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ABSTRACT 

SHANNON DEMETRE HERVEY 
SUPERINTENDENTS' PERCEPTIONS OF HIRING 
NONTRADITIONAL APPLICANTS TO ADDRESS THE 
SHORTAGE OF QUALIFIED PRINCIPAL CANDIDATES 
Under the direction of CARL DAVIS, Ed.D. 

Despite a documented shortage of qualified school principal candidates, the 

beliefs and attitudes of school superintendents may prev ent qualified nontraditional 

school leader candidates from obtaining school leadership positions and filling school 

principal shortages. Scholars predict that the principal shortage will continue and the next 

ten years will yield a 40% turnover in school leadership. Also, superintendents are 

discontented with the caliber of principal candidates being presented to them for 

consideration, and nontraditional principal candidates may serve to expand the existing 

talent pool of school leaders. The purpose of this study is to 1) explore superintendent 

perceptions and opinions regarding certified candidates, qualified candidates, and the 

option of utilizing nontraditional school candidates to meet principal shortage needs, and 

2) expand how superintendents define qualified school principal candidates. 

This qualitative study used a structured, open-ended questionnaire to collect 

descriptive data regarding practices, opinions, and perceptions. The sampling frame 

consisted of superintendents actively sitting in the position of district leader who 
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graduated from the Broad Superintendents Academy or belong to the Georgia School 

Superintendents Association. A total of seventeen superintendents from three states 

participated by taking the online questionnaire or completing a telephone interview. From 

the findings, five salient themes and one viable theme were identified: Teachers Need 

Only Apply, Exposure as a Variable, Leadership Transcends Fields, Inherent Qualities, 

Acquired Leadership Skills, and Foundational Knowledge. 

Superintendents seek principal candidates who manufacture the perfect 

combination of foundational knowledge, acquired skills, and inherent qualities. Findings 

propose that nontraditional candidates would be unsuccessful in educational leadership, 

and that it is essential that educational leaders have experience as teachers so that they are 

able to lead instruction and a learning community. Further research is recommended to 

explore effective nontraditional principals, the viable theme Leadership Transcends 

Fields, and the acceptance of nontraditional school leaders in urban school districts. 

xiu 



CHAPTER 1 

INTRODUCTION 

The principalship is widely accepted as an integral part of school systems; 

however, the United States is approaching a crisis in school leadership (Fordham, 2003; 

Fullan, 2006; Guterman, 2007; Moore, 1999; Papa, Jr., & Baxter, 2005; Pounder & 

Merrill, 2001). Styron and Lemire (2009) predict that over the next ten years a 40% 

turnover in school leadership, or turnover of 40,000 principals and assistant principals, 

could occur. Additionally, it was estimated that nearly 40% of an approximated 92,000 

teachers will have retired by 2007, and that schools across the nation will begin to fill 

school administration positions with young and inexperienced school leaders (Fordham, 

2003; Papa, Jr., & Baxter, 2005). More recent statistics confirm that the retirement of 

baby boomers and the alarming attrition rate of younger teachers are resulting in schools 

being staffed with underqualified and inexperienced teachers (Aaronson & Meckel, 2008; 

Aaronson & Meckel, 2009; Dillon, 2007; Ingersoll & Perda, 2010). 

The fact that schools are being staffed with underqualified and inexperienced 

teachers may be compounded by the "One Best Model" of teachers as leaders. The "One 

Best Model" is an idea that school administration positions should be filled with teachers, 

because only teachers understand the business of schools (Cooper & Boyd, 1988; Cusick, 

2002). It was estimated that 280,000 new teachers were needed to staff schools during the 

2008-2009 school year, and that between the years of 2009 and 2021 more than 3.9 
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million new teachers will be needed to meet school needs (Aaronson & Meckel, 2008; 

Aaronson & Meckel, 2009). While that figure is estimated to include total turnover, 

turnover specifically related to teacher retirement is estimated at 30% of total annual 

exits, which is translated into about 100,000 teachers retiring in 2011 (Aaronson & 

Meckel, 2008). This number represents an upward trend when compared to the 76,000 

teachers retiring after the 2003-2004 school year, almost 95,000 teachers retiring after the 

2008-2009 school year. Additionally the need for new teachers is exorbitantly greater in 

urban schools districts, and schools with a high percentage of minority, low-income and 

high-poverty student population (Aaronson & Meckel, 2009; Dillon, 2007; Ingersoll & 

Perda, 2010). If the notion of the "One Best Model" is perceived as true then the 

attrition rate and shortage of school teachers should be of particular importance to school 

governance and human resource officials who may have current or future vacant 

administration positions. 

With estimations that more teachers will retire between 2010 and 2020 than in 

any other decade since the end of World War II (Aaronson & Meckel, 2009). schools and 

school districts are hav ing increasing difficulties attracting and retaining professionals 

that can fill potential administrative positions, and can do the job well (Fullan, 2006; 

Gates, Ringel, Sautibanez, Ross & Chung, 2003). Principal preparation programs are 

producing a large number of graduates and certified professionals (Roza, Celio, Harvey, 

& Wishon, 2003); however, there is a decline in the pool of principal candidates 

(Pijanowski, Hewitt, & Brady, 2009). Bottoms and O'Neill (2001) add that the 

emergency regarding the shortage of building administrators is not merely in filling 
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vacancies, but in recruiting and training qualified school leader prospects who understand 

schools and have existing knowledge of how to improv e the core functions of a school. 

Researchers have concluded that although many educators have the certification 

credentials necessary to become a school leader, many educators are not willing to serve 

in a leadership position or are not capable of assuming school leadership positions 

(Hartley, 2008). 

In the State of Georgia, there has been a continuous increase in the number of 

principals leaving the workforce annually (Afolabi, Nweke, & Stephens, 2003). In fact, in 

2001 a comparison of principal attrition rates to teacher attrition rates revealed that the 

rate of principal attrition is much higher than teacher attrition (Afolabi et al., 2003). 

Additionally, the rate of attrition among school principals is complicated by the alarming 

notion that Georgia school systems are reporting a shortage of qualified candidates for 

the job (Afolabi et al., 2003). According to the Georgia Professional Standards 

Commission, during the 2006 fiscal year 25,379 educators held the leadership certificate 

required for principals, yet only 7,390 served in some type of school or central level 

leadership role (Page, 2006). In 2011, the Georgia Professional Standards Commission 

database revealed that the number of educators who hold the leadership certificate 

required to become building level principals had risen to 26,585 (G.M. Eads, personal 

communication, March 23, 2011). Page (2006) suspects that the marked difference in the 

number of Georgia educators who currently hold leadership certificates and the number 

of Georgia educators currently serv ing in school or leadership roles may be due to the 

fact that in the state of Georgia, educators are paid according to the highest degree held. 
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Page (2006) adds that many Georgia educators obtained an advanced degree with the 

intent of receiving financial gain, not with the intent of furthering their careers. Carney 

(2006) concluded that although principal shortages can be found through the entire state 

of Georgia, shortages are more acute at the high school level, in urban schools, and in 

schools with a large population of students that come from a low er socioeconomic status. 

Specifically, urban school districts and school districts in southwest Georgia have the 

lowest number of qualified high school principal candidates (Carney, 2006). 

