
.. 

THE EFFECTS OF PROFESSIONAL NEGOTIATiONS ON THE LEADERSHIP 

ROLE OF THE ELEMENTARY PRINCIPAL AS PERCEIVED BY 

ELEMENTARY PRINCIPALS lN SELECTED 

SCHOOLS IN TEXAS 

by 

RAYMOND GERALD ROBERTSON, B.S., M.Ed • 

.. A DISSERTATION 

IN 

EDUCATION 

Submitted to the Graduate Faculty 
of Texas Tech University in 

Partial Fulfillment of 
the Req~irements f.or 

the .J)egree of 

DOCTOR OF EDUCATION 

Approved 

-. · '"F:.,' '( KK-- A~ ' ,, «< nc a «<KhCJ.r 

Chai~n of th~Commit~ee 

, ' V C v-;rl<«'w<:' /Q% I I 7 a> • 

Accepted . 

.......-- r- , . ....... r~ 

· Dean of the GraduateJ: hool 

May, 1971 



Ae!3''^-vo?^ 

AC-

73 
157/ 
n . 7 
ZOD-7p 

ACKNOWLEDGMENTS 

I am deeply indebted to Professor Morris S. 

Wallace for his direction of this dissertation and 

to the other members of my committee. Professors 

Berlie J. Fallon, C.L. Ainsworth, and Mhyra S. 

Minnis for their helpful criticism. 

11 



TABLE OF CONTENTS 

Page 

ACKNOWLEDGMENTS ii 

LIST OF TABLES v 

Chapter 

I. INTRODUCTION 1 

Problem of the Study 1 

Purpose of the Study 1 

Hypothesis of the Study 1 

Definition of Terms 2 

Need for the Study 3 

Scope and Limitations of the Study . . . . 7 

II. SURVEY OF LITERATURE 9 

Summary 29 

III. METHODS AND PROCEDURES 32 

Construction of the Instrument , . . , . . 33 

Selection of Participants. . , . . , . . . 3^ 

Statistical Procedures . . . . . . . . . . 37 

IV. PRESENTATION, INTERPRETATION, AND ANALYSIS 

OF DATA 38 

Educational Program • • • . • 1̂3 

Personnel Administration • . , . 47 

Management , • . . . . . • . • • . . . . • 52 

Community Relations. . . . . . . . . . . . 55 

111 



V. SUMMARY, FINDINGS, CONCLUSIONS, AND 

RECOMMENDATIONS. 65 

Findings of the Study. . , , 6? 

Conclusions of the Study 70 

Recommendations for Additional Research. . 71 

Implications of the Study 72 

LIST OF REFERENCES . 73 

APPENDIX - 79 

IV 



LIST OF TABLES 

Table Page 

I, Size of School System and Number of Elementary 
Principals in Participating Schools along with 
Number of Principals Participating in Study, 36 

II. Presentation of Questions, Frequencies, and 
Percentages of Responses of the Category of 
Educational Program ^1 

III, Presentation of Questions, Frequencies, and 
Percentages of Responses of the Category of 
Personnel Administration . , , , kS 

IV, Presentation of Questions, Frequencies, and 
Percentages of Responses of the Category of 
Management, . , , 9̂ 

V. Presentation of Questions, Frequencies, and 
Percentages of Responses of the Category of 
Community Relations 5^ 

VI. Presentation of Frequencies of Responses and 
Chi-Square by Categories 57 

VII. Presentation and Comparison of Frequencies 
and Percentages of Responses by Categories. 59 

v 



CHAPTER I 

INTRODUCTION 

Problem of the Study 

The problem of this study was to analyze the effects 

of professional negotiations on the leadership function of 

the elementary school principal. 

Purpose of the Study 

The purpose of this study was to determine the 

effects that professional negotiations have had on the 

elementary school principal's leadership function. 

Hypothesis of the Study 

The following null hypothesis was tested In this 

study: 

Professional negotiations have resulted in no 

significant changes in the leadership role of the elementary 

principal. 

To test the above null hypothesis, answers to the 

following questions were sought: 

1. What areas of responsibility dealing with leader

ship have been decreased for the elementmy principal since 

the school has adopted a professional negotiations agree

ment? 

2. ¥hat areas of responsibility dealing v\ith leader

ship have been increased for the elementary principal 

since the school has adopted a professional negotiations 

agreement? 



3. What areas of responsibility dealing with leader

ship, that were formerly the sole responsibility of the 

principal, are now being shared with other individuals 

or groups of individuals, since the school has adopted 

a professional negotiations agreement? 

4. What areas of responsibility dealing with leader

ship show no change since the school has adopted a pro

fessional negotiations agreement? 

5. What new areas of responsibility dealing with 

leadership have now been added to the elementary princi-

palship since the school has adopted a professional 

negotiations agreement? 

Definition of Terms 

For the purpose of clarity, the following terms 

are defined in relation to their meaning within the 

context of this study: 

Professional negotiation agreement— a written 

agreement between a school board and a teacher organi

zation for negotiating purposes, sĉ tting out the terms 

of the agreement, listing the procedures to be followed 

during negotiations, setting out procedures to follow in 

the event of an impasse, and setting forth the results of 

negotiations on matters of common concern, including 

salary and other conditions of professional service. 

Consultation— used interchangeably with nego

tiations for this study. 
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Category of leadership— refers to a division of 

the classification of leadership. The categories of lead

ership used in this study were: (l) "Educational Program," 

(2) •̂ Personnel Administration,•' (3) "Management," and {k) 

"Community Relations." 

Area of leadership— used interchangeably with 

category of leadership. 

Need for the Study 

Passage of Senate Bill 72 by the Sixtieth Texas 

Legislature opened the door for teacher involvement in 

decision making in Texas public schools. Section One of 

the Bill provides as follows: 

The Board of Trustees of each independent school 
district, rural high school district, and common 
school district, and their administrative personnel, 
may consult with teachers with respect to matters 
of educational policy and conditions of employment, 
and such Board of Trustees may adopt and make reason
able rules, regulations, and agreements to provide 
for such consultation. This statute shall not limit 
or affect the power of said trustees to manage and 
govern such schools. (34:18) 

The above bill is a permissive one in that it 

allows, but does not require, the local district to de

velop professional consultation or negotiations agreements 

appropriate to its needs. 

School principals throughout Texas and the entire 

United States are involved in an area of potential con

troversy and role conflict In regard to professional 

negotiations. It is becoming increasingly evident 
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that the role of the principal must be clearly defined 

if he is to carry out his function of administering the 

educational program within his school. 

In a report from the Department of Elementary 

School Principals, Paul Houts discusses the real dilemma 

the principal is facing thus: 

For most principals, the thought of the negoti
ation movement is an unsettling one. At worst (and 
fear can cover a broad spectrum), the principal may 
see himself alone, enclosed within a more spartan 
and leather-upholstered Versailles, about to be over
thrown by a snarling mob of teachers who will usurp 
his rights and prerogatives as a decision-maker. 
Yet, even a less fearful principal cannot help but 
see negotiation as a threat to his modus operandi. 
Either way, he must be prepared to deal with the 
movement or the educational process will be disrupted. 
He may have to readjust his perception of his role; 
yet, he must nonetheless continue to function well 
within that newly perceived framework. (20:63) 

In the Bulletin of the National Association of 

Secondary School Principals, Carr points out the impor

tance of professional negotiations for principals as 

well as for teachers in improving education: 

Professional negotiations is as important to 
secondary school principals as it is to classroom 
teachers, and for many of the same reasons. Prin
cipals, as well as teachers, must have greater oppor
tunity to work as trained professionals. Principals 
have been and still are hampered in too many instances 
by custodial and housekeeping chores, in the choice 
of their staffs, and in development of the schools 
curriculum. They need more freedom to select their 
staffs, and in consultation with them, to shape the 
school program. The Superintendent and the central 
staff, especially in large urban districts, are 
often so far removed from the daily operation of the 
schools that the principals need to assume greater 
roles in policy development, (7:48-49) 
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Redfern brought some interesting aspects about 

the changes which are taking place and which will con

tinue to show up in the principal's role: 

The principalship traditionally has carried with 
it certain administrative authority. This adminis
trative authority was deemed necessary for the prin
cipal to function effectively as the head of a school. 
The difficulty has been, however, that little con
sensus has prevailed as to just what his 'authority' 
includes. School systems vary widely in the manner 
in which they define the duties, responsibilities, 
and limitations on the powers of the principal. 
Job descriptions may exist but they are difficult 
to keep current and fully operative. 

Individual principals frequently form their own 
perceptions of their jobs, establish their own lead
ership style, and set personal priorities. Many 
school systems not only grant latitude for this in
dependent action but actually encourage it. It is 
difficult, therefore, to specify with certainty the 
precise prerogatives that principals should have. 
Generally speaking, however, principals have been 
given the power to make the following decisions: 

Assign teachers who are placed in their building. 
Prepare—within the usual constraints—the 

teaching schedule. 
Make committee assignments. 
Determine daily operational policies and pro

cedures. 
Administer control and discipline over pupils, 

especially those with whom teachers are having 
difficulty. 

Allocate supplies and materials. 
Indicate extracurricular duties, 
Foster ongoing programs to strengthen school-

community relations. 
Hold faculty and committee meetings. 
There is no doubt that many principals have con

sulted teachers on these and many other operations of 
schools. Yet, in the final analysis, the principal 
has been charged with the responsibility for making 
the final decisions and is accountable for them. 

Teachers have a deep interest in how decisions 
are made in these areas, because they will be directly 
affected by them. The conditions under which thoy 
are obliged to perform their duties will be governed 
by these determinations. It is not surprising, then, 
that they are asking for a larger share in decision 



making and are seeking to use negotiation as the 
means for obtaining this involvement. 

As teachers make gains at the negotiation table, 
principals find that they are obliged to alter their 
patterns of decision making and to accommodate them
selves accordingly. This is forcing a re-evaluation 
of administrative powers and managerial rights. 
Some hard thinking is called for in re-examining the 
principal's rights and responsibilities. The degree 
to which these rights and responsibilities should be 
shared with teachers and the point at which negoti
ation forces surrender rather than promotes sharing 
must be determined. Failure of superintendents and 
boards of education to think through these issues 
may very well accelerate erosion in the principal's 
right to administer and manage his school. (29:21-22) 

It appears that the increasing rise of profes

sional negotiations agieements throughout the United States 

is threatening the principal's traditional role in the 

leadership process. This suggests that the role of the 

principal with respect to professional negotiations is 

in a state of transition and, as yet, is not precisely 

defined. 

Epstein points out that it is a common practice 

for ".., principals not to participate or even be con

sulted during the process. In most cases, principals 

learn what has happened only after the agreement has 

been reached and publicly announced." (l2:5) While 

this study did not concern itself with the involvement 

of the principal in the making of negotiation agreements, 

there can be no argument that what agreement is adopted 

does affect the principal as well as the teacher. 
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Wildman points out some things that are involved 

in negotiation: 

The essence of bargaining is compromise and 
concession-making on matters over which there is 
conflict between the parties involved in bargaining. 
The avowed theoretical purpose and practical effect 
of collective bargaining is to grant employee organ
izations an increased measure of control over the 
decision-making process of management. (39:245) 

Langer shows us another view of the dilemma that 

faces the principal: 

Now he is placed in the position of having to 
enforce contract provisions while attempting to 
evoke enthusiasm for free and creative teaching. 
And at the same time, many of the practices which 
some administrators followed, usually those which 
demand extra teacher time— committee meetings 
after school, workshops, P.T.A. attendance, lesson 
plans, individual conferences regarding infractions, 
long teacher meetings— many of these will be limited 
by contract provisions, (22:l6l) 

The concern of so many people involved in educa

tion of what is happening to the role of the principal 

tends to substantiate the need for the study to analyze 

what is actually happening to the role of the elementary 

principal in his leadership functions. 

Scope and Limitations of the Study 

The purpose of this study was to determine the 

effect professional negotiations has had on the leadership 

role of the elementary school principal in selected 

schools in Texas, The actual processes of adopting a 

professional negotiations agreement were not studied. 

While these processes would of necessity affect the 
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leadership role of the principal, they were considered 

to be worthy of complete studies in their own rights. 

The study was restricted to elementary principals 

In seven school districts in Texas. Nine school districts 

were identified by Greer (l6) in a study in 1968 at the 

University of Texas, as being among the first schools 

in Texas that adopted a professional negotiations agree

ment. Seven of these nine schools agreed to participate 

in this study. It was assumed that schools that had 

operated for at least two years under an adopted profes

sional agreement and that had also negotiated under this 

agreement would have afforded the principal the oppor

tunity to determine more clearly the effects the agree

ment has had on the leadership function of the elementary 

principal, 



CHAPTER II 

SURVEY OF LITERATURE 

A special feature article in the NEA journal. 

Today's Education for February, 1970, reiterates the 

NEA's Continuing Resolution 33 (Professional Negotiation 

and Grievance Procedures), which states: 

The National Education Association believes that 
local associations and school boards must negotiate 
written master contracts. Such contracts shall 
result from negotiation in good faith between asso
ciations and school boards, through representatives 
of their choosing, to establish, maintain, protect, 
and improve terms and conditions for professional 
service and other matters of mutual concern, includ
ing a provision for financial responsibility. 

