .16508 1.000 -.4547 .4521

11-15 years .02884 .13415 1.000 -.3396 .3973
16-20 years -.32690 .17206 .320 -.7995 .1457
More than 21 
years 

-.18429 .13834 .671 -.5642 .1957

11-15 years Less than 5 
years 

-.03010 .16508 1.000 -.4835 .4233

6-10 years -.02884 .13415 1.000 -.3973 .3396
16-20 years -.35574 .17206 .237 -.8283 .1168
More than 21 
years 

-.21313 .13834 .537 -.5931 .1668

16-20 years Less than 5 
years 

.32564 .19713 .466 -.2158 .8671
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6-10 years .32690 .17206 .320 -.1457 .7995
11-15 years .35574 .17206 .237 -.1168 .8283
More than 21 
years 

.14262 .17535 .926 -.3390 .6242

More than 21 
years 

Less than 5 
years 

.18302 .16850 .814 -.2798 .6458

6-10 years .18429 .13834 .671 -.1957 .5642
11-15 years .21313 .13834 .537 -.1668 .5931
16-20 years -.14262 .17535 .926 -.6242 .3390

P5 Student 
Activities - 
Expected vs. 
Practice 
difference 

Less than 5 
years 

6-10 years .06160 .14913 .994 -.3480 .4712
11-15 years -.06227 .14947 .994 -.4728 .3483
16-20 years -.15172 .17849 .915 -.6420 .3385
More than 21 
years 

.00532 .15301 1.000 -.4149 .4256

6-10 years Less than 5 
years 

-.06160 .14913 .994 -.4712 .3480

11-15 years -.12387 .12104 .844 -.4563 .2086
16-20 years -.21331 .15547 .646 -.6403 .2137
More than 21 
years 

-.05628 .12539 .992 -.4007 .2881

11-15 years Less than 5 
years 

.06227 .14947 .994 -.3483 .4728

6-10 years .12387 .12104 .844 -.2086 .4563
16-20 years -.08944 .15580 .979 -.5173 .3385
More than 21 
years 

.06759 .12580 .983 -.2779 .4131

16-20 years Less than 5 
years 

.15172 .17849 .915 -.3385 .6420

6-10 years .21331 .15547 .646 -.2137 .6403
11-15 years .08944 .15580 .979 -.3385 .5173
More than 21 
years 

.15703 .15920 .861 -.2802 .5943

More than 21 
years 

Less than 5 
years 

-.00532 .15301 1.000 -.4256 .4149

6-10 years .05628 .12539 .992 -.2881 .4007
11-15 years -.06759 .12580 .983 -.4131 .2779
16-20 years -.15703 .15920 .861 -.5943 .2802
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P 6 Pupil 
Personnel - 
Expected vs. 
Practice 
difference 

Less than 5 
years 

6-10 years .04230 .13425 .998 -.3264 .4110
11-15 years .02552 .13395 1.000 -.3424 .3934
16-20 years -.02912 .16032 1.000 -.4695 .4112
More than 21 
years 

.08217 .13743 .975 -.2953 .4596

6-10 years Less than 5 
years 

-.04230 .13425 .998 -.4110 .3264

11-15 years -.01678 .10872 1.000 -.3154 .2818
16-20 years -.07143 .13994 .986 -.4558 .3129
More than 21 
years 

.03986 .11299 .997 -.2705 .3502

11-15 years Less than 5 
years 

-.02552 .13395 1.000 -.3934 .3424

6-10 years .01678 .10872 1.000 -.2818 .3154
16-20 years -.05465 .13964 .995 -.4382 .3289
More than 21 
years 

.05664 .11262 .987 -.2527 .3660

16-20 years Less than 5 
years 

.02912 .16032 1.000 -.4112 .4695

6-10 years .07143 .13994 .986 -.3129 .4558
11-15 years .05465 .13964 .995 -.3289 .4382
More than 21 
years 

.11129 .14299 .937 -.2814 .5040

More than 21 
years 

Less than 5 
years 

-.08217 .13743 .975 -.4596 .2953

6-10 years -.03986 .11299 .997 -.3502 .2705
11-15 years -.05664 .11262 .987 -.3660 .2527
16-20 years -.11129 .14299 .937 -.5040 .2814