The idea that baby boomers currently serving in school administration positions 

are nearing the age of retirement, coupled with findings that the rate of teacher attrition is 

growing and school principals are entering the field of school administration at a later age 

are speculated reasons why a shortage in school administration exists (Aaronson & 

Meckel, 2009; Olson, 2008; Papa, Jr. & Baxter, 2005). Additionally, factors such as 

increased accountability, increased responsibilities, stress, professional burnout, longer 

hours, and non-compensatory pay may explain why fewer applicants are applying for the 

principalship, and why the existing pool of applicants is relatively small and comprised of 

underqualified candidates (Adams, 1999; Educational Research Service [ERS], 2000; 

Fennell, 1999; Lankford, O'Connell, & Wyckoff, 2003; Moore, 1999; Schmidt, 2010; 

Whitaker, 1998;). 

The shortage of building administrators presents a crisis, a call for action, and an 

opportunity to redefine the term "school leader" (Bottoms & O'Neill, 2001). In an effort 

to find solutions to address school leader shortage concerns, some states have opened the 

door to nontraditional leaders while other states have struggled to embrace nontraditional 
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leaders and alternate routes to school leadership. The Education Commission of the 

States report (2011) specifies 1.) Thirteen states have established state policies for 

alternative certification in the position of school principal, 2.) Twenty-three states do not 

have a state policy for alternative certification of principals, but policy exceptions allow 

for the conditional, temporary, or provisional hiring of an individual who does not meet 

all of the state certification requirements, 3.) Eleven states do not have a state policy for 

alternative certification of principals, and do not make exceptions to hire, 4.) Three states 

make alternative certification exceptions to hire for the position of Superintendent, but 

have no policy for alternative certification for principals. 

A review of the Education Commission of the States Report (2011) revealed that 

while some states offer alternate routes to certification for teachers and superintendents, 

many do not offer an alternate route to certification for principals. A careful review of 

state alternative certification programs revealed that states not only define alternative 

certification differently they also differ in eligibility criteria and qualifications of program 

applicants; while some states insist that applicants have a teaching certificate and years of 

teaching experience, other states take professional experience, leadership and 
» 

administrative qualities of principal candidates into account in consideration of hiring. 

Georgia offers alternate routes to certification for teachers and superintendents, 

but there is no alternate route to certification for principals; Instead, initially implemented 

in July 2007 and revised July 2010, the State of Georgia constructed an Educational 

Leadership permit (Georgia Professional Standards Commission Rule 505-2-. 10 (12) that 

is relevant for candidates interested in applying for a Superintendent or Building 
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Principal position who are from outside of the traditional educational route, and are 

selected to serve in the prospective role. While some researchers believe that both 

traditional and nontraditional approaches should be used in recruitment efforts, and 

considered to address current and future school leader shortages (Papa, Jr., & Baxter, 

2005), the "One Best Model" may hinder nontraditional candidates from being able to 

progress towards entry-level administration or, eventually, the principalship (Hoang, 

2009). The idea of a "One Best Model" states that school administration positions should 

be filled with teachers, because only teachers understand school (Cooper & Boyd, 1988). 

Cooperman (1988) and Cooper and Boyd (1988), discuss the pitfalls of the "One Best 

Model" of school leadership stating that it may create a closed system , which produces 

mediocre educational leaders. 

Alternative certification was initially introduced to the field of education when 

school districts were reporting a drastic shortage in teachers (Shaughnessy, 2006), and it 

was created as an initiative to address the teacher shortage. Alternative certification 

forced the field of education to recognize the capabilities of professionals employed 

outside of the field, and it was a direct challenge to the status quo (Shaughnessy, 2006). 

Teachers of past had entered the field of Education with limited training in curriculum 

and instruction, and immediately after four years of college; yet, once a teacher shortage 

was discovered, school systems were forced to create additional means of procuring and 

maintaining a steady pool of educators (Shaughnessy, 2006). Additionally, as it began, 

alternative certification challenged the status quo by utilizing master teachers to provide 

on-site training and mentor suitable candidates that were chosen for the program. 
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Although current alternative certification programs are housed within existing 

universities and colleges of education, original alternative certification programs were 

created with minimal input from universities, and little emphasis on coursework. Careful 

selection, intensive training, and purposeful placement of alternatively certified and 

nontraditional educators led to a paradigm shift in certification, and were resolution to the 

alarming teacher shortage. 

Roza et al. (2003) conducted a study on the shortage of school principals and 

noted that 75% of human resource directors were hesitant to place alternatively certified 

candidates into the principalship. Similarly, a national study revealed that 59% of 

superintendents agreed that the hiring of nontraditional candidates as principals was a bad 

idea (Bianchi, 2003; Farkas, Johnson, Duffett, Foleno, & Foley, 2001). Some study 

participants, currently serving in the role of superintendent, responded that professionals 

outside of the school system did not understand the field of Education (Farkas et al., 

2001) and, therefore, would not be likely candidates for the principalship. A report 

prepared by the Southern Regional Education Board (2007) asserts that highly skilled 

school leaders are not born, they do not materialize from traditional school leadership 

graduate programs, and they do not necessarily rise from the instructional setting of the 

classroom; new principals become effective principals by participating in well-designed 

and rigorous mentoring programs that create real-world challenging leadership 

opportunities (Gray, Fry, Bottoms, & O'Neill, 2007). Whether a traditional or 

nontraditional candidate is considered, filling school leader vacancies with ill-trained and 

under-qualified candidates will not resolve school leadership deficiencies, and will only 
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continue the cycle of low -achieving schools and underser\ed students (Bottoms & 

O'Neill. 2001). 

Effective recruitment and the selection of school principals is one of the biggest 

challenges that educational organizations face (Normore, 2006). The process used to 

evaluate and screen candidates against selection criteria is flawed, and as long as school 

districts continue to use flawed processes the likelihood of hiring under-qualified 

candidates is increased (New Teacher Project, 2006). To be a successful administrator, a 

new or prospective principal candidate requires a mix of experience and practical know-

how. and benefits greatly from learning about schools and leadership from multiple 

disciplines and fields that are in and out of Education (Nelson. 2009). Educational 

Leadership is not a field which is so unique that experiences from other fields, which are 

not inclusive of K.-12 teaching and specialized coursework, become irrelevant and 

inapplicable to school leadership (Hess. 2003). 

Throughout the nation, principal preparation programs have gained notoriety for 

their efforts in creating innovative programs that use real-world experiences and training 

to prepare principal candidates to serve as school leaders. Six innovative programs were 

identified by the United States Department of Education (US DOE) and published in their 

Innovation in Education Series (2004). The New Jersey Study, Boston Principal 

Fellowship Program. First Ring Leadership Academy, Leadership Academy and Urban 

Network for Chicago. New Leaders for New Schools, and Principals Excellence Program 

were amongst those identified (US DOE. 2004). W hile all of the above programs prepare 

candidates to become principals. New Leaders for New Schools and the Principals 



Excellence Program were noted to accept candidates into their respective programs who 

have never been teachers, and are from outside of the traditional pool of applicants 

(Styron & LeiMire, 2009). While traditional principal preparation programs have come 

under fire for their lack of connection to the day-to-day duties and relevance to modern 

day principals, alternative preparation programs are utilizing hands-on experiences, and 

innovative means to prepare principal candidates for the changing role of school 

administrator (Styron & LeMire, 2009). 

There are several gaps in the research of which model of knowledge, training, and 

preparation constitutes best practice of how school principals should be prepared to lead 

schools (McCarthy & Forsyth, 2010). A historical debate about leadership preparation is 

found between those that believe that leadership preparation should be tackled from the 

foundation of technical-rational knowledge and between others who believe professional 

knowledge is derived from artistry, which is experience gained from practice (McCarthy 

& Forsyth, 2009). The debate between technical knowledge and artistry has ensued for 

more than a century, and has focused on how knowledge, skills, and experiences should 

be derived for school leaders. In addition to the debate of how school leader preparation 

should be derived, debate has also focused on content of knowledge and whether 

management or instructional coursework is viewed as being most relevant in leadership 

preparation (McCarthy & Forsyth, 2009). Additional research is recommended to study 

the success rate of principal preparation programs in preparing school leaders, efficacy 

related to administrative licensure, and the merit of alternative approaches to school 

leader preparation (McCarthy & Forsyth, 2010). 