The Association encourages local affiliates to 
see that teachers are guaranteed a voice in the 
establishment of instructional policies. Procedures 
for the resolution of impasse must be included. 
Grievance procedures shall be provided in the master 
contract with definite steps to appeal the appli
cation or interpretation of school board policies 
and agreements. Binding arbitration shall be a part 
of the grievance procedure. 

Those representing local affiliates in the nego
tiation process shall be granted released time with
out loss of pay. 

Faculty and building level administrators, in 
order to preserve professional relationships within 
school staffs, should not be negotiators for school 
boards. The Association recommends establishment 
of personnel offices at the central administrative 
levels to represent school boards in negotiation. 

The Association urges the extension of the rights 
of professional negotiation to the faculties of 
Institutions of higher education. 

The Association urges its members and affiliates 
to seek state legislation that clearly and firmly man
dates the adoption- of professional negotiation agree
ments. 

The Board of Directors shall establish a Profess
ional Negotiation Committee immediately to facilitate 
the achievement of professional negotiation agreements 
and to maintain an efficient communication system on 
professional negotiation between the Association and 
its affiliates. 
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The rights and privileges of all teachers should 
always be respected regardless of what organization 
has sole negotiation rights. (35:33) 

The traditional leadership role of the principal 

is undergoing a drastic evolutionary change as teachers 

become more involved in making policies and decisions that 

concern curriculum, budgeting for instructional supplies 

and services, teaching methodology, in-service education, 

teacher transfer, teacher evaluation, class size, student 

discipline, and all facets that affect their employment 

conditions, welfare and morale. Through professional 

negotiation agreements, which are increasing rapidly 

throughout the United States, the principal seems to be 

in the process of being by-passed in his administrative 

and educational leadership functions as the school board 

and superintendent negotiate directly with the teachers 

representatives. 

A number of writers in the field of education 

have devoted themselves to discussing the role of the 

principal in negotiation procedures leading to the orig

inal contract. Wildman asserts that the initial practical 

impact of a negotiated agreement in a school system 

falls most heavily on the school principal. He continues: 

"If representatives of this group have not had a voice in 

the drafting and bargaining of the contract, resentment 

and dissatisfaction often follow." (40:32) In this con

text, Carr points out that the principal cannot afford to 
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be left out of the negotiation process if he values 

his professional freedom. He states: "Above all, prin

cipals must not be spectators when decisions are made 

about the course of education in their communities." 

(7:53) 

An article in the Educators Negotiation Service 

points up several other key questions relative to the 

principal's role in professional negotiations. These 

questions include: 

Should such "middle management" personnel be in 
the same negotiating unit with classroom teachers? 

Should principals be on the administration 
negotiation team? 

Where principals and chairmen are excluded from 
the basic teacher unit, as in Massachusetts, Michigan, 
Rhode Island, and Wisconsin, should a separate nego
tiating unit be established for them? (10:5) 

In response to the first question posed above of 

whether or not the principal should be in the same nego

tiating unit with classroom teachers, Stinnett contends 

that since most negotiable items pertain to all profes

sional personnel, there is no inherent conflict of interest 

in all-inclusive organizations. He further states that 

the composition of the negotiation unit (that is, inclu

sion or non-inclusion of administrative- supervisory 

personnel) presents no obstacle to effective negotiations 

that cannot be surmounted by carefully drawn procedural 

safeguards and a modicum of common sense displayed by all 

parties, Stinnett concludes, however, that future devel-
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opments may well tend toward: 

(l) exclusion of the superintendent from the 
negotiating unit, and (2) the creation of exclusively 
classroom teacher associations or the creation of 
such units as specialized departments of the all-
inclusive local associations, thus assuring unin
hibited discussion and action on problems of class
room teachers. (33:l63) 

Becker (5:10) points out that each group of 

administrators which is numerous enough to constitute 

a group is likely to have a separate committee to present 

its request to the board of education. Epstein (13:66-

67) states that principals and administrators will find 

a more effective procedure to provide for their own 

welfare in their respective school districts if they 

speak on their own behalf rather than relying for repre

sentation on organizations which concentrate primarily 

on solving the problems of primary concern to teachers, 

Cronin (8:125) cites the indispensible exper

tise of the superintendent as a primary factor in pro

fessional negotiations. The principal provides a vital 

part of that expertise. Principals know the variations 

between schools and the differences between the problems 

teachers encounter and the problems teachers create. 

That knowledge must be shared with the school board and 

other administrators. Only in bargaining for their own 

salaries and related conditions of employment should a 

principal withdraw from the administration negotiating 

team. 
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Edwards and Burnett (ll) discuss the problems 

that increased negotiations in education has produced. 

One of those problems is that of defining the principal's 

role in negotiations. It was pointed out that in most 

instances the role of the principal has not been defined 

and Edwards and Burnett concluded that: "Perhaps even more 

basic to solving the dilemma is the question ot who is 

to determine the principal's role. If this decision is 

to be made by educators, they will have to act now he-

cause some state legislatures are alreadv defining his 

role for him. In Rhode Island, for example, principals 

are specifically excluded from the negotiation procesSo" 

(11:311) 

There is a large gap between the theory of what 

the role of the principal should be and what it actually 

is in practice. Although it is generally agreed that 

the primary role of the principal is that of an instruc

tional leader, in practice, most of his time is spent 

on other administrative duties, Edwards and Burnett 

continue: 

This difference between theory and practice is 
the primary reason the principal's role in negotiation 
remains unsettled. Teachers identify him as being 
closely associated with the central office because 
so much of his time is spent in meeting with other 
supervisory personnel or in carrying out secondary 
administrative tasks that little time is left for 
communication with teachers. Because of the way 
teachers view the principal's role they are inclined 
to exclude him from their organizations. This 
arrangement effectively removes the principal from 
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his logical role in negotiations. In terms of 
instructional leadership, it also broadens the al
ready existing gap between the ideal role of the 
principal and that which he is forced to occupy. 

Many boards of education are also dictating an 
inappropriate role for the principal in negotiations. 
He is forced to accept a role which supports board 
action rather than one which champions sound educa
tional policy. 

Because of the importance of the principal's 
role as the instructional leader in the school, we 
believe that a professional determination should be 
made which would cast the principal into his appro
priate role rather than allow these pressures to 
alienate him from his staff and undermine his true 
function. Alienation of the principal by teachers 
reduces his effectiveness and thus jeopardizes the 
whole education enterprise. 

Because the underlying criterion for most educa
tional questions is the welfare of students, it is 
imperative that disruption of the process because of 
teacher-principal differences not be allowed to 
develop. The principal must therefore align him
self with teachers and represent their views as 
tempered with the best interests of students. The 
principal is in the best position to remind teachers 
of this fundamental criterion, but teachers must 
be accepting of the principal in his role before 
they are likely to take this or any other direction 
from him. (11:311-312) 

Edwards and Burnett conclude: 

The problem of the principal's role in negotiation 
is certainly a complex one, but the demand for de
fining it is imperative. He cannot be a third party 
and still represent the views that he has on education. 
He cannot function in his most important role as 
instructional leader and at the same time be alienated 
from his staff. Lastly he should not have his role 
in negotiation outlined by legislative dictum rather 
than through competent professional deliberation and 
action. Hopefully the profession will make timely 
decisions and initiate appropriate action in guiding 
the outcome of these decisions, (11:313) 

In looking at the role of the principal and deter

mining the role that the principal should play in nego

tiations and in grievances. Shannon points out some 
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interesting things in the Journal of Secondary Education, 

February, 1970, issue: 

In an interesting paper entitled "The Principal 
as Administrator" by Donald A. Erickson, six images 
which school principals have of themselves were de
scribed as follows: 

1. Housekeeper- the principal runs an orderly, 
attractive school plant. 

2. "Daddy"- the teacher's protector- the man 
stands between the teachers and the public and al
ways champions the teacher's cause. 

3. "Super Teacher"- the principal who is a pol
ished, accomplished teacher. 

4. Foreman- the principal is the supervisor of 
teacher, but had no controlling part in the formu
lation of the school district policies and is in no 
position to refuse to implement such policies. 

5. "Change Agent"- the principal who constantly 
is on the alert to adopt new, creative and innovative 
changes in his school. 

6. Systems Analyst- the principal who can accu
rately assess the performance of those who are em
ployed in his building and, because of his under
standing of how organizations work, is able to use 
this information plus other data to help him make 
sound administrative decisions. 

If we accept Erickson's categorization of the 
school principal, two things become clear: 

1. That the school principal's general manage
ment role primarily involves exerting strong lead
ership at the local level, and 

2. That the school principal's role is changing 
because of the upsurge in collective negotiations by 
school employee organizations and school boards. 

It is the second conclusion with which we are 
primarily concerned here; the first conclusion has 
been self-evident for hundreds of years! As the 
school employee associations obtain an increasingly 
greater voice in the determination of working con
ditions and, in the case of teacher organizations, 
the actual establishment of educational policy, the 
management role of the school principal cannot help 
but change. His function of "Daddy" and "Super 
Teacher" will virtually disappear as the school 
employee begins to look more towards his association 
or union for protection and more towards his peers 
for "professional growth" techniques. The principal's 
function as a "Change Agent" also will become some
what frustrating because of the relatively greater 
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number of restrictions placed upon his discretionary 
authority by negotiations agreements or the general 
negotiating power of school employees where no agree
ments exist, (31:51-52) 

Shannon maintains, additionally, that the prin

cipal cannot afford to be omitted from the negotiations. 

He is the one person who will be closer to the situation 

throughout. If there is a strike, the principal is the 

one who will have to be there in order to "smooth over" 

the welts and bumps everybody takes as a result of a 

strike and thus minimize the long-term disastrous effects 

a strike can have on the educational enterprise. Shannon 

concludes: 

In order to be in a position to perform this key 
function successfully, the principal must walk the 
edge of the cliff. That is, as part of the school 
district's "management team," the principal has a 
duty to support his superintendent and school board 
in collective negotiations prior to the strike. In 
fact, as we discussed earlier, he should be involved 
in the negotiations process as much as possible. 
However, this does not mean that the principal should 
express antagonistic views around his staff at school; 
he should leave the bargaining at the bargaining 
table and not extend it into the teacher's lounge. 
When the strike does occur, he should avoid making 
public pronouncements by referring the press and TV 
people to the central office. He should avoid need
less confrontation with school employee pickets. 
Essentially, he must always gauge his statements and 
his actions by the firm knowledge that soon the 
strike will be over and he will have to recreate 
from the chaos a sound teacher-parent-pupil relation
ship without which local public education would fail, 
(31:56) 

Decision making is an important component in the 

administrative leadership process, Griffith states: 

"Decision making is becoming generally recognized as the 
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heart of organization and the process of administration." 

(18:75) Simon points out that: "... a general theory of 

administration must include principles of organization 

that will insure effective action," (32:1) Simon and 

Griffith agree that effective decision making must in

clude those persons who will be affected by the decisions 

if it is to be made effective. 

Since the decision making process is important to 

the administrative leadership function, the school prin

cipal must be skillful in this practice as it plays an 

important role in his administrative relationships with 

teachers, parents, and pupils, Barnard points out: 

"The fine art of executive decision making consists in 

not deciding questions that are not pertinent, in not 

deciding prematurely, in not making decisions that cannot 

be made effective, and in not making decisions that others 

should make." (4:194) Decisions made that are unaccept

able to the staff places whatever functions the prin

cipal might have in jeopardy and, consequently, the 

ability to carry on an effective educational program in 

the school is hampered. 

The principal who involves his staff in decision 

making will undoubtedly have higher staff morale and 

better success in implementing decisions than the one 

who operates autocratically. The development of good 

morale calls for democracy in administration. 
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Greider elaborates the point as: 

The important aspect of democracy in management 
is the process of winning consent. It is perfectly 
true that one can get things done by a system of 
strict discipline and absolute orders, but experi
mentation has shown one can get a lot more done by 
enlisting the wholehearted participation of a working 
force and working toward a common end. 