Job Satisfaction Less than 5 
years 

6-10 years .206 .180 .782 -.29 .70
11-15 years .079 .180 .992 -.42 .57
16-20 years -.037 .211 1.000 -.62 .54
More than 21 
years 

.075 .185 .994 -.43 .58

6-10 years Less than 5 
years 

-.206 .180 .782 -.70 .29

11-15 years -.127 .144 .905 -.52 .27
16-20 years -.242 .182 .669 -.74 .26



177 
 

More than 21 
years 

-.131 .150 .907 -.54 .28

11-15 years Less than 5 
years 

-.079 .180 .992 -.57 .42

6-10 years .127 .144 .905 -.27 .52
16-20 years -.116 .182 .969 -.62 .38
More than 21 
years 

-.004 .151 1.000 -.42 .41

16-20 years Less than 5 
years 

.037 .211 1.000 -.54 .62

6-10 years .242 .182 .669 -.26 .74
11-15 years .116 .182 .969 -.38 .62
More than 21 
years 

.111 .187 .976 -.40 .62

More than 21 
years 

Less than 5 
years 

-.075 .185 .994 -.58 .43

6-10 years .131 .150 .907 -.28 .54
11-15 years .004 .151 1.000 -.41 .42
16-20 years -.111 .187 .976 -.62 .40

*. The mean difference is significant at the 0.05 level. 
 



178 

 

Appendix O 
                      School Setting 

ANOVA 

 Sum of 
Squares df 

Mean 
Square F Sig. 

P1 Management 
of schools – 
Expected vs. 
Practiced 
difference 

Between 
Groups 

.628 2 .314 .575 .563 

Within 
Groups 

147.016 269 .547   

Total 147.644 271    
P 2 Leadership 
in Staff 
Personnel - 
Expected vs. 
Practiced 
difference 

Between 
Groups 

.105 2 .052 .154 .857 

Within 
Groups 

90.807 268 .339   

Total 90.911 270    

P 3 Community 
Relations - 
Expected vs. 
Practiced 
difference 

Between 
Groups 

.922 2 .461 .799 .451 

Within 
Groups 

153.499 266 .577   

Total 154.420 268    
P 4 Instructional 
Leader - 
Expected vs. 
Practiced 
difference 

Between 
Groups 

.114 2 .057 .091 .913 

Within 
Groups 

166.092 265 .627   

Total 166.206 267    
P 5 Student 
Activities - 
Expected vs. 
Practiced 
difference 

Between 
Groups 

4.342 2 2.171 4.303 .014 

Within 
Groups 

134.196 266 .504   

Total 138.538 268    
P 6 Pupil 
Personnel - 
Expected vs. 
Practiced 
difference 

Between 
Groups 

4.850 2 2.425 5.776 .004 

Within 
Groups 

111.241 265 .420   

Total 116.091 267    
Job Satisfaction Between 

Groups 
2.559 2 1.280 1.864 .157 

Within 
Groups 

182.623 266 .687   

Total 185.182 268    
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Appendix O1 
School Setting 

Multiple Comparisons 
 
Dependent Variable       (I) setting      

School Setting: 
       (J) setting    
School Setting: 

 Mean  
Difference (I-J) Std. Error Sig. 

95% Confidence 
Interval 
Lower 
Bound 

Upper 
Bound 

Ds1 Management 
of schools - 
Practiced vs . 
Expected difference  

Rural 
 

Urban .08071 .10858 .738 -.1752 .3366 
Suburban.10799 .10906 .584 -.1490 .3650 

Urban 
 

Rural -.08071 .10858 .738 -.3366 .1752 
Suburban.02728 .12279 .973 -.2621 .3167 

Suburban 
 

Rural -.10799 .10906 .584 -.3650 .1490 
Urban -.02728 .12279 .973 -.3167 .2621 

Ds2 Leadership in 
Staff Personnel - 
Practiced vs. 
Expected difference  

Rural  Urban -.03014 .08550 .934 -.2316 .1714 
Suburban.02351 .08626 .960 -.1798 .2268 