In light of the existing structure of school leadership and administration, one must 

consider the history of school leadership and administration. Some researchers maintain 

that there is a scarcity of literature on the history of the principalship (Blount, 1998; 

Tyack & Hansot, 1982). According to Rousmaniere (2007), not only is the history of the 

public school principal missing from the leading American journal in the field of 

Education, History of Education Quarterly, the position of school principal is also 

missing from the political history of school administration and the social history of 

schools. Other researchers offer abbreviated, but distinct, details of the origin of school 

leaders and educational leadership (Clarke, 2005; McCarthy & Forsyth. 2009; McCarthy 

& Forsyth, 2010). History of the principalship lacks depth, partly because most historical 

research on school leadership focused primarily on district-level leaders (Blount, 1998) 

(Tyack & Hansot, 1982). Kafka (2009) offers three explanations why there is a dearth of 

research into the principalship. First, she suggests that most historical accounts of school 

administration were written by non-historians without analysis of historical evidence. 

Second, historians inadvertently combined the position of school leader and the position 

of school superintendent under the label of "administrative progressives". Third, the 

principalship was considered a position that was occupied with the handling of student 

disciplinary actions, and in that capacity, was not of interest to historians. 

The role of the modem school principal is a highly complex one, proven to be 

increasingly and progressively demanding in nature (Lindahl, 2010). Leadership 

encompasses both the skills of managing routine processes and leading individuals 

through technological, organizational, and cultural change (Hess, 2003). 
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Statement of the Problem 

The United States is approaching a crisis in school leadership (Fordham, 2003; 

Fullan, 2006; Guterman, 2007; Moore, 1999; Papa, Jr., & Baxter, 2005; Pounder & 

Merrill, 2001). While rural school districts in the nation seldom experience a shortage in 

school principal prospects (Cruzeiro & Boone, 2009), urban school districts have the 

fewest number of qualified high school principal candidates (Carney, 2006; Harris, 2001; 

New Teacher Project, 2006; Pijanowski et al., 2009). Although a shortage in quality 

principal candidates may exists in some states, many school superintendents and school 

districts are not actively recruiting candidates or making efforts to grow their own 

candidates (Carney, 2006). Page (2006) acknowledges that if the number of new leaders 

emerging from the ranks of teachers does not meet the needs of schools, the need may be 

met by opening the door to nontraditional leadership candidates. 

To meet principal shortage needs, some states have created alternative 

certification routes, while other districts and states have written accommodations into 

state policies that allow for the conditional, temporary, or provisional hiring of 

individuals who do not meet state certification requirements to become hired as a school 

leader. Page (2006) acknowledged that if the number of new leaders emerging from the 

ranks of teachers does not meet school needs and address the principal shortage, then the 

need may be met by opening the door to nontraditional leadership candidates. According 

to the Education Commission of the States Report (2011), there are twenty-three states 

that do not have a state policy for alternative certification of principals; however, 
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exceptions are written into state policies which may allow nontraditional candidates to 

obtain a principalship. 

While nontraditional leadership candidates may be an option to filling 

principalship positions, hiring attitudes in favor of the "One Best Model" may prevent 

nontraditional candidates from being able to progress towards entry-level administration 

or, eventually, the principalship (Bianchi, 2003; Farkas et al., 2001; Hoang. 2009; Roza 

et al., 2003). In a 2006 study, Carney concluded that the superintendent position is a 

political one, and because of that, superintendents seek to hire school principals who can 

maintain the status quo and avoid disrupting the existing equilibrium in the district. The 

idea of a "One Best Model" states that school administration positions should be filled 

with teachers, because only teachers understand school (Cooper and Boyd, 1988). The 

"One Best Model" of school leadership is widely accepted in educational practice and the 

hiring of school administrators; however, this model poses a barrier for aspiring school 

leaders w ho may lack a teaching background. 

Superintendents are viewed as the gatekeepers of school districts, and are key in 

the recruitment, screening, and selection of principal candidates and the recommendation 

of principal candidates to school boards (Hoang. 2009). There is a documented shortage 

of qualified candidates for the position of principal in school districts (Carney, 2006). 

The problem is that despite a documented shortage of qualified school principal 

candidates, the beliefs and attitudes of school superintendents (Bianchi, 2003; Farkas et 

al.. 2001) may prevent qualified nontraditional school leader candidates from obtaining 

school leadership positions and filling school principal shortages (Fordham, 2003; 
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Hoang, 2009). This is a problem because scholars predict that the principal shortage will 

continue and the next ten years will yield a 40% turnover in school leadership (Styron & 

Lemire, 2009). Additionally, superintendents are discontented with the caliber of 

principal candidates being presented to them for consideration (Bjork & Rinehart, 2004), 

and nontraditional principal candidates may serve to expand the existing talent pool of 

school leaders (Fordham, 2003; Hess, 2003; Papa Jr., & Baxter, 2005). 

Although obtaining a school leader position in the absence of teaching experience 

is rare, it is not impossible. Superintendents are most interested in the leadership qualities 

of candidates (Roza et al., 2003), and may be more apt to hire a nontraditional or 

alternatively licensed applicant for the position of school principal if they perceive a 

candidate can successfully lead school instruction, if they have hired alternatively 

licensed principals in the past, if they have a positive opinion of alternative licensure, and 

if they believe stakeholders are open to accepting an alternatively licensed candidate as 

principal (Kufel & Parks, 2010). Wherein superintendents may be open to hiring an 

alternatively licensed candidate, human resource departments default to the traditional 

qualifications of years of teaching experience as a prerequisite qualification (Roza et al., 

2003). 

Assistant principals and teachers were once considered a dependable source from 

which principal candidates could be found, yet, there are several educators who hold 

administrative licenses but choose not to pursue a career in educational leadership 

(McNeese, Roberson & Haines, 2008). The problem, however, is not in securing enough 

certified individuals to meet principal shortage needs, but in securing highly qualified 
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individuals who are willing to serve in the role of school principal (McN'eese et al., 

2008). Researchers contend that it is the quality of the applicant pool that has changed, 

not the quantity (Roza et al., 2003; Whitaker & Vogel, 2005). Although an assumption is 

made that an individuals' successful receipt of a leadership certificate equates an educator 

as not only qualified but ready to successfully manage schools (Bjork & Rinehart, 2004), 

findings from a study of Arkansas superintendents revealed that less than half of all 

certified applicants who apply for a principalship are considered qualified (Pijanowski et 

al., 2009). 

Policymakers have addressed questions of whether State level certification 

requirements deter individuals without teaching backgrounds from entering the field of 

school administration (Gates et al., 2003). This idea becomes relevant and of particular 

interest if there are not enough qualified individuals capable, willing, and able to fill 

school administrative positions (Page. 2006). Although many educators hold the 

credentials necessary to become a school leader, many do not serve in a leadership 

capacity in their school and are not willing or capable of assuming school leadership 

positions (Hartley, 2008; Page, 2006). This fact is compounded by findings that state 

level certification requirements (Gates et al., 2003). the beliefs and attitudes of hiring 

officials (Bianchi, 2003; Farkas et al., 2001), and the existing status quo (Carney. 2006) 

may prevent qualified nontraditional school leader candidates from obtaining a 

principalship. 