One of the fundamental tenets of the democratic 
process as interpreted by scholars is that those who 
are affected by policies and decisions are entitled 
to participate in making them. (17:94) 

While there are some on any staff who would rather 

not be involved, the majority of staff members are de

manding a greater voice in the decision making process, 

"... not everyone wishes the responsibility for deciding 

issues related to group or organization welfare, even if 

he has the capacity for such action." (9:459) 

In making changes that create changes important 

to the educational process, the principal is in fact 

effecting a possible change in the organization. Griffith 

comments: "This type of decision calls for new policy, 

for a change in the thinking and activity of the members 

of the organization and often for a change in the organ

ization itself..." (l8:10l) Changes in policy, thinking, 

and activities by members of the organization usually re

sult in conflict. "Conflict is especially prevalent in 

decisions related to controversial issues, to proposed 

change, to personal satisfaction, and to the threat from 

changes within or outside the organization." (9:468) 
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The principal has been placed in the position 

to carry out the edicts and objectives of the superin

tendent and the school board, which also implies certain 

responsibilities and commensurate authority in implement

ing these edicts and objectives. Simon described au

thority as: 

,,.the power to make decisions which guide the 
actions of another. It is a relationship between 
two individuals, one 'superior,' the other 'sub
ordinate.' The superior frames and transmits deci
sions with the expectation that they will be accept
ed by the subordinate. The subordinate expects 
such decisions and his conduct is determined by 
them, (32:125) 

Barnard defines authority thus: 

The character of a communication (order) in a 
formal organization by virtue of which it is accepted 
by a contributor to or 'member' of the organization 
as governing or determining what he does or is not 
to do so far as the organization is concerned. (4:l63) 

Morphet, in writing about educational admin

istration, asserts: 

The trend in progressive school systems is to 
assign primary responsibility for the educational 
program in a school center to the principal and his 
staff. The principal and the staff are expected to 
develop and administer the educational program at 
the school center within the broad framework of 
policy established by the people through the legis
lature and their board of education. (25:283) 

Wildman and Perry contend that: 

For the most part it is the principal who loses 
freedom to exercise judgment in these areas. His 
discretion is curbed by the teacher group and the 
party responsibility for negotiations on the board 
side of a relationship, who jointly establish stand
ards for such administrative decisions. (40:250) 
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In a report made to the I966 annual meeting of 

the National Education Association, Epstein stated: 

...it has been realized that when principals are 
excluded (from professional negotiations) there 
may.emerge some compromise decisions which, while 
gratifying certain teachers and relieving school 
boards of threats of drastic teacher actions, are 
nevertheless unmanageable, impractical or actually 
harmful in the day to day operations of a school. 

,,.principals and other administrators have 
begun to feel themselves in the middle of a squeeze 
play in which the social needs and educational 
pressures of our time cause their responsibilities 
and duties to be on the constant increase while their 
power and authority to bring their responsibilities 
to successful fruition are either slowly or rapidly 
chopped away by the agreements and policies that 
result from board-teacher negotiations. (l2:55) 

Lieberman and Moskow contend: 

Some administrators have negotiated agreements 
which did not adequately reflect the needs and prob
lems of line personnel such as principals. Because 
the latter were not in the unit they were not consult
ed during negotiations. Major oversights like these 
are damaging to the administration personally as 
well as to the school system, (23:355) 

Unruh stressed the confusion and apparent omis

sion of the principal from the professional negotiations 

procedures by stating: 

,,,one of the vulnerable professional positions 
in this conflict is the school principal. With whom 
are his loyalties— the teachers or the top admin
istrators? Does he perceive himself as a teacher or 
as an administrator? How do his teachers perceive 
his role? At the moment, however, it appears that 
the superintendency may be a more critical position 
than the principalship, as the ground swell of pro
test develops. (37:165) 

Greer, in a dissertation at the University of 

Texas in I968, did an analysis of the leadership roles 

in professional negotiations in selected schools. He 
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studied the leadership roles of the superintendent, the 

principals, and the school board. In this study, Greer 

used the personal interview technique with the following 

representatives from each of the nine participating 

schools: "two school board members, the superintendent, 

and/or some member of his staff who had been closely 

associated with the negotiations, one principal, and a 

representative of the teacher negotiation team," (l6:3l) 

Greer's study supported the professional writing 

in the field of education that the principal has been the 

omitted position in professional negotiations. He stated: 

The data showed several facts. First, the prin
cipal cannot expect equitable representation as a 
member of the teacher organization. The teachers 
interviewed believed their problems were distinct 
from those of the principal, and they indicated 
that the principal had no place in their organization. 
The principal, they said, is not a teacher—he is a 
part of the administrative structure of the school 
system, and as such, he is a representative of man
agement. Secondly, the procedures of the several 
systems indicated that the principal was not rep
resented on the administrative negotiating team. 
The superintendents and school boards have not in
sisted that the principals be represented on the 
administrative team, and teachers groups have demand
ed that they be left off the teacher negotiation 
team. As a result, principals are unrepresented. 
In order to gain representation, principals in sev
eral of the school systems in the study had organ
ized their own informal association to represent 
them in negotiations. This is one solution for the 
principals in large systems, however, in smaller 
systems there are not enough principals to warrant 
such action. It is significant that the impetus 
for this movement has come from the elementary 
principals. The secondary principals did not regard 
negotiations as a threat to their position, (l6:13l) 
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On the role of the superintendent, Greer expounds: 

When the respondents were asked to indicate 
whether their superintendents played a dual role in 
professional negotiations, whether they represented 
management, or whether they were nonparticipants, 73 
per cent indicated that the superintendent had play
ed a dual role. When they were asked to describe 
the role their superintendents had played in solving 
problems in negotiation, the answers varied consid
erably from the position indicated above. For exam
ple, 59 per cent of the school board members described 
their superintendents as playing a dual role when 
asked to react to the question regarding the three 
roles for the superintendent. When they described 
his role in problem solving, however, 71 per cent 
indicated that the superintendent represented the 
interests of the board of education. Nearly all 
respondents indicated that in a serious problem 
situation the superintendent would feel impelled 
to represent the board. (l6:134) 

On the role of the school board in professional 

negotiations, Greer's conclusion was: 

The most important role a school board has to play 
in the context of this study is to initiate the nego
tiations agreement. The school board members and ad
ministrators studied emphasized the psychological 
advantage derived by the board's precipating in the 
writing of an agreement. (16:137) 

McCumsey, in a dissertation at Colorado State 

College in I967, studied the effects professional nego

tiations have had on the decision making functions of 

the secondary principal. His conclusions were: 

1. There was no conclusive evidence based upon 
the findings of this study that professional negoti
ations had any significant effect on the decision 
making functions of the secondary school principal. 

2. As more districts become involved in profes
sional negotiations agreements staff involvement in 
the decision making function will increase conversely, 
exclusive principal decision making will decrease. 

3. Principals perceive themselves as more in
volved in decision making than do their teachers. 
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This is true whether or not the district is involv
ed in professional negotiations agreements. 

4, Principals and teachers in schools within 
districts involved in professional negotiations agree
ments tend to make more decisions exclusive of cen
tral office involvement than do teachers and prin
cipals in districts not involved in professional 
negotiations agreements, 

5. The findings of this study tend to refute 
statements by writers in the field of professional 
negotiations. For example, some writers state that 
when professional negotiations agreements do not 
adequately reflect the needs of line personnel the 
administration may be damaged. This study revealed 
that line personnel, principals, were not affected 
in the function of decision making as these deci
sions related to the internal management of the 
school, (24:98-99) 

Hooks, in a dissertation at the University of 

Michigan in 1969, studied the relationship between col

lective negotiations and the activities of the secondary 

school principal. This study was done by considering the 

time principals spent on twenty-three selected activities 

constituting the major functions of the secondary prin

cipal. Principals working under collective negotiations 

were compared to those not working under collective nego

tiations. Hooks concluded: 

There was found to be more areas of similarity 
than difference in the way the two grouns of second
ary principals currently spend their time. Most 
differences are due to collective negotiations ac
tivities and activities related to the negotiations 
process. Most secondary principals currently work
ing under a master contract devote approximately 
four hours to negotiations activities in a typical 
week. Thus, while collective negotiations activities 
account for most differences between the two groups 
of principals there was little evidence to show that 
it has made more than a minor alteration in the time 
allotted to the school related activities of the sec
ondary principal. Michigan principals expect most 
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activities to require a different amount of time 
five years from now than is currently used, with 
negotiations activities expected to require approx
imately twice the time they currently take, (19) 

King, in a dissertation at Indiana University 

in 1969, undertook to determine the effects of collective 

negotiations upon the role of selected elementary school 

principals in Ohio, He interviewed thirty principals 

who had operated for at least one year under a negotiation 

agreement. King reported: 

The principals reported that they had perceived 
no major effect upon any of their role functions. 
They reported the most effect in the areas of educa
tional leadership, personnel management, and profes
sional relations. They reported virtually no effect 
upon their plant management, child services, or 
school-community relations functions. 

Ninety per cent of the principals reported that 
they were represented in general negotiations by a 
fellow elementary principal who sat on the board 
team and represented their views and their interest. 
The same percentage were able to negotiate with their 
boards of education regarding the terms of their own 
employment through their own representatives. 

All of the principals cited new responsibilities 
or obligations they had incurred as a result of nego
tiations, but only five felt their performance had 
been hampered. 

Although the principals reacted positively to 
negotiations, attributing many benefits to the pro
cess, they also warned of abuses regarding the imple
mentation and interpretation of the agreements, (21) 

King, in stating his conclusions, continues: 

1, Principals who have worked under negotiated 
agreements are not alarmed over the effects of nego
tiations upon their role, 

2, Principals feel they have retained adequate 
authority to perform their role, although they must 
share some of their decision making, 

3, The delineation of the principal's authority 
compels him to function within the terms of the agree
ment and respect the teachers' rights as defined therein. 
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4. Principals find it necessary to utilize 
teacher committees. 

5. Principals find it necessary to be objective 
and democratic in their personnel relations. 

6. Negotiations can disrupt the cooperative 
relationship between teacher and principal. 

7. School-community relations can be rendered 
more difficult by a work stoppage or other board-
teacher conflict. 

8. Principals describe new responsibilities 
and obligations which they attribute to negotiations, 
but do not consider them as handicaps. 

9. Principals have suggestions for the improve
ment of their respective agreements. 

10. Principals cite many benefits which they 
attribute to negotiations, but recognize weaknesses 
in the process and a potential for harm to teachers, 
administrators, students, and the education profes
sion, if the process should be abused. 

11. Negotiations have had the effect of separa
ting teachers and principals to the extent that the 
participatory role of principals in most local educa
tion associations has been obsoleted. (21) 

Bramlett, in a dissertation at Western Michigan 

University in 1970, compared two groups of elementary 

principals, one operating under a State Teacher Negotiations 

law and the other operating without professional negoti

ations, to determine if there were differences in the role 

behavior that could be attributed to professional negoti

ations. Bramlett's conclusions were: 

The investigator concluded that the principal 
operating under the provisions of teacher negotiations 
might necessarily change his behavior in the repre
sentation of teacher groups. The increasing power 
of teacher organizations and the growth of teacher 
competence have led to more independence and initia
tive on the part of teachers. This change in teacher's 
role would indicate that principals must be more 
aware of leadership from the teaching ranks. The 
situation may call for principals who are capable of 
withstanding isolation from teachers in some instances 
without harboring resentment while working with 
teachers under more appropriate circumstances, (6) 
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Trost, in a dissertation at Indiana University 

in 1969, looked at the effects of negotiations upon the 

role of selected secondary principals. The study was 

conducted through the interviewing of twenty-one expe

rienced principals. The major findings of Trost's study 

were: 

1. Principals were cognizant of changes in their 
duties in the instructional program, but did not 
agree as to the direction or value of the change, 

2. Few principals considered a hindrance master 
agreement provisions which structured the assigning 
and scheduling of teachers, 

3. Principals were experiencing major diffi
culties in leadership of the extra-curricular program. 

4. Principals were still able to determine qual
ifications of, interview, select, and assign instruc
tional personnel. 

5. Principals perceived a loss of function in 
teacher in-service and orientation programs. 

6. Principals felt that negotiations had im
proved teacher evaluation but created unnecessary 
detail. 

7. The functions of the principal in community 
relations were largely untouched by negotiations. 

8. The facility management duties of principals 
were altered little except for directing the cus
todial force. 

9. The principals status had improved but this 
change was not reflected in the terms of his employ
ment. 

10. The principal's personal relationships had 
improved with his peers in management but had become 
formal and somewhat strained with teachers. 

11. Suburban principals felt the impact of nego
tiations more than rural or urban principals. 

12. The reaction of senior high principals to 
negotiations is stronger than that of junior high 
principals. (36) 

Trost states his conclusions: 

1. Negotiations have not diminished the respon
sibilities of the secondary school principal. He has, 
in fact, acquired broader responsibilities in the 
district as a whole. 
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2, Negotiations have brought an end to the 
absolute authority of principals, where such authority 
existed, 

3, Principals have moved toward a closer re
lationship with their fellow principals, the sup
erintendent, and the school board, 

4, The position of department chairman appears 
to be emerging as a power force to fill the gap, 
created by negotiation, between the principal and 
the teaching staff, 

5, Principals feel that they should become active 
in designing staff positions in their school, 

6, The manner in which a principal participates 
in negotiations is less important than the effective
ness of his participation, 

7, Principals are somewhat embarrassed by salary 
gains they have made solely on the efforts of the 
teachers, 

8, Negotiations are not threatening the life of 
the school and the existence of the principalship. 
The principalship has been altered, but largely in 
the direction of leadership and professionalism and 
away from routine managerial chores and paternalistic 
attitudes, (36) 

Bailey, in a dissertation at State University of 

New York at Buffalo in 1968, investigated the secondary 

principal's role in collective negotiations. The intent 

of the study was: "...to analyze the increased constraints 

that the secondary principal faces when executing the tasks 

that are his sole or shared responsibility in urban 

school systems with and without formal systems of collec

tive negotiations. More particularly, it attempted to 

determine the constraints that may be associated with a 

formal system of collective negotiations that decrease 

the principal's bargaining range and to ascertain how 

he copes with these constraints." (3) 
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In Bailey's study, twelve principals were studied 

through the use of the personal interview technique. 

Six of the principals were from schools that had formal 

collective negotiations and six were from schools with

out formal negotiations. 