Urban  Rural .03014 .08550 .934 -.1714 .2316 
Suburban.05366 .09702 .845 -.1750 .2823 

Suburban  Rural -.02351 .08626 .960 -.2268 .1798 
Urban -.05366 .09702 .845 -.2823 .1750 

Ds3 Community 
Relations - 
Practiced vs.  
Expected difference  

Rural  Urban .08841 .11257 .712 -.1769 .3537 
Suburban.13575 .11257 .451 -.1296 .4011 

Urban  Rural -.08841 .11257 .712 -.3537 .1769 
Suburban.04734 .12750 .927 -.2532 .3478 

Suburban  Rural -.13575 .11257 .451 -.4011 .1296 
Urban -.04734 .12750 .927 -.3478 .2532 

Ds4 Instructional 
Leader - Practiced 
vs.  Expected 
difference  

Rural  Urban -.04992 .11748 .905 -.3268 .2270 
Suburban-.02234 .11748 .980 -.2992 .2546 

Urban  Rural .04992 .11748 .905 -.2270 .3268 
Suburban.02758 .13287 .977 -.2856 .3408 

Suburban  Rural .02234 .11748 .980 -.2546 .2992 
Urban -.02758 .13287 .977 -.3408 .2856 

Ds5 Student 
Activities - 
Practiced vs. 
Expected difference  

Rural  Urban .09984 .10525 .610 -.1482 .3479 
Suburban.30856* .10525 .010 .0605 .5566 

Urban  Rural -.09984 .10525 .610 -.3479 .1482 
Suburban.20872 .11921 .188 -.0722 .4897 

Suburban  Rural -.30856* .10525 .010 -.5566 -.0605 
Urban -.20872 .11921 .188 -.4897 .0722 

Ds6 Pupil 
Personnel - 
Practiced vs. 
Expected difference 

 

Rural  Urban .20880 .09615 .078 -.0178 .4354 
Suburban.30974* .09615 .004 .0831 .5364 

Urban 

 

Rural -.20880 .09615 .078 -.4354 .0178 
Suburban.10094 .10874 .623 -.1554 .3572 
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Suburban 

 

Rural -.30974* .09615 .004 -.5364 -.0831 
Urban -.10094 .10874 .623 -.3572 .1554 

 
 

Job Satisfaction 

 
 
 
 

Rural 
 

Urban -.235 .122 .133 -.52 .05 
Suburban-.076 .123 .809 -.37 .21 

Urban 
 

Rural .235 .122 .133 -.05 .52 

Suburban.159 .137 .480 -.16 .48 
Suburban 

 
Rural .076 .123 .809 -.21 .37 
Urban -.159 .137 .480 -.48 .16 

*. The mean difference is significant at the 0.05 level. 
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Appendix P 
School Enrollment  

Multiple Comparisons 
 
Dependent 
Variable 

(I) enroll 
School 
Enrollment: 

(J) enroll 
School 
Enrollment: Mean 

Difference (I-J)
Std. 
Error Sig. 

95% Confidence 
Interval 
Lower 
Bound 

Upper 
Bound 

P1 Management 
of schools - 
Practiced vs 
Expected 
difference 

Less than 500 501-1000 .05806 .14203 .994 -.3320 .4481 
1001-1500 -.04741 .15674 .998 -.4778 .3830 
1501-2000 .19722 .16126 .738 -.2456 .6401 
More than 
2000 

.16633 .15363 .815 -.2556 .5882 

501-1000 Less than 500 -.05806 .14203 .994 -.4481 .3320 
1001-1500 -.10547 .13116 .929 -.4656 .2547 
1501-2000 .13917 .13654 .846 -.2358 .5141 
More than 
2000 

.10827 .12743 .915 -.2417 .4582 

1001-1500 Less than 500 .04741 .15674 .998 -.3830 .4778 
501-1000 .10547 .13116 .929 -.2547 .4656 
1501-2000 .24463 .15178 .491 -.1722 .6614 
More than 
2000 