Human resource directors and superintendents are the officials who are charged 

with recruiting, screening, and hiring school principals (Roza et al., 2003). Many human 
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resource professionals equate years of classroom teaching experience with skills of a 

qualified school leader, and default to those beliefs when screening principal candidates 

(Roza et al., 2003). Superintendents disagree that leadership skills are related to a lengthy 

teaching tenure or a leadership certificate, and expand that the extensive leadership skills 

that are needed to be a school leader are uncommon skills in traditional school principal 

candidates (Roza et al., 2003). Despite a documented shortage of qualified candidates for 

the position of principal, many human resources directors are content on relying on 

selection criteria unrelated to the leadership skills that schools need (Roza et al., 2003). 

Additionally, a gap exists between what superintendents desire in principal candidates 

and what experienced human resource directors rely on to screen prospective principal 

candidates. The gap between what is desired of a candidate and what criteria are used to 

screen applicants may be contributing to a shortage of qualified school principal 

candidates, an abundance of under-qualified candidates, and poor school leadership at the 

helm of our nation's schools (Normore, 2006; Roza et al., 2003). 

Research Questions 

Expansive leadership experience is the primary quality sought in school principal 

candidates (Roza et al., 2003). Superintendents have complained of existing under-

qualified and unsatisfactory school principals, yet the question remains as to how school 

superintendents perceive nontraditional applicants for the position of the principalship, 

and the option of utilizing nontraditional school principal candidates to address the 

shortage of qualified school principal candidates. As stated by Herrington and Willis in 

Hartley (2007), 'it remains unknown w hether or not opening up the field of educational 
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administration will produce better leaders because it has never, in truth, been fully 

implemented and studied" (p. 18). 

This study utilized the following research questions to explore and seek insight into this 

topic: 

RQi How do P-l 2 School superintendents perceive the notion of nontraditional 

applicants to address the shortage of qualified school principal candidates? 

RQ:: How do superintendents define quality school principal candidates? 

Theoretical Framework 

The Theory of the Business Model is a theory from business management w hich 

was coined by Peter F. Drucker. The major tenet of this theory is that organizations 

decline and/or fail because they rely on obsolete or invalid assumptions to make 

fundamental business decisions (Drucker, 1994). According to Drucker (1994), the 

theory of the business has three parts: 1) assumptions about the environment of the 

organization (society and its structure, the market, the customer and technology); 2) 

assumptions about the specific mission of the organization; 3) assumptions about core 

competencies that are needed to accomplish the mission of the organization, and define 

where an organization must excel to maintain leadership. 

There are four specifications of a valid theory of the business model (Drucker, 

1994). 1) the assumptions about environment, mission, and core competencies must fit 

reality; 2) the assumptions in all three areas have to fit one another; 3) the theory of the 

business must be known and understood throughout the organization; 4) the theory of the 
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business has to be tested constantly to help assure that it continues to fit the current needs 

of the business and reality. 

In an effort to allow business models to mirror reality, organizations must take a 

proactive approach to prevent stagnation of company policies by monitoring and testing 

the theory of the business model. The first preventative measure is the process of 

abandonment (Drucker, 1994) in which it is recommended that every three years an 

organization must challenge every product, every service, every policy, every distribution 

channel. This practice forces an organization to test assumptions, routines, and policies 

that are in place. The second preventative measure advises that because fundamental 

change often occurs outside of the organization, companies should study noncustomers 

and the events that take place outside of the business; this step helps organization's to 

remain aware of change as it occurs (Drucker, 1994). Once an organization achieves its 

original objectives, it must develop new objectives. When a manager is able to recognize 

warning signs that the theory of the business is nonfunctional or deficient, then he/she is 

able to detect problems within the organization early and make the necessary changes to 

sustain it. Lastly, Drucker (1994) alludes to the responsibility of the CEO of an 

organization to monitor business practices and restore a company by altering the theory 

of the business when defunct. 

Viewing this study through the theory of the business model (Drucker, 1994) 

may assist the researcher in understanding 1 )How P-12 school superintendents perceive 

the notion of nontraditional applicants to address the shortage of qualified school 

principal candidates and 2) How superintendents define quality school principal 
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candidates. The theoretical framework may also assist the researcher in explaining factors 

that may be contributing to the documented shortage of candidates w ho are considered 

qualified for the position of school principal. 

Significance of the Study 

The documented shortage of quality school principal candidates, and 

superintendents' discontentment w ith the caliber of principal applicants being presented 

to them for consideration may be a contributing factor to the decline of America's public 

school system (Bjork et al., 2004). Furthermore, the "One Best Model" of school 

leadership is widely accepted in educational practice and the hiring of school 

administrators; yet, this model poses a barrier for aspiring school leaders who may lack a 

teaching background but otherwise have the leadership traits necessary to successfully 

lead a school (Hess, 2003). A review of related literature revealed 1) a dearth of research 

on the topic of superintendent perceptions regarding usage of nontraditional applicants to 

meet a shortage of qualified school principal candidates, 2) a nonexistent universal 

definition of qualified school principal candidate, and 3) that a gap exists in what 

qualities, skills, and experiences constitute an individual to be considered a qualified 

principal candidate. In light of the inconsistencies found in the literature review , this 

study seeks to provide a scholarly body of literature that may serve to a) heighten 

awareness to the perceptions of superintendents regarding nontraditional school principal 

candidates, b) heighten awareness to the perceptions of superintendents towards utilizing 

nontraditional school principal candidates to meet the shortage of qualified school 

principal candidates, c) expand and or refine the definition of a qualified school principal 



19 

candidate, and d) expand the perceived pool of qualified principal candidates who are 

presented to school superintendents for hiring consideration. 

Procedures 

A structured, open-ended questionnaire was used in this qualitative study The 

researcher studied the opinions and perceptions of sample participants in an effort to 

improve practice, therefore, this study was best approached qualitatively (Merriam, 

2009). The purpose of applied research is to establish a body of w ork that may improve 

the quality of practice in a field, or influence how things are done within the field 

(Merriam, 2009). Under the premise of a basic qualitative study, this study concentrated 

on understanding and process, utilized a purposeful sample, collected data via 

exploratory questionnaires, used inductive and comparative data analysis techniques, and 

presented findings in the context of themes or categories (Merriam, 2009). 

Utilizing the opinions of school superintendents, the researcher explored how 

superintendents perceive nontraditional school principal candidates to address the 

shortage of qualified school principal candidates. This study solicited the opinions of 

superintendents who have been elected or appointed into their position. The anonymity of 

the sample participants being utilized in this study was key; therefore utilizing a 

structured, open-ended questionnaire to capture data offered study participants an 

opportunity to express their opinions and judgments privately (Rowe & Wright, 2001), 

and proved to be a relatively accessible and time conscious option to study participants. 
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Population 

Since inception of the Broad Superintendents Academy in 2001, 139 graduates 

have successfully completed the 10-month program. According to Samuels (2011), of the 

graduates 39 currently serve as school district superintendents, 31 serve as executives in 

education nonprofits or private-sector organizations, 28 are cabinet-level executives in 

school districts, 24 work in other fields, 10 are retired, 4 hold federal, state, or U.S. 

territory education policy positions, and 3 are state commissioners of education. At the 

present time, the Broad Superintendents Academy Fellows are working in twenty six 

states. The State of Georgia has 180 public school districts and 180 superintendents. The 

setting for this study is online and w ill be inclusive of school district superintendents 

from districts in the State of Georgia and within states that have a Broad Superintendent 

Academy Fellow serving as district leader. Broad academy fellows and superintendents 

who are actively employed in the position of school superintendent will comprise the 

population from which this study will build. 