The findings of Bailey's study were: 

1, The principals in the school districts with 
formal negotiations perceived a greater number of in
creased constraints over the past five years than 
did principals of school districts without formal 
negotiations, 

2, The largest percentage of increased constraints 
perceived by the principals of the school districts 
with formal collective negotiations over the past five 
years centered around the tasks associated with the 
obtaining and developing of personnel. The smallest 
percentage of perceived increased constraints for 
these principals centered around the tasks associated 
with the providing and maintaining of adequate funds 
and facilities, 

3, The largest percentage of increased constraints 
perceived by the principals of the school districts 
without formal collective negotiations over the past 
five years centered around the tasks associated with 
the providing and maintaining of adequate funds and 
facilities. The smallest percentage of perceived 
increased constraints for these principals centered 
around the tasks associated with the obtaining and 
developing of personnel, 

4, The principals in the school district with 
formal collective negotiations where the local teach
er's association is affiliated with the AFT tended 
to attribute the perceived increased constraints 
primarily to the teacher's association and collec
tive negotiations, 

5, The principals in the school district with 
formal collective negotiations where the local teach
er's association is affiliated with NYSTA tended to 
attribute the perceived increased constraints pri
marily to an increase in student enrollment without 
the addition of administrative personnel, 

6, The principals in the school districts with
out formal collective negotiations tended to attrib
ute the increased perceived constraints primarily to 
curriculum changes, parental attitudes, and parent-
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school communication, 
7. The data obtained from the impartial observ

er's visitations were generally consistent with the 
perceived constraints indicated by the principals, 

8, The principals in the four school districts 
tended to use similar methods when encountering the 
perceived and observed constraints associated with 
the carrying out of their tasks, (3) 

Bailey stated his conclusions as: 

1. Some of the increased constraints over the 
past five years faced by urban secondary principals 
when carrying out their tasks were relative to the 
existence of formal collective negotiations. 

2. The building principal should become know
ledgeable concerning, and seek to become actively 
Involved in, collective negotiations during the 
formulation of the collective agreement, during the 
Implementation of the agreement and during the griev
ance process. 

3. Principals should be careful not to allow 
collective negotiations to become a scapegoat for 
all of his perceived constraints. (3) 

Summary 

An examination of literature Including books, 

professional Journals, and research papers revealed 

that most of the literature on professional negotiations 

had been written since the early i960's. This was ex

pected since professional negotiations in the public 

schools of the United States is a relatively new phenom

enon. 

The responsibilities of teachers, school boards, 

and superintendents during the process of making a nego

tiations agreement as well as during the negotiations 

themselves have been treated extensively in the litera

ture. There has been, until recently, a dearth of lit-
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erature on the role of the principal in negotiations. 

In many cases, the principal has not been involved in 

professional negotiations, which probably accounts for 

the partial omission in the literature. 

One of the reasons for the omission of the prin

cipal in professional negotiations can be accounted for 

by the controversy on the subject of what role the prin

cipal should play in the negotiation process. Part of 

this controversy was caused by the gap between the theory 

of what the role of the principal should be and what his 

role actually is in practice. Regardless of what role the 

principal has, the first consideration of any negotiations 

should be the improvement of the education process for 

the benefit of the children. General agreement was ex

pressed that the principal could not afford to allow him

self to be excluded from this important area that will 

continue to grow in importance in the field of education. 

There was general agreement among the authorities 

studied that all persons affected by a decision should be 

involved in the decision making process. 

Professional negotiations have effected changes 

in the role of the principal. Negotiations caused more 

sharing of decision making with other members of the 

staff, resulting in an increase in cooperative working 

relationships. In situations where these changes have 

occurred, the principals believed that conditions had 
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been improved rather than hindered. 

Professional negotiations were reported as being 

time consuming and the prediction was made that more time 

would be necessary in the future as negotiations pro

gressed. The principals indicated that caution should be 

exercised during negotiations and that the cooperative 

relationship between the teachers and the principal 

should not be disrupted. 

The literature indicated that the development of 

professional negotiations will cause principals to oper

ate more objectively and democratically and will perhaps 

require that they demonstrate a capability of withstand

ing isolation from teachers in some instances without 

harboring resentment. Some of the principals indicated 

that agreements that structured the assigning and sched

uling of teachers were detrimental while others did not 

see this as a threat to their operation. In some situa

tions, negotiations have had the effect of separating 

teachers and principals, especially in the professional 

organizations. The literature reported that the prin

cipals were not allowed to participate in the teachers 

organizations in many cases. The principals tended to 

develop closer relations with other principals and cen

tral office administrators and move further away from 

the teacher after professional negotiations agreements 

had been adopted. 



CHAPTER III 

METHODS AND PROCEDURES 

After considering the different methods of re

search available, it was decided that the descriptive 

survey best met the needs for this study. 

Good indicates that the purpose of a survey 

investigation may be: 

1, To secure evidence concerning an existing 
situation or current condition, 

2, To identify standards or norms with which 
to compare present conditions, in order to plan the 
next step, and 

3, To determine how to take the next step, 
(having determined where we are and where we wish 
to go), (15:244) 

Motily points out that: 

Educational surveys are particularly versatile 
and practical, especially for the administrator, in 
that they identify present conditions and point to 
present needs. They cannot make the decisions for 
the administrators, but they can provide him with 
information on which to base sound decisions. (27:233) 

The questionnaire was selected as the proper 

instrument to secure the data needed for the study. 

Warren defines the questionnaire as: 

A set of questions dealing with some topic or 
related group of topics, sent out or given to a se
lected group of Individuals for the purpose of gath
ering data on the subject-matter or problem under 
consideration. The results so obtained are treated 
statistically. (38:221) 

32 
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Construction of the Instrument 

The instrument used in this study was a four-

part checklist designed to collect data necessary to 

answer the questions proposed. Periodical literature, 

professional journals, and pertinent textbooks were exam

ined for usable items. It was decided that the ques

tionnaire used by the Research Committee of the Texas 

Elementary Principals and Supervisors Association direct

ed by Ainsworth was especially adaptable for the purpose 

of this study. Ainsworth reported that: 

The survey was designed to determine the fre
quency with which principals perform various duties 
and to obtain their assessment of the importance of 
these duties. 

The survey instrument consisted of 83 items, each 
describing a rather specific duty appropriate to the 
elementary school principalship. These items were 
developed by careful study of job descriptions and 
principal's handbooks from school districts through
out the state and by an analysis of relevant profes
sional literature. The 83 items were grouped into 
four broad categories: (l) Educational Programs; (2) 
Personnel Administration; (3) Management; and (4) 
Community Relations,,. (2:32) 

Some items in the questionnaire used by Ainsworth 

were determined to be partly repetitious and were deleted. 

Other items were very similar and were combined in order 

to avoid duplication and make the questionnaire more man

ageable. 

The elementary principals of a medium-sized 

school system in the proximity of Texas Tech University 

served as a panel of jurors and offered advice to aid 
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in the revising of the instrument. Through their ad

vice the instrument was made more concise and communi

cation was improved. 

The revised questionnaire contained 67 items 

which were divided into four broad areas or categories: 

1. Educational Program. 
2. Personnel Administration, 
3. Management, 
4. Community Relations. 

Each participant was asked to check one block 

of a possible four to Indicate his position on the item 

since professional negotiations had been adopted in the 

school involved. The four positions were: 

Column 1, Principal's leadership responsibility 
has decreased since the adoption of a professional 
negotiations agreement. 

Column 2, Principal's leadership responsibility 
has increased since the adoption of a professional 
negotiations agreement. 

Column 3. Principal shares leadership responsi
bility more with others since the adoption of a pro
fessional negotiations agreement. 

Column 4, Principal's leadership responsibility 
has remained the same as before the adoption of a 
professional negotiations agreement. 

A copy of the instrument is presented in Appendix 

B, 

Selection of Participants 

The study was restricted to elementary principals 

in seven school districts in Texas, Nine school districts 

were identified by Greer in a study, in I968, from the 
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University of Texas: 

At the time this study was initiated, only a few 
schools in Texas were operating under any form of a 
negotiations agreement. Therefore, it was decided to 
include in the study all schools which met the fol
lowing requirements: 

(1) The school must have a negotiations agree
ment in effect and, 

(2) They must have conducted negotiations with 
their teachers under the terms of the agreement. 

The researcher contacted the research department 
of the Texas State Teachers Association, the Texas 
Classroom Teachers Association, and the Texas Educa
tion Agency soliciting their assistance in compiling 
as complete a list as possible of schools having 
negotiations agreements. The list thus compiled 
consisted of twenty-one schools. Letters were sent 
to the superintendents of these schools asking if 
they had a negotiations agreement and whether or 
not they had negotiated with teachers under the 
terms of their agreements. Responses were received 
from each of the superintendents and eleven of these 
indicated that they had some form of agreement and 
had negotiated under its terms. These eleven super
intendents were contacted again requesting their 
assistance in conducting the research. Enclosed in 
this letter was a statement of the purpose of the 
study, and a description of the plan of the study. 

Nine of the eleven superintendents agreed to par
ticipate in the study. One school declined to par
ticipate on the grounds that there had been very 
little negotiations activity within his school system, 
and his board felt they could not participate in a 
positive manner. One other administrator declined to 
participate. (l6:20-2l) 

The superintendents of the nine school systems 

involved in Greer's study were contacted by letter to 

enlist their assistance by their granting permission 

for their elementary principals to be invited to partici

pate in the study. Seven of the nine superintendents 

contacted replied affirmatively, A copy of the plan of 

the study and questionnaire had been included with the 



36 

request for their participation. 

TABLE I 

SIZE OF SCHOOL SYSTEM AND NUMBER OF ELEMENTARY PRINCIPALS 

IN PARTICIPATING SCHOOLS ALONG WITH NUMBER OF 

PRINCIPALS PARTICIPATING IN STUDY 

School Size (ADA) No. of Elem. No. Prin. Par-
Prin. in System ticipating 

A 

B 

C 

D 

E 

F 

G 

TOTAL 

6,626 

3 081 

13,390 

3,124 

56,215 

70,040 

75 379 

227.855 

12 

3 

15 

5 

50 

70 

77 

232 

9 

3 

13 

4 

35 

37 

40 

141 

Table I lists the schools which participated in 

the study with the size of enrollment of the school and 

the number of elementary principals in the system and 

included the number of principals which participated in 

the study. 

Invitations to participate, including plans for 

the conduct of the study and a questionnaire instrument, 

were sent to 232 principals. On the first request, 114 

questionnaires were returned, A reminder was sent to the 

principals who had not responded. This produced another 
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27 questionnaires, bringing the total to 141. The final 

analysis was based upon these 141 returns, or 60 per 

cent of the total sampling. 

Statistical Procedures 

Data obtained through the questionnaire were 

placed on cards for computer tabulation. Tabulation of 

frequencies of responses for each item along with per

centages and the chi-square test were computed. 

Responses were then evaluated and analyzed by 

examining each column within the separate categories 

with the use of percentages as well as frequency of 

responses. 

The chi-square test was used to test for sig

nificant differences between the observed frequencies 

and the equal expected frequencies, Garrett indicated 

that: "The chi-square test represents a useful method 

of comparing experimentally obtained results with those 

to be expected theoretically on some hypothesis," (14:253) 



CHAPTER IV 

PRESENTATION, INTERPRETATION, AND ANALYSIS OF DATA 

The instrument contained sixty-seven items which 

were grouped into four broad categories: (l) "Educational 

Program," with nineteen items, (2) "Personnel Administra

tion," with fourteen items, (3) "Management," with nine

teen items, and (4) "Community Relations," with fifteen 

items. 

Participants were asked to check one column from 

a possible four on each item to indicate their obser

vation of change or lack of change since the adoption 

of a professional negotiations agreement. 

The four columns were headed by the following 

statements: 

Column 1, Principal's leadership responsibility 
has decreased since the adoption of a professional 
negotiations agreement. 

Column 2, Principal's leadership responsibility 
has increased since the adoption of a professional 
negotiations agreement. 

Column 3. Principal shares leadership responsi
bility more with others since the adoption of a pro
fessional negotiations agreement. 

Column 4, Principal's leadership responsibility 
has remained the same as before the adoption of a pro
fessional negotiations agreement. 

Space was left at the end of each broad category, 

or area, for respondents to list any new leadership re-

38 
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sponsibilities that the adoption of a professional nego

tiations agreement had brought forth. 

An analysis by inspection was done on each col

umn for separate categories with the use of percentages 

as well as frequencies of response to determine the ef

fects that professional negotiations have had on the lead

ership role of the elementary principal. 

In the analysis, those items which showed a low 

frequency of response were pointed out as well as those 

with a high frequency. An overall analysis of the col

umns showed certain patterns which were then used to 

analyze each category. 

In Column 1. most of the items were checked 

with less than 5 per cent of the total responses. At

tention was directed to items having more than 5 per 

cent and to items receiving less than 2 per cent of the 

total responses. 

In Column 2, the majority of items were checked 

in the 20 to 35 pê ^ cent range. Attention was called to 

those items which were checked by less than 20 per cent 

of the respondents as well as those checked by more 

than 35 per cent. 