.21374 .14364 .571 -.1807 .6082 

1501-2000 Less than 500 -.19722 .16126 .738 -.6401 .2456 
501-1000 -.13917 .13654 .846 -.5141 .2358 
1001-1500 -.24463 .15178 .491 -.6614 .1722 
More than 
2000 

-.03090 .14857 1.000 -.4389 .3771 

More than 
2000 

Less than 500 -.16633 .15363 .815 -.5882 .2556 
501-1000 -.10827 .12743 .915 -.4582 .2417 
1001-1500 -.21374 .14364 .571 -.6082 .1807 
1501-2000 .03090 .14857 1.000 -.3771 .4389 

P2 Leadership in 
Staff Personnel - 
Practiced vs 
Expected 
difference 

Less than 500 501-1000 -.19796 .11376 .411 -.5104 .1144 
1001-1500 -.23118 .12578 .354 -.5766 .1142 
1501-2000 -.11168 .13010 .912 -.4689 .2456 
More than 
2000 
 
 

-.06330 .12328 .986 -.4019 .2752 
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501-1000 Less than 500 .19796 .11376 .411 -.1144 .5104 
1001-1500 -.03322 .10502 .998 -.3216 .2552 
1501-2000 .08629 .11016 .935 -.2162 .3888 
More than 
2000 

.13466 .10202 .679 -.1455 .4148 

1001-1500 Less than 500 .23118 .12578 .354 -.1142 .5766 
501-1000 .03322 .10502 .998 -.2552 .3216 
1501-2000 .11951 .12253 .866 -.2170 .4560 
More than 
2000 

.16788 .11527 .592 -.1487 .4844 

1501-2000 Less than 500 .11168 .13010 .912 -.2456 .4689 
501-1000 -.08629 .11016 .935 -.3888 .2162 
1001-1500 -.11951 .12253 .866 -.4560 .2170 
More than 
2000 

.04837 .11997 .994 -.2811 .3778 

More than 
2000 

Less than 500 .06330 .12328 .986 -.2752 .4019 
501-1000 -.13466 .10202 .679 -.4148 .1455 
1001-1500 -.16788 .11527 .592 -.4844 .1487 
1501-2000 -.04837 .11997 .994 -.3778 .2811 

P3 Community 
Relations - 
Practiced vs 
Expected 
difference 

Less than 500 501-1000 .03520 .14523 .999 -.3636 .4340 
1001-1500 .10111 .16127 .971 -.3418 .5440 
1501-2000 .29230 .16609 .399 -.1638 .7484 
More than 
2000 

.01149 .15798 1.000 -.4224 .4453 

501-1000 Less than 500 -.03520 .14523 .999 -.4340 .3636 
1001-1500 .06591 .13492 .988 -.3046 .4364 
1501-2000 .25710 .14064 .360 -.1291 .6433 
More than 
2000 

-.02371 .13097 1.000 -.3834 .3360 

1001-1500 Less than 500 -.10111 .16127 .971 -.5440 .3418 
501-1000 -.06591 .13492 .988 -.4364 .3046 
1501-2000 .19119 .15715 .742 -.2404 .6228 
More than 
2000 

-.08962 .14855 .974 -.4976 .3183 

1501-2000 Less than 500 -.29230 .16609 .399 -.7484 .1638 
501-1000 -.25710 .14064 .360 -.6433 .1291 
1001-1500 -.19119 .15715 .742 -.6228 .2404 
More than 
2000 

-.28081 .15377 .361 -.7031 .1415 

More than 
2000 

Less than 500 -.01149 .15798 1.000 -.4453 .4224 
501-1000 .02371 .13097 1.000 -.3360 .3834 
1001-1500 .08962 .14855 .974 -.3183 .4976 
1501-2000 .28081 .15377 .361 -.1415 .7031 
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P4 Instructional 
Leader - Practiced 
vs Expected 
difference 

Less than 500 501-1000 -.25690 .15453 .459 -.6813 .1675 
1001-1500 -.24378 .17132 .613 -.7143 .2267 
1501-2000 -.05065 .17636 .999 -.5350 .4337 
More than 
2000 