Sample 

The questionnaire w ill be administered online. Because the researcher proposes to 

study the opinions and practices of superintendents who are geographically situated in 

numerous states, a study based in an online setting should prove to be a relatively 

accessible and time conscious option to study participants. Utilizing purposeful 

sampling, the researcher will seek study participants who are superintendents within the 

State of Georgia, graduates of the Broad Superintendents Academy and are actively 

employed in the position of school superintendent. 
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Instrumentation 

There is limited literature on the perceptions of school superintendents regarding 

nontraditional school leaders and superintendent perceptions of what qualities constitute a 

qualified school principal; however, the researcher used related literature to construct 

questions in alignment with the exploratory questionnaires that were used in this study. 

After study participants completed the questionnaire, a telephone follow -up and or email 

follow-up was used to clarify meaning. 

A 10 question interv iew protocol was followed. The researcher checked the 

interview protocol for validity by conducting a pilot study w ith a minimum of one active 

or retired educator that has previously served or currently serves in the position of school 

superintendent. To establish the trustworthiness or creditability of the study, the 

researcher employed several strategies as discussed in Merriam (2009). Member checks, 

a rich thick description, adequate engagement in data collection, and maximum variation 

were used to assure the study contains validity. 

Data Collection Procedures 

The exploratory questionnaire was used to elicit and gather opinions that provided 

insight into the topic of study. The first step of the interview was to utilize the selection 

criteria to identify and select the superintendents that will comprise the sample for this 

study. Study participants were members of the Georgia School Superintendent 

Association or graduates of the Broad Superintendents Academy who were actively 

employed in the position of school superintendent. After IRB approval was obtained, a 

letter explaining the study and requesting participation was sent to potential study 
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participants via email. The researcher used the response pool of potential participants to 

select a homogenous sample to participate in the study. From the list of indiv iduals who 

acknowledged interest in being a study participant and agreed to participate in the study, 

a link to the online exploratory questionnaire was be emailed to them. Study participants 

agreed to complete an exploratory questionnaire, and acknowledged that a telephone 

follow-up may be necessary to clarify meaning. 

Institutional Review Board Approval 

IRB approval was sought from Mercer University. The Broad Superintendents 

Academy allows public access to graduates of their program and provides information 

regarding the school system in which academy graduates are employed via the internet. 

The Georgia School Superintendents Association allows public access to viewing the 

contact information for sitting Georgia school superintendents. Due to the public access 

to Broad fellow and Georgia superintendent contact information, it was not necessary to 

obtain IRB approval through the Broad Center for the Management of School Systems' 

Broad Superintendents Academy or the Georgia School Superintendents Association. 

Data Analysis 

The data received was analyzed using open coding and grouped using axial 

coding. According to Creswell (2007), open coding is the first step in data analysis and 

separates data into categories of information and major themes. Axial or analytical 

coding solicits the researcher into the interpretation of data (Merriam, 2009). Axial 

coding follows open coding and involves the researcher relating the categories of 

information and major themes to a central category (Creswell, 2007). 
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Reporting Results 

Raw data obtained from the exploratory questionnaire was reported using rich, 

thick descriptions. Data findings were reported in narrative form. 

Limitations 

This study was conducted online. In such studies, it may be difficult for the 

researcher to assess the degree and level of participation that sample participants will 

have as they navigate through the study. To address this limitation, the researcher notified 

participants of the anticipated amount of time that their participation in the study and the 

follow up process will take. 

Researcher bias is a limitation that was addressed by grounding the study in the 

literature. The researcher utilized related literature to construct questions for the 

questionnaires that will be used in this study. 

This study utilized Graduates of the Broad Superintendents Academy and Georgia 

school superintendents as the study sample. The researcher acknowledged that graduates 

of the Broad Superintendents Academy have received specialized training in alignment 

with the Broad Foundation and Broad Center for School System Management model. 

Additionally, the Broad Superintendents Academy accepts program applicants from 

traditional and nontraditional fields. The researcher addressed this limitation by 

acknowledging that completion of the Academy, and the specialized training received 

while in the Academy may have had an influence on the attitudes, beliefs, and opinions 

held by Academy graduates. 



24 

Delimitations 

This study was delimited to Georgia superintendents and superintendents who 

have graduated from the Broad Superintendents Academy and are currently serving in the 

position of school superintendent. 

Definition of Terms 

Alternative Certification: Alternative certification is a nontraditional means of 

certification for individuals whose career did not originate in the field of education 

(Shaughnessy, 2006). Alternative certification began as a means to address the teacher 

shortage, and has since expanded to encompass other fields of Education, including 

Educational Leadership. 

City: City is a territory inside an urbanized area and inside a principal city (National 

Center for Education Statistics [NCES] Definitions, 2012). 

Distributed Leadership: Within distributed leadership, all leaders contribute unique value, 

and exercise leadership to improve student achievement and organizational effectiveness. 

In distributed leadership responsibilities are distributed among teachers and 

administrators. Distributed leadership encourages leaders to work collaboratively to 

improve student achievement (Davis, 2006). 

Gatekeeper: A gatekeeper is an individual who has key responsibilities related to the 

recruitment, screening, ranking, and hiring of applicants (Hartley, 2007). 

Nontraditional: Nontraditional leaders are those men and women who leave their fields of 

origin to become school system leaders (LaFee, 2004); however, for purposes of this 

study the researcher expands the definition to also encompass Nontraditional school 
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leader candidates who have certification in School Leadership, but do not have Teacher 

certification and no experience as school teachers. 

One Best Model: The idea of a "One Best Model" states that teachers understand school, 

and are the only acceptable candidates for administration (Cooper & Boyd, 1988). 

Rural: Rural is a census-defined rural territory that is 1 or more miles away from an 

urbanized area, or a rural territory that is 1 or more miles away from an urban cluster 

(NCES Definitions, 2012). 

School: School is defined in this study as public schools. Superintendents of private 

schools were not included in this study. 

School Principal: A school principal is defined in this study to include building level 

principals at the elementary, middle, and high school; this study is not inclusive of school 

assistant principals. School Leaders: used interchangeably with school principals. 

School Superintendent: A school superintendent is one who "serves as the chief executive 

officer of the local board of education and is charged with the responsibility for carrying 

out their policies and administering district affairs" (Petersen & Fusarelli, 2005, p. 7-8). 

Suburb: A suburb is a territory outside a principal city and inside an urbanized area 

(NCES Definitions, 2012). 

Town: A town is a territory inside an urban cluster that is more than 1 mile from an 

urbanized area (NCES Definitions, 2012). 

Summary 

The nation is approaching a crisis in school leadership, and scholars predict that 

over the next ten years a 40% turnover in school leadership will occur. It has been 
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predicted that between the years of 2009 and 2021, more than 3.9 million new teachers 

will be needed to meet school needs. The "One Bet Model" of school administration is an 

idea that school administration positions should be filled with teachers, because only 

teachers understand the business of schools. If the "One Best Model" is true then the 

attrition rate and shortage of school teachers may be of importance to school governance 

officials who may have current or future vacant administrative positions. Some 

researchers believe that traditional and nontraditional approaches should be used in 

recruitment efforts and utilized to address leader shortages, but the belief that school 

leaders should have experience as school teachers may hinder nontraditional candidates 

from being able to progress towards educational administration. 