Column 3 had more items checked in the 10 to 

20 per cent range. Those items checked below the 10 

per cent level and those above the 20 per cent level 

were given special attention. 
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Observation of Column 4 revealed that most of 

the items were checked in a range between 45 and 65 per 

cent. Those items which were checked below the 45 per 

cent level and those above the 65 per cent level were 

pointed out. 

Some of the respondents failed to check any of 

the four columns on certain items with explanations 

such as "does not apply." This accounts for the differ

ence in number of total responses on items. 

Some of the respondents indicated that their 

leadership role had changed but as a result of circum

stances other than the professional negotiations agree

ment. 

One principal stated: "We do not have profes

sional negotiations as such. Communication between the 

administrator and the C,T,A, organization goes through 

an Advisory Council, It is comprised of classroom 

teachers," 
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TABLE II 

PRESENTATION OF QUESTIONS, FREQUENCIES, AND PEHCENTAGES 

OF RESPONSES OF THE CATEGORY OF EDUCATIONAL PROGRAM 

Column: 1-decreased; 2-increased; 3-shared more; 4-same; 
5-total. 
(N)-frequency of response', (P)-percentages of total in item. 

Item No. Question 

1. Develop a continuous 
and coordinated program 
of professional experi
ences through in-service 
training and/or by pro
viding group studies. 

2. Direct, stimulate, 
and motivate teachers to 
maximum teaching per
formance . 

3, Actively engage in 
continuous curriculum de
velopment. This involves 
planning and adapting 
curriculum to the needs 
of the children. 

4. Give leadership in 
implementation of guid
ance and testing program 
of the school. 

5. Involvement in pro
motion, retention, or 
placement of students. 

6. Continually survey 
needs of weaker areas and 
provide opportunities foi 
improvement. This in
volves diagnosis and 

(N; 

(P] 

(N; 

( p > 

(N] 

(p] 

(N; 

(P; 

(N; 

(P; 

(NJ 

(P) 

) 1 

) 7 

1 5. 

) 5 

) 3. 

) 6 

) 4. 

) 6 

) 4. 

1 1 

1 0. 

I 4 

1 o 

0 

6 

3 

3 

7 

8 

'> 

54 

38. 

59 

42. 

45 

31. 

33 

23. 

29 

20. 

51 

36. 

Columns 

6 

1 

9 

4 

6 

3 

43 

30. 

32 

22. 

45 

31. 

47 

33, 

38 

26. 

34 

24. 

7 

9 

9 

3 

9 

1 

4 

36 

25. 

44 

31. 

45 

31. 

55 

39. 

73 

51. 

52 

36 

7 

4 

9 

0 

.8 

.9 

5 

14 

140 

141 

141 

141 

141 

analysis of the infor
mation as well as recom
mending action in in
dividual cases. 
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Item No, Question 

7. Serve as a resource 
person to the staff; 
identification, evalua
tion, and securing mate
rials for instruction. 

8. Work with staff in 
formulation of plans 
for evaluating and re
porting pupil progress. 

9. Direct selection 
of library books. 

10. Assist teachers in 
adapting instructional 
program to individual 
students. 

11. Plan goals and 
objectives with staff in 
accordance with school 
policy and procedure. 

12. Utilize effectively 
all available consul
tative and supervisory 
services in maintaining 
an adequate instructional 
program. 

13. Provide general 
supervision of all areas 
in the school. 

14, Create an atmosphere 
of friendly cooperation 
and understanding among 
staff members. 

15. Actively serve in 
state and local pro
fessional organizations. 

(N] 

(P] 

(N) 

(P] 

(NI 
(p; 

(N; 

(P; 

(N, 

(P; 

(N. 

(P> 

(N; 

(P-

(N. 

(P 

(N 

(P 

1 

1 5 

> 3. 

2 

\ 1 . 

) IC 
) 7 . 

) 2 

1 1. 

1 8 

1 5. 

) 5 

) 3. 

) 4 

) 2. 

) 5 

) 3. 

) 9 

) 6. 

6 

4 

\ 

1 

4 

8 

6 

8 

6 

4 

Col 
2 

55 

39. 

37 

26. 

15 
10. 

33 

23. 

42 

30. 

56 

39. 

60 

42. 

46 

32 

34 

24 

umns 

6 

4 

6 

6 

4 

7 

.6 

.6 

.1 

3 

22 

15. 

44 

31. 

52 
36. 

52 

37. 

39 

28. 

27 

19. 

20 

14. 

23 

16 

12 

8 . : 

8 

4 

9 

1 

3 

.1 

.2 

.3 

5 

4 

57 

41. 

57 

40. 

64 
45. 

53 

37. 

49 

35. 

53 

37. 

57 

40. 

67 

47 

86 

61 

0 

7 

4 

9 

5 

6 

.4 

.5 

.0 

139 

140 

141 

140 

138 

141 

141 

141 

141 
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TABLE II—Continued 

Item No. Questions 

16, Conduct case con
ferences with pupils. 

17. Lead in referral 
of pupils to other 
agencies. 

18, Keep the board and 
the public informed 
through the superin
tendent of the total 
program in your school. 

19. Visit classrooms 
often for observation. 

TOTAL 

( ) 

(N) 

(P) 

(N) 

(P) 

(N) 

(P) 

(N) 

(P) 

(N) 

(P) 

1 

0 

0 

3 
2.1 

4 

2.9 

9 
6,4 

95 

3.6 

Columns 
2 

38 

27.0 

41 

28.3 

49 

35.0 

47 

33.3 

824 

30.9 

3 

37 
26,2 

34 

24,3 

17 

12.1 

2 

1.4 

620 

23.2 

4 

66 

46,8 

62 

44,3 

70 

50.0 

83 

58,9 

1129 

42.3 

5 

141 

140 

140 

141 

2668 

Educational Program 

Table II presented items, frequencies, and per

centages of responses of the category of "Educational 

Program," This category contained 19 items dealing with 

the leadership role of the principal in the curriculum 

area. 

The statement for Column 1 was: "Principal's 

leadership responsibility has decreased since the adoption 

of a professional negotiations agreement." Ninety-five 

responses, or only 3.6 per cent, were given to indicate 

any decrease in the leadership responsibility. Of these 

19 items, only 5 were checked by as many as 5 per cent of 
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the respondents (items: 1, 9, 11, 15, and 19), Four 

items were checked by less than 2 per cent of the respond

ents (items: 5, 8, 10, and I6). This indicated there was 

very little decrease in responsibility for leadership 

in the category of "Educational Program." 

The statement for Column 2 was "Principal's 

leadership responsibility has increased since the adoption 

of a professional negotiations agreement." Eight hundred 

and twenty-four responses, or 30,9 per cent, were checked 

in this column to indicate an increase in responsibility 

for leadership. Only one item in this category showed 

less than 20 per cent (item 9) with seven items being 

checked by more than 35 per cent of the respondents (items: 

1, 2, 6, 7, 12, 13, and 18). This was indicative of a 

considerable increase in the responsibility for leadership 

for the elementary principal in the category of "Educa

tional Program." 

The statement for Column 3 was: "Principal shares 

leadership responsibility more with others since the 

adoption of a professional negotiations agreement." Six 

hundred and twenty responses, or 23.2 per cent, were 

checked in this column to indicate more shared respon

sibility for leadership for the principal. Two items 

were checked by less than 10 per cent (items: 15 and 19) 

while 12 were checked by more than 20 per cent (items: 1, 

2, 3, 4, 5, 6, 8, 9, 10, 11, 16, and 17). This indicated 
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that the responsibility for leadership was being shared 

considerably more with others by the elementary principal 

in the category of "Educational Program," since the 

adoption of a professional negotiations agreement. 

The statement for Column 4 was: "Principal's 

leadership responsibility has remained the same as before 

the adoption of a professional negotiations agreement," 

One thousand, one hundred and twenty-nine, or 42.3 per 

cent, of the respondents checked this column to indicate 

that the leadership role of the principal had not changed 

as an effect of professional negotiations. Twelve items 

were checked below the 45 per cent level (items: 1, 2, 3, 

4, 6, 7, 8, 10, 11, 12, 13, and 14) and no items were 

checked by more than 65 per cent of the respondents in 

this category. While there were several that indicated 

that there was no change in the leadership role, there 

was a considerable number that indicated that the role of 

the principal had definitely changed since the adoption 

of a professional negotiations agreement in the category 

of "Educational Program." 
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TABLE III 

PRESENTATION OF QUESTIONS, FREQUENCIES, AND PERCENTAGES 

OF RESPONSES OF THE CATEGORY OF 

PERSONNEL ADMINISTRATION 

Column: 1-decreased; 2-increased; 3-shared more; 4-same; 
5-total. 
(N)-frequency of response; (P)-percentages of total in item, 

Item No, Questions 

20, Assign specific 
duties and communicate 
responsibilities and 
authority to all person
nel assigned to the 
school unit. 

21, Administer sound 
evaluative techniques 

22, Work in induction 
and orientation of new 
personnel. 

23. Select, assign, and 
evaluate substitute 
teachers. 

24, Recognize teacher 
achievement and encour
age leaders to partici
pate in school planning. 

25. Maintain adequate 
personnel records. 

26. Conduct faculty 
meetings. 

27, Cooperate closely 

(N, 

(Pl 

(N] 

(P/ 
(N; 

(p> 

(N; 

(p> 

(N] 

(p> 

(N; 

( P / 

(N; 

( P / 
(N; 

1 1 

) 4 

1 2.8 

) 4 

) 2.8 

) 8 

) 5.7 

) 10 

1 7.2 

) 1 

1 0,7 

1 2 

1 1.4 

1 3 

) 2,1 

1 4 

Columns 
2 

44 

31.2 

41 

29.1 

40 

28.4 

20 

14.4 

62 

44.0 

41 

29.3 

36 

25.5 

51 

3 

32 

22.7 

27 

19.1 

32 

22.7 

12 

8.6 

29 

20.6 

13 

9.3 

18 

12.8 

9 

4 

61 

43. 

69 

48. 

61 

43. 

97 

69. 

49 

34. 

84 

60. 

84 

59. 

77 

3 

9 

3 

8 

7 

0 

.6 

5 

141 

141 

141 

139 

141 

140 

141 

141 
with supervisory and ad
ministrative personnel. (P) 2.8 36,2 6,4 54,6 
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Item No, Questions 

28. Make recommenda
tions as to the number 
and type of personnel 
needed to staff the 
school unit. 

29. Assist in selec
tion of personnel. 

30. Answer letters 
of recommendation. 

31. Establish a pro
fessional library and 
expedite its use. 

32, Coordinate activ
ities of departments, 
areas, and groups to 
promote efficiency. 

33, Guide and lead 
personnel in public 
relations activities. 

TOTAL 

( ) 

(N) 

(P) 

(N; 

(p; 
(N; 

(P: 
(N; 

(P: 

(N, 

(P. 

(N 

(p 

(N 

(p 

C( 
1 

> 9 

1 6.4 

1 32 

1 23.0 

1 2 

) 1.4 

) 6 

) 4,3 

) 1 

) 0,7 

) 1 

) 0.7 

) 87 

) 4.4 

3lumns 
2 

40 

28.6 

15 

10.8 

34 

24.3 

28 

20.0 

41 

29.3 

39 

27.7 

532 

27.1 

3 

13 

9.3 

22 

15.8 

6 

4.3 

21 

15.0 

38 

27.1 

31 

22.0 

303 

15.4 

4 

78 

55.7 

70 

50.4 

98 

70.0 

85 

60.7 

60 

42.9 

70 

49.6 

1043 

53.1 

5 

141 

139 

140 

140 

140 

141 

1965 

Personnel Admj.ni strati on 

Table III presented items, frequencies, and per

centages of responses of the category of "Personnel 

Administration," The category contained 14 items deal

ing with the leadership role of the elementary principal 

in personnel administration. 
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Column 1, which dealt with decrease in respon

sibility for leadership, had only 87 respondents, or 4.4 

per cent, that indicated any of the items had a decrease 

of responsibility for leadership for the elementary prin

cipal. Of these 14 items, only 4 were checked by as many 

as 5 per cent (items: 22, 23, 28, and 29) while 5 were 

checked by fewer than 2 per cent (items: 24, 25, 30, 32, 

and 33). This indicated a small decrease of responsi

bility for leadership for the elementary principal in 

the category of personnel administration. 

Column 2, which was concerned with increase in 

responsibility for leadership for the elementary princi

pal, had 532 responses, or 27.1 per cent, in this category. 

Three items were checked at the 20 per cent level or 

below (items: 23, 29, and 31), while 2 were checked by 

more than 35 per cent of the respondents (items: 24 and 

27). This indicated a considerable increase in respon

sibility for leadership for the elementary principal 

in the category of personnel administration. 

Column 3 was concerned with more sharing of 

responsibility for leadership and had 303 responses, 

or 15.4 per cent, checking to indicate that the elemen

tary principal shared his leadership responsibility more 

with others as an effect of professional negotiations. 

Of the 14 items in this category, 5 were checked by less 
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than 10 per cent of the respondents (items: 23, 25, 

27, 28, and 30) and 5 were checked by more than 20 per 

cent (items: 20, 22, 24, 32, and 33). This indicated 

that more sharing of responsibility for leadership for 

the elementary principal was definitely occurring as a 

result of professional negotiations. 