-.28880 .16787 .423 -.7498 .1722 

501-1000 Less than 500 .25690 .15453 .459 -.1675 .6813 
1001-1500 .01312 .14231 1.000 -.3777 .4039 
1501-2000 .20625 .14834 .634 -.2011 .6136 
More than 
2000 

-.03190 .13814 .999 -.4113 .3475 

1001-1500 Less than 500 .24378 .17132 .613 -.2267 .7143 
501-1000 -.01312 .14231 1.000 -.4039 .3777 
1501-2000 .19313 .16576 .771 -.2621 .6484 
More than 
2000 

-.04502 .15669 .999 -.4753 .3853 

1501-2000 Less than 500 .05065 .17636 .999 -.4337 .5350 
501-1000 -.20625 .14834 .634 -.6136 .2011 
1001-1500 -.19313 .16576 .771 -.6484 .2621 
More than 
2000 

-.23815 .16219 .584 -.6836 .2073 

More than 
2000 

Less than 500 .28880 .16787 .423 -.1722 .7498 
501-1000 .03190 .13814 .999 -.3475 .4113 
1001-1500 .04502 .15669 .999 -.3853 .4753 
1501-2000 .23815 .16219 .584 -.2073 .6836 

P5 Student 
Activities - 
Practiced vs 
Expected 
difference 

Less than 500 501-1000 .09121 .13692 .963 -.2848 .4672 
1001-1500 .27827 .15110 .352 -.1367 .6932 
1501-2000 .39021 .15629 .094 -.0390 .8194 
More than 
2000 

.35525 .14924 .124 -.0546 .7651 

501-1000 Less than 500 -.09121 .13692 .963 -.4672 .2848 
1001-1500 .18705 .12644 .577 -.1602 .5343 
1501-2000 .29900 .13260 .163 -.0652 .6632 
More than 
2000 

.26403 .12421 .212 -.0771 .6052 

1001-1500 Less than 500 -.27827 .15110 .352 -.6932 .1367 
501-1000 -.18705 .12644 .577 -.5343 .1602 
1501-2000 .11195 .14720 .942 -.2923 .5162 
More than 
2000 

.07698 .13969 .982 -.3066 .4606 

1501-2000 Less than 500 -.39021 .15629 .094 -.8194 .0390 
501-1000 -.29900 .13260 .163 -.6632 .0652 
1001-1500 -.11195 .14720 .942 -.5162 .2923 
More than 
2000 

-.03497 .14529 .999 -.4340 .3640 
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More than 
2000 

Less than 500 -.35525 .14924 .124 -.7651 .0546 
501-1000 -.26403 .12421 .212 -.6052 .0771 
1001-1500 -.07698 .13969 .982 -.4606 .3066 
1501-2000 .03497 .14529 .999 -.3640 .4340 

P6 Pupil 
Personnel - 
Practiced vs 
Expected 
difference 

Less than 500 501-1000 -.01661 .12278 1.000 -.3538 .3206 
1001-1500 .07131 .13549 .985 -.3008 .4434 
1501-2000 .34411 .14092 .107 -.0429 .7311 
More than 
2000 

.33947 .13331 .084 -.0266 .7056 

501-1000 Less than 500 .01661 .12278 1.000 -.3206 .3538 
1001-1500 .08792 .11338 .938 -.2235 .3993 
1501-2000 .36072* .11982 .024 .0317 .6898 
More than 
2000 

.35608* .11076 .013 .0519 .6603 

1001-1500 Less than 500 -.07131 .13549 .985 -.4434 .3008 
501-1000 -.08792 .11338 .938 -.3993 .2235 
1501-2000 .27280 .13282 .243 -.0919 .6376 
More than 
2000 

.26816 .12471 .202 -.0743 .6106 

1501-2000 Less than 500 -.34411 .14092 .107 -.7311 .0429 
501-1000 -.36072* .11982 .024 -.6898 -.0317 
1001-1500 -.27280 .13282 .243 -.6376 .0919 
More than 
2000 