There is a documented shortage of qualified school principal candidates. The 

problem is that despite a documented shortage of qualified school principal candidates, 

the beliefs and attitudes of school superintendents may prevent qualified nontraditional 

school leader candidates from obtaining school leadership positions and filling school 

principal shortages. This introduction brings the reader to the intent of the study which 

was to explore the perceptions school superintendents hold regarding the traits of quality 

principal candidates, nontraditional school principal candidates, and the option of 

utilizing nontraditional school principal candidates to address the shortage of school 

principals. The researcher explored how school superintendents perceive nontraditional 

school principal candidates and how they define quality school principal candidates; 

therefore, this study was approached qualitatively. A structured, open-ended 
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questionnaire was used in this qualitative study. Chapter 2 will address the basic queries 

proposed in the Introduction by addressing a review of related literature. 



CHAPTER 2 

REVIEW OF LITERATURE 

A review of literature provides the reader with a foundation to understanding why 

the study is both necessary and relevant. A review of literature may prov ide the evidence 

of the importance of research and enable to reader to conclude that the study will add to 

the existing scholarship on the subject. The literature review is an extensive, but not 

necessarily exhaustive, review of relevant literature on the problem and topic. 

History of Leadership and School Administration 

Some researchers consider the history of the principalship to be brief in depth 

(Kafka, 2009; Rousmaniere, 2007). Kafka (2009) offers three explanations why a lack of 

research on the principalship exists. First, she suggests that most historical accounts of 

school administration were written by non-historians and lacked accounts of historical 

evidence. Second, historians inadvertently combined the position of school leader and the 

position of school superintendent under the label of "administrative progressives". 

Educational reformers of the nineteenth century w ere classified as either pedagogical 

progressives whose approach to education was child-centered and humanistic or 

administrative progressiv es who were proponents of school systems built on a foundation 

of fiscal economy and organizational accountability (Rousmaniere, 2007). Third, the 

principalship was considered a position that consisted of primarily handling student 

disciplinary actions, which was of no interest to historians. The available history of the 

28 
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principalship provides a foundation of understanding how the position of School Leader 

has evolved into the complex and multi-faceted position that it is today (Kafka, 2009). 

The history of public education and the position of school principal is relatively 

new (Kafka, 2009). Educational leadership did not emerge as a separate specialty in 

colleges and universities until the 20rh century (McCarthy & Forsyth. 2009), but the 

American system of public education was established in the 19,h century (Tyack & 

Hansot, 1982). The original structure of public education is primitiv e in consideration of 

the public education system which exists today (Tyack & Hansot, 1982). Small one-room 

schools were prominent in the United States during the nineteenth century and were led 

by teachers who were unsettled in education as a profession and were loosely governed 

(Tyack & Hansot, 1982). Prior to the formalization of school leaders, single teachers, also 

referred to as Masters, of this time were hired and superv ised by lay trustees of the local 

community (Kafka, 2009; Tyack & Hansot, 1982). It wasn't until the early 1800s when 

schools expanded in size that grade level classes were constructed and the notion of 

"principal teacher" was deemed a necessary addition to the operation of schools (Kafka, 

2009). This principal teacher was a teacher, who in addition to having teaching 

responsibilities, acquired additional administrative and clerical duties that helped the 

school maintain order (Kafka, 2009). Teaching responsibilities were eventually removed 

from the duties of the principal teacher, and duties that w ere more consistent with being a 

manager, administrator, supervisor, and instructional leader were acquired (Kafka, 2009). 

The development of the school principal had a significant impact on 

organizational changes in public education (Rousmaniere, 2007). According to 
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Rousmaniere (2007), early principals acted as liaisons between the district central office 

and the classroom. In an effort to professionalize the position of the principalship, 

educational reformers distinguished between everyday administrative tasks and the 

supervisory responsibilities that were more aligned with being an educational leader 

(Rousmaniere, 2007). Professionalizing the principalship, and distinguishing between the 

position of school teacher and school principal w as not an easy feat; making the 

distinction was complicated by the fact that principals were required to have experience 

as teachers (Rousmaniere, 2007). The second step in professionalizing the principalship 

was to tighten academic qualifications for the position, and distinguish between teacher 

preparation and administrator preparation programs (Rousmaniere, 2007). Although an 

effort has been made to professionalize the position, designate it as one of authority, and 

distinguish between the roles of principal and teacher, the principalship remains closely 

tied to the classroom. 

Nontraditional school leadership is not new to the field of Education. School 

leaders of the early 19th century were part-time educational reformers who earned a living 

primarily in other professions as ministers, lawyers, farmers, businessmen, editors, 

politicians, and college presidents and professors (Tyack & Hansot, 1982). Seldom was 

education chosen as a lone career and school leaders often moved from one occupation to 

another (Tyack & Hansot, 1982). Having skills and experiences outside of the traditional 

realm of Education was considered a plus in the 19th century (Tyack & Hansot, 1982). 

Indeed, individuals from various professions were deemed successful in their efforts to 

reform the common-school movement because the skill set they held enabled them to 
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deliver arguments outside of the boundaries of narrow professional terms and in more of 

a broadly persuasive language (Tyack & Hansot, 1982). They used a variety of means to 

bring consciousness to public education, and they formed networks of peers and 

supporters that helped them further the school reform movement (Tyack & Hansot, 

1982). School leaders of the 1800s, held a diverse set of skills obtained from various 

professions which proved to be a valuable resource in Education, and in their work as 

school reformers in multiple causes (Tyack & Hansot, 1982). 

As stated by Murry (in Pope, 2011), there are four eras of the principalship. 

During the Ideological Era (1820-1899), the majority of school leaders received no 

formal training and worked in a one-room schoolhouse. School leaders learned how to be 

efficient in their job duties by on-the-job training and trial and error. During the 

Prescriptive Era (1900-1946), a priority was placed on formalizing school leader training, 

and business management theories and strategies were used to establish school leader 

programs. Expertise in pedagogy was stressed, and prospective principals were taught 

technical skills unique to pedagogy. Discipline, theory, and research were common to the 

Scientific Era (1947-1985), and the importance of teaching family values and pedagogy 

shifted to a priority of math and science instruction by school leaders. Standards, reform, 

and accountability were introduced during the Dialectic Era (1986-present). A shift in 

priority was felt once again as school leaders were now required to transition from 

traditional school management to becoming the instructional leader of the school. 

A historical debate about leadership preparation is found between those that 

believe that leadership preparation should be tackled from the foundation of technical-
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rational knowledge and between others who believe professional knowledge is derived 

from artistry (McCarthy & Forsyth, 2009). Technical knowledge, or expertise, is gained 

through scientific research and traditionally obtained through independent self-study or 

formalized learning environments and institutions (McCarthy & Forsyth, 2009). Artistry, 

or practice knowledge, is that which is acquired through the practice and experience 

gained while in the field; practice knowledge is one that can be learned, but is difficult to 

teach (McCarthy & Forsyth, 2009). The debate between technical knowledge and artistry 

has ensued for more than a century, and has focused on how knowledge, skills, and 

experiences should be derived for school leaders. In addition to the debate of how school 

leader preparation should be derived, debate has also focused on content of knowledge 

and whether management or instructional coursework is viewed as being most relevant in 

leadership preparation (McCarthy & Forsyth, 2009). 

While the title of school principal remains the same, the duties of the 

principalship have expanded and grown more complex since the early 19lh century when 

the notion and necessity of school leadership were first contemplated. Summarized by 

Bjork and Rinehart (2004), "the role(s) of school principal shifted over time from 

pedagogy in the 1920s; to scientific management in the 1930s; to patriotism in the 1940s 

and 1950s; to academic excellence in the 1960s; to social awareness in the 1970s; to 

instructional leadership in the 1980s; to improving student performance after the 1990s. 