Column 4 was concerned with responsibility for 

leadership remaining the same, and had 1,043 responses, 

or 53.1 per cent, checked in this category. Of the 14 

items, 4 were checked by fewer than 45 per cent of the 

respondents (items: 20, 22, 24, and 32) and 2 were 

checked by more than 65 per cent (items: 23 and 30), 

This indicated that 46,9 per cent of the respondents 

felt that the leadership role of the elementary prin

cipal had definitely not remained the same as before 

the adoption of a professional negotiations agreement, 

TABLE IV 

PRESENTATION OF QUESTIONS, FREQUENCIES, AND PERCENTAGES 

OF RESPONSES OF THE CATEGORY OF MANAGEMENT 

Column: 1-decreased; 2-increased; 3-shared more; 4-same; 
5-total, 
(N)-frequency of response; (P)-percentage of total in item 

Item No, Questions Columns 
( ) 1 2 3" 

3^. Study the problem 
of the school unit as a (N) 3 47 30 71 141 
basis for improving the 
management of the school. (P) 2.1 33.1 14.2 50.3 
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Item No. Questions 

35. Serve as the custo
dian of all property 
assigned to the school 
unit and establish pro
cedures to protect the 
property from loss, mis
use, or damage other 
than ordinary use. 

36. Prepare the annual 
budget for the school 
unit and submit It to the 
superintendent for ap
proval . 

37. Formulate adminis
trative procedures ajid 
designate policies for 
the operation of the 
school unit as compat
ible with district policy. 

38. Maintain adequate 
school records which con
form to the school laws 
and local board of 
education policies. 

39. Control and oversee 
outside use of the 
building. 

40. Submit inventory and 
requisition for supplies, 
equipment, and repairs 
as needed. 

41. Distribute materials 
received. 

42. Serve as building 
book custodian. 

(N) 

(P) 

(N) 

(P) 

(N) 

(P) 

(N) 

(P) 

(N) 

(P) 

(N) 

(P) 

(N) 

(P) 

(N) 

(P) 

1 

3 

2. 

6 

4. 

8 

5. 

2 

1. 

4 

2. 

0 

0 

0 

0 

3 

2. 

.1 

3 

8 

4 

9 

Columns 
2 

36 

25.5 

32 

22.9 

37 

26.6 

39 

27.7 

24 

17.4 

40 

28.6 

31 

21.9 

13 

9.3 

3 

13 

9.2 

20 

14. 

18 

13. 

16 

11. 

14 

10. 

16 

11 , 

19 

!?• 
21 

lb. 

3 

0 

3 

1 

4 

5 

1 

4 

89 

63.1 

82 

58.6 

76 

54.7 

84 

59.6 

96 

69.6 

84 

60.0 

91 

64.5 

102 

73.3 

5 

141 

140 

139 

141 

138 

140 

141 

139 
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Item No, Questions 

43. Sign all checks from i 
school activity fund and ' 
approve all expenditures . 
from that fund. ' 

44. Coordinate timing and! 
needs of cafeteria, jan
itorial, and teaching ( 
staff. 

45. Organize for future 1 
teachers visitation in 
own building. ( 

46. Assist teachers 1 
with discipline. ^ 

47. Act as a sounding ( 
board for new ideas 
from teachers. 1 

48. Control distribution i 
of advertising materials, ' 
or solicitations in keep- , 
ing with district policy. 

49. Supervise student i 
registration (census,AGR 
cards, correct coding -
and placement). 

50, Maintain an individ
ual awareness of educa- i 
tlonal goals typical of 
a purpose-based adminis- i 
tratlve unit. 

51. Schedule currlcular -
and co-curricular activi
ties, including opening | 
and closing the school. 

52. Supervise the collec-i 
tion and disbursement of 
pupil funds. 1 

TOTAL ' 

[Pi 

[N; 

[p> 

[P] 

;p 

[N; 

[p. 

• 1 

1 0 

1 0 

) 2 

1 1. 

1 8 

1 4, 

1 2 

) 1. 

1 1 

) 0. 

1 1 

) 0. 

) 0 

) 0 

) 0 

) 0 

) 3 

) 2. 

) 4 

) 2. 

4 

8 

4 

7 

7 

2 

9 
) 50 

) 1 .? 

Columns 
2 

16 

11.6 

30 

21.6 

21 

15.2 

45 

31.9 

52 

36.9 

19 

13.5 

21 

15.2 

44 

31.9 

34 

24.5 

23 

16.4 

604 

22.8 

3 

12 

9.7 

17 

12.2 

4 

110 

79.7 

90 

64,7 

17 92 

12.? 67.7 

18 76 

12.8 53.9 

27 

19.1 

13 

9.2 

19 

13.8 

14 

10.1 

23 

16.5 

14 

10.0 

331 

12.5 

61 

43.3 

108 

76.6 

98 

71.0 

80 

58.0 

79 

56.8 

99 

70.7 

1668 

62.9 

5 

138 

139 

138 

141 

141 

138 

138 

138 

139 

140 

2653 
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Management 

Table IV presented items, frequencies, and per

centages of responses of the category of "Management," 

The category contained 19 items dealing with the respon

sibility for leadership for the elementary principal in 

the part of his job called management. 

Column 1 (decrease in responsibility for lead

ership) had only 50 responses, or 1.9 per cent, that in

dicated their leadership responsibility had decreased as 

a result of professional negotiations. Of these 19 items, 

only 1 was checked by as many as 5 per cent of the re

spondents (item 37) and 10 were checked by less than 2 

per cent of the respondents (items: 38, 40, 41, 43, 44, 

46, 47, 48, 49, and 50), This indicated that there was 

little decrease of responsibility for leadership for the 

elementary principal in the category of management. 

Column 2 (increase in responsibility for lead

ership) had 22,8 per cent, or 604 responses, in this cate

gory. Of the 19 items, 7 were checked by less than 20 

per cent of the respondents (items: 39, 42, 43, 45, 48, 

49, and 52) while only one item was checked by more than 

35 per cent (item 47). This indicated that there was an 

increase in the responsibility for leadership for the 

elementary principal in the category of management as a 

result of professional negotiations. 
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Column 3 (responsibility shared more with others) 

had 303 responses, or 12,5 per cent of the respondents, 

checked in this column. Of the I9 items, 4 were checked 

by less than 10 per cent of the respondents (items: 35, 

43, 48, and 52), and no item received more than 20 per 

cent. This indicated that there was more of the respon

sibility for leadership being shared by the principal 

with others as a result of professional negotiations. 

Column 4 (responsibility for leadership for the 

elementary principal remaining the same) had 1,668 re

sponses, or 62,9 per cent, in this category. Of the 19 

items in this category, only 1 received less than 45 per 

cent of the responses (item 47) and 7 received more than 

65 per cent (items: 39, 42, 43, 45, 48, 49, and 52), 

This indicates that the role of the elementary principal 

has not remained the same since the adoption of a pro

fessional negotiations agreement in the category of 

management. 

Community Relations 

Table V presented items, frequencies, and per

centages of responses of the category of "Community 

Relations," The category contained 15 items dealing with 

the leadership responsibility of the elementary principal 

in community relations. 
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TABLE V 

PRESENTATION OF QUESTIONS, FREQUENCIES, AND PERCENTAGES OF 
RESPONSES OF THE CATEGORY OF COMMUNITY RELATIONS 

Column: 1-decreased; 2-increased; 3-shared more; 4-same; 
5-total, 
(N)-frequency of response; 

Item No, Questions 

53. Stimulate wholesome 
personal relationships 
among pupils, parents, 
teachers, and other staff 
members. 

54, Cooperate with com
munity groups that are 
seeking similar objec
tives for children. 

P)-percentages of total in item 

Columns 

0 

0 

54 23 64 141 

38,3 16,3 45.4 

1 51 18 69 139 

0.7 36,7 12.9 49.6 

55. Publicize and in
terpret state and school 
district policy to the 
public 

N 2 41 21 75 

1,4 29.5 15.1 54.0 

139 

56. Secure community 
resources for school 
programs. 

3 30 37 69 139 

2,2 21,6 26,6 49.6 

57. Act as liaison per
son between staff and 
patrons. 

N 2 54 10 73 

1,4 38.8 7.2 52.5 

139 

58, Establish adequate 
communications with 
students. 

N 0 38 27 74 

0,0 27.3 19.4 53.2 

139 

59. Work with parent 
organization. 

1 50 15 73 139 

0,7 36,0 10,8 52,5 
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Table V—Continued 

Item No, Questions 

60. Review accuracy and 
possible effects of re
leases to public infor-
mation media, 
61. Make opportunities 
for patrons to observe 
their school in action 
62. Encourage parent-
teacher conferences for 
the betterment of the 
child. 
63. Schedule adult edu-
cation activities to ex
plain new programs or 
courses. 
64. Seek community re-
sources for curriculum 
enrichment, 
65. Serve as or obtain 
building chairman for 
Community Chest, Red 
Cross or other local 
fund drives. 

ru Columns 

(N) 4 30 16 90 

(P) 2,9 21,4 11.4 64.3 

140 

(N) 1 49 18 71 139 

(P) 0,7 35.2 12.9 51.1 

(N) 2 63 18 57 140 

(P) 1,4 45.0 12,9 40.8 

(N) 6 23 21 86 136 

(P) 4,4 16,9 15.4 64,2 

'N) 1 37 30 70 138 
P̂) 0,7 26,8 21,7 50,7 

(N) 4 12 19 104 139 

(P) 2,9 8,6 13.7 74.8 

66. Cooperate with Boy 
Scout, and Boys Club 
officials in recruiting 
and in distribution of 
information. 

(N) 3 27 11 98 139 

(P) 2,2 19.4 7.9 70,5 

"GT* Affiliate with and 
become active in church 
and civic groups, 

TOTAL 

(N) 2 21 10 106 139 
(P) 1,4 15.1 7.2 76.3 
(N) 32 580 294 1179 2085 
(P) 1,5 27.8 14,1 56,5 

Column 1 (decrease in responsibility for lead

ership) had only 32 responses, or 1,5 per cent, indicating 

that the responsibility for leadership for the elementary 

principal had decreased in this category. No item was 

checked by as many as 5 per cent of the respondents but 
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10 items were checked by less than 2 per cent (items: 

53, 54, 55, 57, 58, 59, 6l, 62, 64, and 67), This in

dicated there was little decrease in the responsibility 

for leadership for the elementary principal in the cate

gory of community relations as a result of professional 

negotiations. 

Column 2 (increase in responsibility for leader

ship for the elementary principal) had 580 responses, or 

27.8 per cent of the respondents in this category. Of 

the 15 items in this category, 4 were checked by less than 

20 per cent of the respondents (items: 63, 65, 66, and 67) 

while 6 were checked by more than 35 per cent (items: 53, 

54, 57, 59, 61, and 62), This indicated a considerable 

increase of responsibility for leadership for the elemen

tary principal in the category of community relatioTi;. 

as a result of professional negotiations. 

Column 3 (principal sharing responsibility for 

leadership more with others) had 295 responses, or 14,1 

per cent of the responses in this category. Of the 15 

items in this category, 3 were checked by less than 10 

per cent of the respondents (items; 57, 66, and 67), 

while 2 items were checked by more than 20 per cent (items: 

56 and 64). This indicated that a considerable increase 

in sharing of the responsibility for leadership for the 

elementary principal had taken place since the adoption 

of professional negotiation agreements. 
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Column 4 (responsibility for leadership has re

mained the same) had 1,179 responses, or 56,5 per cent of 

the total responses in this category. Of the 15 items in 

this category, 1 was checked by less than 45 per cent of 

the respondents (item 62) and 3 were checked by more than 

65 per cent (items: 65, 66, and 67), The responsibility 

for leadership for the elementary principal had not re

mained the same in the category of community relations, 

TABLE VI 

PRESENTATION OF FREQUENCIES OF RESPONSE AND CHI-SQUARE 

BY CATEGORIES 

Colgmn; 1-decreased; 2-increased; 3-shared more; 4-same; 
5-X ; 6-degrees of freedom; 7-level of significance. 

Category No, and Name Columns ^___ 
1 2 3 4 5 6 7" 

1, Educational Program 

2. Personnel 
Admlni stration 

3. Management 

4. Community Relations 

TOTAL 

95 

87 

50 

32 

264 

824 

532 

604 

580 

2540 

620 

303 

331 

294 

1548 

1129 

1043 

1668 

1179 

5019 

850,8 

1027.8 

2260,8 

1394,9 

5187.9 

3 

3 

3 

3 

3 

.01 

.01 

.01 

.01 

.01 

Table VI presented frequencies of response and 

chi-square by categories. The phenomenon being tested 

was that of the adoption by a school of a professional 

negotiations agreement. This test of the chi-square was 
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used to show significance of change and to see if the 

change was due to some factor other than chance. 