-.00465 .13059 1.000 -.3633 .3540 

More than 
2000 

Less than 500 -.33947 .13331 .084 -.7056 .0266 
501-1000 -.35608* .11076 .013 -.6603 -.0519 
1001-1500 -.26816 .12471 .202 -.6106 .0743 
1501-2000 .00465 .13059 1.000 -.3540 .3633 

jobsatis I am 
satisfied in my 
role as the 
assistant principal 

Less than 500 501-1000 -.182 .164 .802 -.63 .27 
1001-1500 -.312 .180 .419 -.81 .18 
1501-2000 -.282 .187 .560 -.80 .23 
More than 
2000 

-.336 .178 .326 -.83 .15 

501-1000 Less than 500 .182 .164 .802 -.27 .63 
1001-1500 -.129 .151 .913 -.54 .29 
1501-2000 -.099 .159 .971 -.54 .34 
More than 
2000 
 
 
 
 
 

-.154 .148 .837 -.56 .25 
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1001-1500 Less than 500 .312 .180 .419 -.18 .81 
501-1000 .129 .151 .913 -.29 .54 
1501-2000 .030 .176 1.000 -.45 .51 
More than 
2000 

-.025 .166 1.000 -.48 .43 

1501-2000 Less than 500 .282 .187 .560 -.23 .80 
501-1000 .099 .159 .971 -.34 .54 
1001-1500 -.030 .176 1.000 -.51 .45 
More than 
2000 

-.055 .173 .998 -.53 .42 

More than 
2000 

Less than 500 .336 .178 .326 -.15 .83 
501-1000 .154 .148 .837 -.25 .56 
1001-1500 .025 .166 1.000 -.43 .48 
1501-2000 .055 .173 .998 -.42 .53 

*. The mean difference is significant at the 0.05 level. 
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Appendix Q 
Career Aspirations 

ANOVA 

 Sum of 
Squares df 

Mean 
Square F Sig. 

P1 Management of 
schools  
Practiced vs. 
Expected diff. 

Bet. Groups 1.644 3  .548 .007 .390 
Within Groups 149.704 275 .544   
Total 151.349 278    

P 2 Leadership in 
Staff Personnel  
Practiced vs. 
Expected diff. 

Bet. Groups 1.297 3 .432 1.221 .303 
Within Groups 97.388 275 .354   
Total 98.685 278    

P 3 Community 
Relations  
Practiced vs. 
Expected diff. 

Bet. Groups 1.515 3 .505 .870 .457 
Within Groups 158.464 273 .580   
Total 159.979 276    

P 4 Instructional 
Leader  
Practiced vs. 
Expected diff. 

Bet. Groups .997 3 .332 .514 .673 
Within Groups 175.901 272 .647   
Total 176.898 275    

P 5 Student 
Activities  
Practiced vs. 
Expected diff. 

Bet. Groups 3.436 3 1.145 2.216 .087 
Within Groups 140.576 272 .517   
Total 144.013 275    

P 6 Pupil Personnel  
Practiced vs. 
Expected diff. 

Bet. Groups 1.982 3 .661 1.549 .202 
Within Groups 116.067 272 .427   
Total 118.049 275    

Job Satisfaction  Bet. Groups 9.149 3 3.050 4.288 .006 
Within Groups 194.173 273 .711   
Total 203.321 276    
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Appendix Q1 
Career Aspirations 

Multiple Comparisons 
 
Dependent 
Variable 

(I) career2 
Reduced 
categories: Career 
Aspirations: 

(J) career2 
Reduced 
categories: Career 
Aspirations: 

Mean 
Difference (I-J)

Std. 
Error Sig. 