With each decade, new responsibilities of being a school principal are added, but seldom 

are school principal duties removed (Rayfield & Diamantes, 2004). More emphasis is 

placed on educational leadership than managerial tasks (Rayfield & Diamantes, 2004), 
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but principals often seek balance between the demands associated with being an 

instructional leader and being and effective manager. Principals attempt to master and 

manage tasks according to daily priorities of their job. 

Entry into the Field of Educational Leadership 

McCarthy and Forsyth (2009) hypothesize the basic building blocks of 

professional leadership preparation programs. In any given profession, practitioner 

preparation should include the variables of (a) induction (b) curriculum (c) structure (d) 

delivery (e) field components (McCarthy & Forsyth, 2009). 

Induction. Recruitment and selection are used to determine who should or should 

not be inducted into the field of Educational Leadership. According to McCarthy and 

Forsyth (2009), universities are charge with responsibilities related to recruitment and the 

initial stages of leadership preparation; however, universities have, historically, shown 

little interest in revising recruitment practices into traditional preparation programs. 

Selection criteria have been most impacted by market factors rather than the discussion of 

reform. Practitioner competence, political, interests, and economic interests are all factors 

that influence induction. Scholars state that leadership preparation must develop 

candidates' knowledge, skills, and dispositions, seek those who have an existing 

foundation of know ledge, skills, and dispositions, and use a combination of both 

selection and preparation. While the specifics of what constitutes adequate content related 

to knowledge, skills, and dispositions has yet to be defined, critics agree that defining 

knowledge, skills, and dispositions is relevant for each preparation program. 
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Curriculum. According to McCarthy and Forsyth (2009), various stages in the 

orientation of university coursework for prospective leaders have been documented. In 

the 1950s professors were recruited from the ranks of practice, and had minimal interest 

in research. As a result, professors were faulted for their lack of a theoretical and research 

foundation. Reformers responded by expanding principal preparation programs from that 

of practice to utilizing the social sciences to establish an education base. The focus of 

weaving the social sciences into educational leadership, and hiring from technical 

knowledge rather than practice climaxed in the early 1980s (McCarthy & Forsyth, 2009). 

Different sources provide conflicting views of what educational leadership 

curriculum should contain. As discussed in McCarthy and Forsyth (2009), the National 

Policy for Board Educational Administration recommends that programs contain 

components of societal and cultural influences on schooling, teaching, and learning 

processes and school improvement; organizational theory; methodologies of 

organizational studies and policy analysis; leadership and management processes and 

functions; policy studies and politics of education; and the moral and ethical dimensions 

of schooling. McCarthy and Kuh (in McCarthy & Forsyth, 2009) identify leadership and 

organizational theory among the seven most reported content specializations of faculty 

members. In the 1990s, faculty considered leadership, law, organizational theory, the 

principalship, economics and finance, and superv ision to be the primary areas of 

specialization (McCarthy & Forsyth, 2009). 

Principal preparation programs have been criticized for their lack of cohesion and 

disconnect from principals of cognition and leadership. Curriculum review s reveal that 
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preparation programs are structured to meet minimal licensure requirements rather than 

teach exemplary instructional and leadership practices that would serve to prepare 

candidates to lead schools effectively. Additionally, according to McCarthy and Forsyth 

(2009), evidence suggests that state licensure requirements encourage universities to keep 

school coursework the same. 

Structure. Principal preparation programs are structured around the degree 

programs of colleges and universities. Masters degrees and Doctoral degrees are 

recognized and accepted in the context of school leadership roles. Initially, however, no 

specific degree had been designated as a prerequisite to obtain a principalship or 

superintendency. Rousmaniere (2007) adds that when the principalship began in the 19Ih 

century there were conflicting views on the topic of whether technical-rational 

knowledge or experience and practice was best in potential candidates. Some early 

reformers believed that a teacher with years of experience trumped the instructional and 

curriculum expertise of other educators. Despite conflicting views, graduate programs of 

the time supported the idea that administrators should be educational experts 

(Rousmaniere, 2007). Currently, there are no universal requirements for principals to 

acquire graduate or advanced degrees. Additionally, there is no universal policy which 

mandates that advanced degrees are aligned to state licensing practices. 

Delivery. Cohort programs give students an opportunity to take courses together, 

collaborate on research, and form social bonds with students and faculty. According to 

McCarthy and Forsyth (2009), cohort delivery is effective for school leadership students 

and offers increased academic instruction, increased social support, and increased 
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likelihood of program completion as a benefit. PBL requires that students who work in 

small groups to solve an array of problems. PBL is significantly different from 

conventional delivery of instruction. The Southern Regional Education Board designed 

an instructional delivery system which utilizes a module curriculum and four-step 

delivery approach to tackle professional developments. 

Field Components. Following coursework in principal preparation, candidates 

must have a process of transition which allows them to successfully merge into practice. 

Face-to-Face field learning and document centered field learning allow for transition into 

practice. Face-to-Face field learning involves learners interacting with experts and 

researchers while learning to practice. Professional rounds and internship during school 

hours are examples of face-to-face field learning. Document-centered field learning 

requires the review and critique of field learning after it is complete. Portfolios, and part-

time internships during off hours are examples of document-centered field learning. 

While both have been documented to yield results, face-to-face approaches have been 

proven to contribute to an intensive cognitive environment. Document-centered 

approaches are viewed as less intensive and less interactive than face-to-face approaches, 

and may be less likely to stimulate the same level of cognitive development as face-to-

face approaches. (McCarthy & Forsyth, 2009). 

As aforementioned, debate has ensued for more than a century as to whether the 

traditional means of leadership preparation, derived from technical-rational knowledge, 

or alternative approaches to leadership preparation, derived from artistry and practical 

experience, is best suited for preparing school leaders (McCarty & Forsyth, 2009). 
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According to Styron & Lemire (2009), traditional principal preparation programs have 

come under fire for their lack of connection to the day-to-day duties and relevance to 

modern day principals. As summarized by McCarthy and Forsyth (2009). Educational 

leadership courses have been criticized for lacking focus, purpose, rigor, a continuum of 

knowledge and skills, containing weak clinical components, and being unrelated to 

administrative roles. Despite documented deficiencies in educational leadership 

curriculum and programming, coursework has remained the same for more than four 

decades; it was during the 1960s that doctoral leadership programs followed a traditional 

subset of courses in the areas of educational organization and administration, curriculum, 

supervision, finance, school law, research, educational psychology, history and 

psychology of education, school plant and personnel, and the same remained true of 

leadership programs into the 2P" century (McCarthy & Forsyth, 2009). 

In contrast, alternative preparation programs are utilizing hands-on experiences, 

and innovative means to prepare principal candidates for the changing role of school 

administrator. There are many principal preparation programs have gained notoriety for 

their efforts in creating innovative programs that use real-world experiences and training 

to prepare principal candidates to serve as school leaders. Six innovative programs were 

identified by the United States Department of Education (US DOE) and published in their 

Innovation in Education Series (2004). The New Jersey Study, Boston Principal 

Fellowship Program, First Ring Leadership Academy, Leadership Academy and Urban 

Network for Chicago, New Leaders for New Schools, and Principals Excellence Program 

were amongst those identified (US DOE, 2004). While all of the above programs prepare 
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candidates to become principals, New Leaders for New Schools and the Principals 

Excellence Program were noted to accept candidates into their respective programs who 

have never been teachers, and are from outside of the traditional pool of applicants 

(Styron & LeMire, 2009). 