According to Garrett (l4) for the chi-square to 

show significance to the ,01 level with three degrees of 
2 

freedom, the X must be 11,341, 

Table VI presented the X^ of Category 1, "Educa

tional Program," as 850,8 which was considerably more 

than the required 11,341 and the change was significant 

beyond the ,01 level. 
o 

Table VI presented the X of Category 2, "Person

nel Administration," as 1,027.8 which was considerably 

more than the required 11,341 and the change was sig

nificant beyond the ,01 level, 

2 

Table VI presented the X of Category 3, "Man

agement," as 2,260.8 which was considerably more than the 

required 11.341 and the change was significant beyond 
the .01 level, 

2 

Table VI presented the X of Category 4, "Com

munity Relations," as 1,394,5 which was considerably 

more than the required 11.341 and the change was sig

nificant beyond the ,01 level. 
Table VI presented the total of the combined 

2 

categories as having an X of 5,187.9 which was consid

erably more than the required 11,341 needed to show 

significance at the ,01 level. The change was signifi

cant beyond the ,01 level and was due to the phenomenon 
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being tested rather than by chance. Professional nego

tiations have effected significant changes in the lead

ership role of the elementary principal. 

TABLE VII 

PRESENTATION AND COMPARISON OF FREQUENCIES AND PERCENTAGES 

OF RESPONSES BY CATEGORIES 

Column: 1-decreased; 2-increased; 3-shared more; 4-same; 
5-total, 
(N)- frequency of response; (P)- percentage of total in ite m 

Category No, and Name 
TTT 

Columns 

1, 

2, 

3. 

4. 

Educational Program 

Personnel 
Admlni stration 

Management 

Community Relations 

TOTAL 

(N. 

(P. 

(N; 

(p; 

(N; 

(p; 

(N; 

(p; 

(N; 

(p; 

) 95 

) 3.6 

) 87 

) 4,4 

1 50 

1 1.9 

1 32 

1 1.5 

1 264 

1 2.8 

824 

30,9 

532 

27.1 

604 

22,8 

580 

27.8 

2540 

27.1 

620 

23.2 

303 

15.4 

331 

12,5 

294 

14.1 

1548 

16,5 

1129 

42,3 

1043 

53.1 

1668 

62,9 

1179 

56.5 

5019 

53.6 

2669 

1965 

2653 

2085 

9371 

Table VII presented frequencies and percentages 

of responses by categories and columns. It was used here 

to help present a summarization of analysis of the data. 
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Column 1 was designed to answer the question: 

"What areas of responsibility dealing with leadership 

have been decreased for the elementary principal since 

the school has adopted a professional negotiations agree

ment?" This column had 264 responses, or 2.8 per cent of 

the total responses. Category 2, "Personnel Administra

tion," had the highest percentage of responses with 4,4 

per cent; Category 1, "Educational Program," was next 

with 3,6 per cent; Category 3, "Management," followed 

with 1,9 per cent; and, Category 4, "Community Relations," 

had the slightest percentage checked with 1,5 per cent. 

Of 67 items, 10 were checked by more than 5 per cent of 

the respondents and these could be pointed out as having 

the highest percentage of decrease of responsibility 

for leadership for the elementary principal (items: 1, 

9, 11, 15, 19, 22, 23, 28, 29, and 37). Twenty-nine 

items were checked by less than 2 per cent of the respon

dents and these items could be said to have little or no 

decrease in the responsibility for leadership for the 

elementary principal (items: 5, 8, 10, 16, 24, 25, 30, 

32, 33, 38, 38, 40, 41, 43, 46, 47, 48, 49, 50, 53, 54, 

55, 57, 58, 59, 61, 62, 64, and 67). 

Column 2 was designed to answer the question: 

"What areas of responsibility dealing with leadership 

have been Increased for the elementary principal since 

the school has adopted a professional negotiations agree-
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ment?" Of a possible 9,371 responses, 2,540, or 27,1 

per cent, were checked in this column. Fifteen items 

were checked by fewer than 20 per cent of the respondents 

and these items indicate the least or minor increases 

in responsibility for leadership for the elementary 

principal (items: 9, 23, 29, 31, 39, 42, 43, 45, 48, 

49, 52, 63, 65, 66, aad 67), Sixteen items were indicated 

by more than 35 per cent of the respondents and these 

items point out major increases in the responsibility 

for leadership for the elementary principal (items: 1, 

2, 6, 7, 12, 13, 18, 24, 27, 47, 53, 54, 57, 59, 61, 

and 62). The largest percentage of respondents by cate

gories was in Category 1, "Educational Program," with 

30,9 per cent; Category 4, "Community Relations," was 

next with 27.8 per cent; Category 2 "Personnel Admin

istration," was next with 27.1 per cent; and, Category 

3, "Management," showed the slightest with 22,8 per 

cent. 

Column 3 was designed to answer the question: 

"What areas of responsibility dealing with leadership, 

that were formerly the sole responsibility of the prin

cipal, are now being shared with other individuals or 

groups of individuals, since the school has adopted a 

professional negotiations agreement?" Of a possible 

9,371 responses, 1,548, or 16,5 per cent, were checked 

in this column to Indicate that the elementary principal 
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is now sharing more of the responsibility for leadership 

with others as an effect of professional negotiations. 

Fourteen items were checked by less than 10 per cent of 

the respondents and these items indicated minor increases 

in the sharing of responsibility for leadership by the prin

cipal with others (items: 15, 19, 23, 25, 27, 28, 30, 35, 

43, 48, 52, 57, 66, and 67), Nineteen items were checked 

by more than 20 per cent of the respondents (items: 1, 2, 

3, 4, 5, 6, 8, 9, 10, 11, 16, 17, 20, 22, 24, 32, 33, 56, 

and 64), These items had the largest percentage of 

increased sharing of responsibility for leadership with 

others by the elementary principal as a result of profes

sional negotiations and could be considered as major 

increases of sharing of responsibility of leadership. 

Category 1, "Educational Program," had the highest per

centage of responses with 23.2 per cent; Category 2, 

"Personnel Administration," was next with 15.4 per cent; 

Category 4, "Community Relations," followed with 14.4 per 

cent; and. Category 3, "Management," had the slightest 

percentage with 12,5 per cent. 

Column 4, which was designed to answer the question 

"What areas of responsibility dealing with leadership 

show no change since the school adopted a professional 

negotiations agreement?" had 5,019 responses of a possible 

9,371, or 53.6 per cent. Eighteen items were checked by 

less than 45 per cent of the respondents and these items 
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could be considered to indicate major changes in the 

responsibility for leadership for the elementary principal 

(items: 1, 2, 3, 4, 6, 7, 8, 10, 11, 12, 13, 14, 20, 22, 

24, 32, 47, and 62), Twelve items were checked by more 

than 65 per cent of the respondents and these indicate 

lesser or minor changes in the responsibility for leader

ship for the elementary principal (items: 23, 30, 39, 42, 

43, 45, 48, 49, 52, 65, 66, and 67). The category with 

the highest percentage of response was Category 3, 

"Management," with 62.9 per cent; Category 4, "Community 

Relations," was next with 56,5 per cent; Category 2, 

"Personnel Administration," was next with 49.6 per cent: 

and the category with the slightest percentage was Cate

gory 1, "Educational Program," with 42.3 per cent. 

The chi-square test indicated that the change 

was significant beyond the .01 level and that the change 

was not due to chance but to the phenomenon of profes

sional negotiations. 

The following items were listed by the principals 

as being new items of responsibility for leadership: 

Educational Program 

1. Increased responsibility for special educa

tion programs. 

2. Increased responsibility for formulation of 

plans to fit community in making changes in curriculum. 
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3. Installing new programs in school. 

4. Encourage attendance of workshops when they 

have been scheduled, 

5. Developing schedules for upper grades in the 

departmentalized situation. 

Personnel Administration 

1. The role of maintaining an even keel and pre

venting 'teacher gripes' whether justified or not, from 

determining policies, 

2. Supervision of personnel in newly-created 

positions (Counselor—P,E. and etc.). 

3. Evaluation of personnel performance. 

Management 

1. Insure utilization of new materials and 

equipment for teaching, 

2, Making work schedules for custodial and para-

professional staff. 

Community Relations 

1. Improving rapport among the races, 

2, More responsibility for welfare work. 



CHAPTER V 

SUMMARY, FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS 

Purpose 

The purpose of this chapter was to summarize the 

study briefly, to present findings of the research, to 

state conclusions from these findings, and to make rec

ommendations for further research. 

Problem and Purpose of the Study 

The problem and purpose of this study was to 

analyze the effects of professional negotiations on the 

leadership function of the elementary school principal 

in selected schools in Texas, 

Hypothesis of the Study 

The following null hypothesis was tested in this 

study: 

"Professional negotiations have resulted in no 

significant changes in the leadership role of the ele

mentary principal." 

To test the above null hypothesis, answers to 

the following questions were sought: 

1. What areas of responsibility dealing with 

leadership have been decreased for the elementary prin

cipal since the school has adopted a professional nego

tiations agreement? 

65 
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2. What areas of responsibility dealing with 

leadership have been increased for the elementary prin

cipal since the school has adopted a professional nego

tiations agreement? 

3. What areas of responsibility dealing with 

leadership, that were formerly the sole responsibility 

of the principal, are now being shared with other indi

viduals or groups of individuals, since the school has 

adopted a professional negotiations agreement? 

4. What areas of responsibility dealing with 

leadership show no change since the school has adopted 

a professional negotiations agreement? 

5. What new areas of responsibility dealing with 

leadership have now been added to the elementary prin

cipalship since the school has adopted a professional 

negotiations agreement? 

Methods and Procedures 

The method used in this study was that of the 

descriptive survey through the use of a questionnaire 

instrument. Procedures used were: (l) construction 

of the questionnaire instrument, (2) testing and edit

ing the instrument, (3) selection of participants, 

(k) gathering the data through the use of the instru

ment, (5) analyzing the data, and (6) summarizing 

the findings, conclusions, and making recommendations. 
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Data for the study were obtained from elementary 

principals in seven school districts in Texas in which 

negotiations agreements had existed for at least two 

years. Participants in the study responded to a ques

tionnaire with 67 items by checking one of four possible 

choices. Usable returns were received from 141 principals. 

Analysis of data by inspection through the use of per

centages was employed. Statistical treatment of the 

data was accomplished through the use of the chi-square 

to show independence and significance of change. 

Findings of the Study 

Based on this investigation, the findings listed 

below were derived: 

1. In the area of "Educational Program," the 

responsibility of the elementary principal for leader

ship had generally remained the same or had increased. 

There was a considerable increase in the sharing of 

responsibility of leadership with others, A slight de

crease of responsibility for leadership for the elemen

tary principal had occurred as a result of professional 

negotiations in this area, 

2, In the area of "Personnel Administration," 

the responsibility of the elementary principal for lead

ership had generally remained the same or had increased. 

There was a slight increase in the sharing of responsi-
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bility of leadership with others. Little decrease of 

responsibility had occurred in this area. 

3. In the area of "Management," the responsi

bility of the elementary principal for leadership had 

generally remained the same or had increased. There was 

a moderate increase in the sharing of responsibility of 

leadership with others. Little decrease of responsi

bility of leadership had occurred in this area. 

4, In the area of "Community Relations," the 

responsibility of the elementary principal for leader

ship had generally remained the same or had increased. 

There was a moderate increase in the sharing of responsi

bility for leadership with others. Little decrease of 

responsibility for leadership had occurrred in this area. 

5. Professional negotiations have effected 

little decrease in the overall responsibility of the 

elementary principal for leadership with the greatest 

decrease in the area of "Personnel Administration," 

followed by "Educational Program," "Management," and 

"Community Relations," in that order, 

6, Professional negotiations have produced the 

greatest increase of responsibility for leadership for 

the elementary principal in the area of "Educational 

Program," followed by "Community Relations," "Personnel 

Administration," and "Management," in that order. 
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7. Professional negotiations have produced the 

greatest increase of sharing the responsibility of lead

ership for the elementary principal with others in the 

area of "Educational Program," followed, in order, by 

"Personnel Administration," "Community Relations," and 

"Management," 

8. Professional negotiations have produced the 

greatest changes in the responsibility for leadership 

for the elementary principal in the area of "Educational 

Program," followed by "Personnel Administration," "Com

munity Relations," and "Management," in that order, 

9. Evidence available to the study indicated 

that professional negotiations have had the effect of 

separating teachers and principals and bringing prin

cipals and central office administrators closer together. 

10, Evidence available to the study indicated 

that professional negotiations have effected evolutionary 

changes in the roles of professional educators, 

11, Evidence available to the study indicated 

that in many instances the principal has been omitted 

from the negotiation process. 
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Conclusions of the Study 

Based on the findings of this study, the follow

ing conclusion was derived: 

The null hypothesis of the study, "Professional 

negotiations have resulted in no significant changes in 

the leadership role of the elementary principal," was 

rejected. 

The conclusions listed below were derived from 

the answers given to the questions asked to test the 

above null hypothesis. 

1. There was a slight decrease in the respon

sibility for leadership for the elementary principal in 

the areas of: (l) "Personnel Administration," (2) 

"Educational Program," (3) "Management," and (4) 

"Community Relations." This decrease was slight and 

affected only a small proportion of the respondents. 

2. There was an increase in the responsibility 

for leadership for the elementary principal in the areas 

of: (l) "Educational Program," (2) "Community Re

lations," (3) "Personnel Administration," and (4) 

"Management." This increase was moderate and affected 

many of the respondents. 