95% Confidence Interval

Lower 
Bound 

Upper 
Bound 

P1 Management 
of schools - 
Practiced vs 
Expected 
difference 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

Continue as 
assistant principal 
for the rest of my 
career 

.19772 .14128 .501 -.1675 .5629 

Become a 
building principal

.07106 .13187 .949 -.2698 .4119 

Become a central 
office 
administrator 

.00057 .14085 1.000 -.3635 .3647 

Continue as 
assistant principal 
for the rest of my 
career 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.19772 .14128 .501 -.5629 .1675 

Become a 
building principal

-.12666 .11696 .700 -.4290 .1757 

Become a central 
office 
administrator 

-.19715 .12701 .408 -.5254 .1311 

Become a 
building principal 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.07106 .13187 .949 -.4119 .2698 

Continue as 
assistant principal 
for the rest of my 
career 

.12666 .11696 .700 -.1757 .4290 
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Become a central 
office 
administrator 

-.07049 .11645 .930 -.3715 .2305 

Become a central 
office 
administrator 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.00057 .14085 1.000 -.3647 .3635 

Continue as 
assistant principal 
for the rest of my 
career 

.19715 .12701 .408 -.1311 .5254 

Become a 
building principal

.07049 .11645 .930 -.2305 .3715 

P 2 Leadership in 
Staff Personnel - 
Practiced vs 
Expected 
difference 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

Continue as 
assistant principal 
for the rest of my 
career 

.17233 .11323 .426 -.1203 .4650 

Become a 
building principal

.14681 .10576 .508 -.1266 .4202 

Become a central 
office 
administrator 

.03765 .11288 .987 -.2541 .3294 

Continue as 
assistant principal 
for the rest of my 
career 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.17233 .11323 .426 -.4650 .1203 

Become a 
building principal

-.02551 .09453 .993 -.2699 .2188 

Become a central 
office 
administrator 

-.13468 .10244 .554 -.3995 .1301 

Become a 
building principal 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.14681 .10576 .508 -.4202 .1266 
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Continue as 
assistant principal 
for the rest of my 
career 

.02551 .09453 .993 -.2188 .2699 

Become a central 
office 
administrator 

-.10916 .09412 .653 -.3524 .1341 

Become a central 
office 
administrator 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.03765 .11288 .987 -.3294 .2541 

Continue as 
assistant principal 
for the rest of my 
career 

.13468 .10244 .554 -.1301 .3995 

Become a 
building principal

.10916 .09412 .653 -.1341 .3524 

P 3 Community 
Relations - 
Practiced vs 
Expected 
difference 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

Continue as 
assistant principal 
for the rest of my 
career 

.21848 .14588 .440 -.1586 .5956 

Become a 
building principal

.19272 .13662 .494 -.1604 .5459 

Become a central 
office 
administrator 

.14797 .14545 .739 -.2280 .5239 

Continue as 
assistant principal 
for the rest of my 
career 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.21848 .14588 .440 -.5956 .1586 

Become a 
building principal

-.02576 .12128 .997 -.3393 .2877 

Become a central 
office 
administrator 

-.07051 .13115 .950 -.4095 .2685 
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Become a 
building principal 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.19272 .13662 .494 -.5459 .1604 

Continue as 
assistant principal 
for the rest of my 
career 

.02576 .12128 .997 -.2877 .3393 

Become a central 
office 
administrator 

-.04475 .12076 .983 -.3569 .2674 

Become a central 
office 
administrator 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.14797 .14545 .739 -.5239 .2280 

Continue as 
assistant principal 
for the rest of my 
career 

.07051 .13115 .950 -.2685 .4095 

Become a 
building principal

.04475 .12076 .983 -.2674 .3569 

P 4 Instructional 
Leader - Practiced 
vs Expected 
difference 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

Continue as 
assistant principal 
for the rest of my 
career 

.04071 .15398 .994 -.3573 .4388 

Become a 
building principal

-.06132 .14445 .974 -.4347 .3121 

Become a central 
office 
administrator 

-.12082 .15352 .860 -.5177 .2760 

Continue as 
assistant principal 
for the rest of my 
career 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.04071 .15398 .994 -.4388 .3573 

Become a 
building principal

-.10203 .12829 .857 -.4337 .2296 
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Become a central 
office 
administrator 

-.16153 .13843 .648 -.5194 .1963 

Become a 
building principal 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

.06132 .14445 .974 -.3121 .4347 

Continue as 
assistant principal 
for the rest of my 
career 

.10203 .12829 .857 -.2296 .4337 

Become a central 
office 
administrator 

-.05950 .12774 .966 -.3897 .2707 

Become a central 
office 
administrator 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

.12082 .15352 .860 -.2760 .5177 

Continue as 
assistant principal 
for the rest of my 
career 

.16153 .13843 .648 -.1963 .5194 

Become a 
building principal

.05950 .12774 .966 -.2707 .3897 

P 5 Student 
Activities - 
Practiced vs 
Expected 
difference 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

Continue as 
assistant principal 
for the rest of my 
career 

.27810 .13765 .183 -.0777 .6339 

Become a 
building principal

.04510 .12798 .985 -.2857 .3759 

Become a central 
office 
administrator 

-.00294 .13637 1.000 -.3555 .3496 

Continue as 
assistant principal 
for the rest of my 
career 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.27810 .13765 .183 -.6339 .0777 
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Become a 
building principal

-.23300 .11548 .184 -.5315 .0655 

Become a central 
office 
administrator 

-.28104 .12471 .112 -.6034 .0413 

Become a 
building principal 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.04510 .12798 .985 -.3759 .2857 

Continue as 
assistant principal 
for the rest of my 
career 

.23300 .11548 .184 -.0655 .5315 

Become a central 
office 
administrator 

-.04804 .11395 .975 -.3426 .2465 

Become a central 
office 
administrator 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

.00294 .13637 1.000 -.3496 .3555 

Continue as 
assistant principal 
for the rest of my 
career 

.28104 .12471 .112 -.0413 .6034 

Become a 
building principal

.04804 .11395 .975 -.2465 .3426 

P 6 Pupil 
Personnel - 
Practiced vs 
Expected 
difference 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

Continue as 
assistant principal 
for the rest of my 
career 

.23014 .12468 .254 -.0922 .5524 

Become a 
building principal

.05677 .11649 .962 -.2444 .3579 

Become a central 
office 
administrator 

.16406 .12391 .548 -.1563 .4844 
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Continue as 
assistant principal 
for the rest of my 
career 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.23014 .12468 .254 -.5524 .0922 

Become a 
building principal

-.17337 .10468 .349 -.4440 .0972 

Become a central 
office 
administrator 

-.06608 .11287 .936 -.3579 .2257 

Become a 
building principal 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.05677 .11649 .962 -.3579 .2444 

Continue as 
assistant principal 
for the rest of my 
career 

.17337 .10468 .349 -.0972 .4440 

Become a central 
office 
administrator 

.10729 .10376 .730 -.1609 .3755 

Become a central 
office 
administrator 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

-.16406 .12391 .548 -.4844 .1563 

Continue as 
assistant principal 
for the rest of my 
career 

.06608 .11287 .936 -.2257 .3579 

Become a 
building principal

-.10729 .10376 .730 -.3755 .1609 

Job Satisfaction Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

Continue as 
assistant principal 
for the rest of my 
career 

-.486* .162 .016 -.90 -.07 

Become a 
building principal

-.173 .151 .662 -.56 .22 
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Become a central 
office 
administrator 

-.436* .161 .037 -.85 -.02 

Continue as 
assistant principal 
for the rest of my 
career 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

.486* .162 .016 .07 .90 

Become a 
building principal

.313 .134 .094 -.03 .66 

Become a central 
office 
administrator 

.050 .146 .986 -.33 .43 

Become a 
building principal 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

.173 .151 .662 -.22 .56 

Continue as 
assistant principal 
for the rest of my 
career 

-.313 .134 .094 -.66 .03 

Become a central 
office 
administrator 

-.263 .134 .203 -.61 .08 

Continue as 
assistant principal 
for the rest of my 
career 

-.050 .146 .986 -.43 .33 

Become a 
building principal

.263 .134 .203 -.08 .61 

 Become a central 
office 
administrator 

Leave 
administration 
and return to 
teaching, be a 
college prof, or 
something else 

.436* .161 .037 .02 .85 

*. The mean difference is significant at the 0.05 level. 
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