3. There was an Increase in the sharing of 

responsibility for leadership for the elementary prin

cipal in the areas of: (l) "Educational Program," 

(2) "Personnel Administration," (3) "Community Re-
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lations," and (4) "Management." The increase in shar

ing was moderate and did not affect all respondents. 

4, The responsibility for leadership for the 

elementary principal did not remain the same in any area 

studied. For many respondents the responsibility remained 

the same but change was evident in all areas. 

5. New responsibilities for leadership for the 

elementary principal were listed in the areas of: (l) 

"Educational Program," (2) "Personnel Administration," 

(3) "Community Relations," and (4) "Management." 

The significance of these new responsibilities was not 

determined but appeared to be only moderately extensive. 

Recommendations for Additional Research 

1, A similar study should be made in other states 

that have experienced more negotiations than has Texas 

and the findings compared to this study. 

2, A similar study should be made that involves 

school personnel other than principals to determine how 

they perceive the change in the leadership role of the 

e1ementary principal, 

3, A study should be made to determine ways of 

extending the role of the elementary principal in pro

fessional negotiations. 
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4, A study should be made to ascertain if the 

size of the school system is a factor in determining the 

effects of professional negotiations on the leadership 

role of the elementary school principal. 

5, A similar study should be made as more schools 

in Texas adopt professional negotiation agreements to 

determine if the size of the population studied is a 

factor in determining the effects of professional nego

tiations on the leadership role of the elementary school 

principal. 

6, A similar study of a longitudinal nature should 

be made with opportunities provided for the participating 

principals to give greater in-depth responses with respect 

to both substance and processes of changes in their role 

as elementary principal as a result of professional nego

tiations. 

Implications of the Study 

Based on this study, the following implications 

relative to the elementary principalship, were derived: 

1, The elementary principal should develop an ex

pertise in the area of human relations and in working co

operatively with teachers and parents or risk impairing 

his effectiveness as an educational leader in the school 

and community. 
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2. The need is indicated for school administrators 

and school boards to seek actively ways and means for 

more responsible involvement of the elementary principals 

in the negotiation process; otherwise, it is likely that 

the prestige and status of the elementary principalship 

may be threatened. 

3. The elementary principal, because of his unique 

position of being the administrator closest to the people, 

has a role of critical importance as a communications and 

liaison agent between the school and community in matters 

pertaining to professional negotiations. This suggests 

that the elementary principal should be involved responsi

bly in the negotiation process. 

4. This study indicated that the principal's 

leadership functions were shared more with other people 

in the area of educational program. In order to meet 

this new development, the elementary principal should 

possess essential knowledge in curriculum areas and uti

lize this knowledge effectively through working skill

fully with teacher groups. 
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5. The increasing complexity of the elementary 

principal's function, as a result of teacher negotiations 

and other developments, indicates that consideration 

should be given in the college preparation program to 

including the disciplines of psychology, sociology, and 

social psychology. These disciplines should contribute 

to the achievement of greater understanding and skill 

development in both curriculum and human behavior. 
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A. Letters to Superintendents and Principals, 

April 1, 1970 

Mr. 
Superintendent of Schools 

Dear Mr. 

This is to request your cooperation, and that of the ele
mentary principals in the school system, in a doctoral 
study being done under the sponsorship of the College of 
Education at Texas Tech University in Lubbock, Texas. The 
study has as its purpose the analysis of the effects of 
professional negotiations on the leadership role of the 
elementary school principal. 

Your board and community has accepted a "professional 
consultation agreement" with your professional personnel. 
As additional school systems contemplate entering into 
such agreements, the leadership role of elementary prin
cipals, as well as other administrators, is undergoing 
change. 

The enclosure Includes the instructions and questionnaire 
to be used in the study. The participation of the elemen
tary principals in the _ _ _ ^ School District 
will make a significant contribution to this investigation. 

The study would be expedited if the instruments could be 
distributed from your office. The identity of each par
ticipant will be protected and the Information will be 
treated ethically and professionally. A self-addressed, 
stamped envelope will be provided for the elementary prin
cipal to return the questionnaire. In pre-tests with ele
mentary principals who have responded to the instrument, 
an average of 25 minutes was required for completion of 
the questionnaire. 

Your cooperation and the participation of the elementary 
principals in the school system will be appreciated. 
May I hear from you at your earliest convenience. 

Sincerely, 

H. G. Robertson 

Yes we will participate. We have (No.) elemen-
tary principals. 

Superintendent of Schools 
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Dear Principal: 

Your superintendent, Mr. , was (ontacted and 
permission was granted for you to be invited to partic
ipate in this study. 

This is to request your participation in a doctoral study 
being done under the sponsorship of the College of 
Education of Texas Tech University in Lubbock, Texas, 
The study has as its purpose the analysis of the eftects 
of professional negotiations on the leadership role of 
the elementary school principal. 

Your board and community were among the first in Texas to 
accept a "Professional consultation agreement" with pro
fessional personnel. As additional school systems con
template entering into such agreements, the leadership 
role of elementary principals, as well as other admin
istrators, is undergoing change. 

The identity of each participant will be protected and 
the information will be treated ethically and profession
ally. In pre-tests with elementary principals who have 
responded to the Instrument, an average of 25 minutes 
was required for completion of the questionnaire. Upon 
completion, please return in the enclosed self-addressed, 
stamped envelope. 

An abstract of the completed study will be mailed upon re
quest. 

Your contribution to this study will be important and 
will be appreciated. 

Sincerely, 

R.G.Robertson 
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June 2, 1970 

Dear Principal: 

Recently you received a questionnaire and request for 
you to participate in a doctoral study by R,G,Robeitson, 
Texas Tech Universtiy. These were sent to a limited 
sample of principals in Texas Schools, therefore your 
response is needed in order to make a more valid study. 

I realize that you have been extremely busy with closing 
of school activities and that your schedule is full, 
however if you can spare the time and will respond to 
the instrument and return to me not later than June 20, 
1970, your efforts will be appreciated. 

Sincerely, 

R.G.Robertson 
Box 4205 Tech Station 
Lubbock, Texas 79409 
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B. Explanation Sheet and Questionnaire. 

THE EFFECTS OF PROFESSIONAL NEGOTIATIONS ON THE LEADER
SHIP ROLE OF THE ELEMENTARY PRINCIPAL AS PERCEIVED BY 
ELEMENTARY PRINCIPALS IN SELECTED SCHOOLS IN TEXAS 

The items in this survey were identified in a 
study by the Research Coimnittee of Texas Elementaiy 
Principals and Supervisors Association as duties that 
principals performed frequently and felt were of impor
tance in the successful administration of an elementary 
school, 

This study is designed to determine the effects 
of professional negotiations on the leadership role of 
the elementary principal. Please answer by placing a 
check \l^ mark in the column which best describes the 
conditions of responsibility as you see them since your 
school has adopted a professional negotiations agreement. 
In this study the assumption is made that the leadership 
role of the elementary principal has either decreased, 
increased, been shared more with others, or, remained 
the same as a result of professional negotiations. 
The survey instrument is divided into four main areas of 
administration. Following each area blank spaces have 
been provided for listing duties that have been added 
as your leadership responsibility as a result of the 
professional negotiations agreement. 

The following is a description of the four col
umns which will be used throughout the survey. 

Column 1. Principal's leadership responsibility has 
decreased since the adoption of a professional 
negotiations agreement. 

Column 2. Principal's leadership responsibility has 
increased since the adoption of a professional 
negotiations agreement. 

Column 3. Principal shares leadership responsibility 
more with others since the adoption of a pro
fessional negotiations agreement. 

Column 4. Principal's leadership responsibility has 
remained the same as before the adoption of 
a professional negotiations agreement. 
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Place a check mark (v') in the column which best describes 
whether your responsibility for leadership as a principal 
has: (1) decreased, (2) increased, (3) been shared, or (4) 
remained the same, 

EDUCATIONAL PROGRAM 

1. Develop a continuous and coordinated 
program of professional experiences through 
in-service training and/or by providing 
group studies. 

2. Direct, stimulate, and motivate teachers 
to maximum teaching performance, 

3. Actively engage in continuous curriculum 
development. This involves planning and 
adapting curriculum to the needs of the 
children, 

4. Give leadership in implementation of 
guidance and testing program of the school. 

5. Involvement in promotion, retention, 
or placement of students. 

6. Continually survey needs of weaker 
areas and provide opportunities for im
provement. This involves diagnosis and 
analysis of the information as well as 
recommending action in individual cases, 

7. Serve as a resource person to the staff: 
identification, evaluation, and securing 
materials for instruction, 

8. Work with staff in formulation of plans 
for evaluating and reporting pupil progress, 

9. Direct selection of library materials, 

10. Assist teachers in adapting instruc
tional program to Individual students, 

ii. Plan goals and objectives with staff 
in accordance with school policy and 
procedure, 

12. Utilize effectively all available con
sultative and supervisory services in main
taining an adequate Instructional program. I I £ ̂  
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13. Provide general supervision of all 
areas in the school, 

14. Create an atmosphere of friendly co
operation and understanding among staff 
members, 

15. Actively serve in state and local pro
fessional organizations. 

16. Conduct case conferences concerning 
pupils. 

17. Lead in referral of pupils to other 
agencies. 

18. Keep the board and the public informed 
through the superintendent of the total 
program in your school, 

19. Visit classrooms often for observation. 

Write in any new leadership responsibilities 
dealing with program. 

PERSONNEL 

20, Assign specific duties and communicate 
responsibilities and authority to all per
sonnel assigned to the school unit, 

21, Administer sound evaluative techniques 

22, Work in induction and orientation of 
new personnel. 

23, Select, assign, and evaluate sub
stitute teachers, 

24, Recognize teacher achievement and 
encourage leaders to participate in 
school planning. 

25, Maintain adequate personnel records, 

2(), Conduct faculty meetings. 

1 t ) 

3 ''' 

_ -



S6 

27, Cooperate closely with supervisory and 
administrative personnel, 

28, Make recommendations as to the number 
and type of personnel needed to staff the 
school unit, 

29, Assist in selection of personnel, 

30, Answer letters of recommendation, 

31, Establish a professional library and 
expedite its use, 

32, Coordinate activities of departments, 
areas, and groups to promote efficiency, 

33, Guide and lead personnel in public 
relations activities. 

Write any new leadership responsibilities 
dealing with Personnel, 

MANAGEMENT 
34, Study the problems of the school unit 
as a basis for improving the management 
of the school, 

35, Serve as the custodian of all property 
assigned to the school unit and establish 
procedures to protect the property from 
loss, misuse, or damage other than or
dinary use, 

36, Prepare the annual budget for the 
school unit and submit it to the super
intendent for approval, 

37, Formulate administrative procedures 
and designate policies for the operation 
of the school unit as compatible with 
district policy, 

38, Maintain adequate school records 
which (conform to the state laws and local 
board of education policies. 

_1 2_2 '̂ 

f 

i 
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39, Control and oversee outside use oL 
the building, 

40, Submit inventory and requisition for 
supplies, equipment, and repairs as needed, 

41, Distribute materials received, 

42, Serve as building book custodian. 

Sign all checks from school activity 
and approve all expenditures. 

Coordinate timing and needs of cafete-
janitorial, and teaching staff. 

Organize for future teacher's visita-
in own building. 

43. 
fund 

44, 
ria, 

45. 
tion 

46. Assist teachers with discipline, 

47. Act as a sounding board for new ideas 
from teachers, 

48. Control distribution of advertising 
materials, or solicitations in keeping 
with district policy, 

49. Supervise student registration (census, 
AGR cards, correct coding and placement), 

50. Maintain an individual awareness of 
educational goals typical of a purpose-
based administrative unit, 

51. Schedule currlcular and co-currlcular 
activities, including opening and closing 
the school, 

52. Supervise the collection and dis
bursement of pupil funds. 

Write in any new leadership responsibilities 
dealing with Management. 

1 2 r 

i 

4 

- 1 
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COMMUNITY RELATIONS 

53. stimulate wholesome personal relation
ships among pupils, parents, teachers, and 
other staff members. 

54. Cooperate with community groups that 
are seeking similar objectives for children. 

55. Publicize and Interpret state and 
school district policy to the public. 

56. Secure community resources for school 
programs• 

57- Act as liaison person between staff 
and patrons. 

58. Establish adequate communication 
with students. 

59. Work with parent organization. 

60. Review accuracy and possible effects 
of releases to public information media. 

61. Make opportunities for patrons to 
observe their school in action. 

62. Encourage parent-teacher conferences 
for the betterment of the child. 

63. Schedule adult education activities 
to explain new programs or courses. 

64. Seek community resources for curriculum 
enrichment. 

65. Serve as or obtain building chairman 
for Community Chest, Red Cross, or other 
local fund drives. 

66. Cooperate with Boy Scout, and Boys' 
Club officials in recruiting and in 
distribution of information. 

67. Affiliate with and become active in 
church and civic groups. 
Write In new responsibilities for Community Relations. 

1 2 

^ 

3 

1 

4 



C. LIST OF SCHOOLS INCLUDED IN THE STUDY, 

1. Beaumont. 

2. Dumas. 

3. El Paso. 

4. Fort Worth. 

5. San Antonio. 

6. Texarkana. 

7. White Settlement. 