The Broad Superintendents Academy is a 10-month national school 

superintendent training program which trains top executives from the fields of education, 

military, business, non-profit and government backgrounds to lead urban public school 

districts. The Broad Superintendents Academy is the only program in the country that 

recruits and trains nontraditional superintendent candidates, and career educators. Results 

of a data analysis conducted by the Broad Center for the management of school systems, 

report that graduates of their academy who serve as superintendent for three or more 

years outpace other school districts in their state in student achievement and academic 

gains. Research findings from a study done by the New Teacher Project and reported 

through the Broad Foundation (2006) revealed a model principal hiring process that 

describes an effective principal hiring process as inclusive of the steps of Recruitment, 

Initial Eligibility Screen, District Competency Screening, and School Fit Panel 

Interviews. According to the New Teacher Project (2006), using components of a model 

principal hiring process will assist school districts in increasing the quality of school 

principal candidates, and overcoming common obstacles to hiring quality principals. 

Although the model principal hiring serv es to reduce obstacles to hiring quality 

principals, it is devoid of measures that serve to align the desires of school district leaders 

with the practices of district human resource personnel staff. 
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Standards for Effective Leaders 

Within the context of education, student test scores, student grades, the attendance 

rates, and other factors are considered measures of an effective school leader (Scribner, 

Crow, Lopez, & Murtadha, 2011). The success of an effective leader is narrow ly defined 

and "limited to objective measures of organizational productivity, effectiveness, and 

efficiency" (Scribner et al., 2011, p.390). Scribner et al. (2011) conducted a study with 

the intent of broadening how successful school leadership is defined. The standards 

expanded below are those commonly used to evaluate and determine the effectiveness of 

school leaders. 

ISLLC National Standards 

The Interstate School Leaders Licensure Consortium (ISLLC) standards were 

written by representatives from 24 states and professional associations in partnership with 

the National Policy Board for Educational Administration. The standards were published 

by the Council of Chief State School Officers in 1996, and revised in 2008. Although 

revised in 2008, the majority of language from the original standards remains intact. A 

comparison of the two documents revealed that indicators from the 1996 standards were 

removed. The standards were published to serve as a guide, and because of that the panel 

viewed the indicators as too restrictive. The removal of the knowledge, skills, and 

dispositions that were originally noted in the 1996 standards were another change 

reflected in the 2008 standards. The knowledge, skills, and dispositions were replaced 

with the functions of a school leader in the 2008 v ersion. Forty-one states have adopted 

or slightly modified the ISLLC Standards (ISLLC, 2006); forty-three states include 
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reference to the ISLLC standards in their principal licensing criteria (Babo and 

Ramaswami, 2008). In addition to utilizing the ISLLC Standards, approximately half of 

the states require candidates to take and pass the School Leaders Licensure Assessment 

(McCarthy & Forsyth, 2009). 

Although the standards were structured in light of a dearth of research on the 

characteristics of an effective school principal, the national standards w ere created to be a 

blueprint for principals to successfully navigate their way towards effective leadership 

practices and student achievement. (2008) Standard 1: Facilitating the development, 

articulation, implementation, and stewardship of a vision of learning that is shared and 

supported by all stakeholders. Standard 1 emphasizes the importance of collaborating 

with stakeholders, using data to strategically plan and set goals, promote continuous 

improvement, and set an evaluation plan in place that will serve to monitor and revise the 

strategic plan as needed. Standard 2: Advocating, nurturing and sustaining a school 

culture and instructional program conducive to student learning and staff professional 

growth. Standard 2 emphasizes the importance of establishing a culture that is conduciv e 

to learning and encourages achievement through high expectations, rigorous curriculum, 

and instructional superv ision. Standard 3: Ensuring management of the organization, 

operation, and resources for a safe, efficient and effective learning environment. Standard 

3 emphasizes the importance of properly managing resources, protecting the interest of 

all stakeholders, and building capacity through distributed leadership. Standard 4: 

Collaborating with faculty and community members, responding to diverse community 

interests and needs, and mobilizing community resources. Standard 4 emphasizes the 
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importance of collecting and utilizing data to drive instruction and activ ely involving 

stakeholders in the school educational environment. Standard 5: Acting with integrity, 

fairness, and in an ethical manner. Standard 5 emphasizes the importance of leading 

schools in a manner that promotes ethical behavior and holds school administration, 

teachers, and staff accountable for the decisions that impact the school environment. 

Standard 6: Understanding, responding to, and influencing the political, social, and 

economic, legal, and cultural context. Standard 6 emphasizes that the core role of 

leadership is to advocate for youth and influence arenas that affect student learning. 

Babo and Ramaswami (2011) conducted a national study to determine which standards 

superintendents consider to be the most essential functions for principal evaluation. 

Among the results were findings that of all the standards, superintendents value a 

principal's ability to improve instruction and impact student achievement (Babo & 

Ramaswami, 2011). 

The ISLLC standards lay the foundation for other states to utilize in the creation 

of their own standards. With the ISLLC standards as a guide, states can begin to address 

their school leadership needs. Additionally, the standards assist states in developing 

training programs for new and existing principals, tailor professional development, build 

policy to support school leaders, aid states in setting licensure expectations, and assist 

school governance officials in screening and hiring leaders. Pope (2011) discusses 

criticism of the ISLLC standards in that not only are they vague and have little empirical 

backing, but they also promote reductionism and standardization which further advances 

and reinforces the status quo. Although the ISLLC standards were created to serve as a 
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common language to guide school improvement and leadership, states have yet to use the 

standards to evaluate principal performance and steer changes in school leadership. 

NAESP Standards for What Principals Should Know and Be Able To Do 

The National Association of Elementary School Principals (NAESP, 2008) places 

a priority on educating the whole child and placing the focus on not just intellectual 

growth, but helping a child to grow physically, emotionally, and socially healthy. The 

standards of what principals should know and be able to do aids school leaders in their 

quest to educate the whole child. The NAESP standards for what principals should know 

and be able to do are as follows: 1) Standard 1 - Principals should be able to lead student 

and adult learning, 2) Standard 2 - Principals should be able to lead diverse communities, 

3) Standard 3 - Principals should be able to lead 21century learning by demanding that 

both content and instruction are delivered effectively 4) Standard 4 - Principals should be 

able to lead continuous improvement, and create a culture of continuous learning, 5) 

Standard 5 - Principals should be able to lead using knowledge and data to inform 

decisions and measure progress, 6) Standard 6 - Principals should be able to lead parent, 

family, and community engagement to encourage student performance and development. 

SREB Critical success factors for school leaders 

The Southern Regional Education Board (SREB, 2010) developed the Challenge 

to Lead goal to assist states and districts to increase accountability, refocus student 

learning, and improve school leadership. Using previous research and literature review of 

data, SREB compiled three competencies which encompass thirteen critical success 

factors of principals that have been linked with improved student achievement. These 
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factors guide the SREB leadership program which strives to improve school leadership, 

assist states in building solid leadership preparation programs, and develop professional 

development opportunities to support both existing and aspiring school principals. 

Competency I describes the importance of principals having a comprehensive 

understanding of school and classroom practices that contribute to student achievement. 

Within this competency, effective principals are able to focus on student achievement, 

develop a culture of high expectations, and design a standards-based instructional system. 

Competency II describes the importance of principals having the ability to work with 

teachers and others to design and implement continuous student improvement. Within 

this competency, principals are able to create a caring environment, implement data-

based improvements, effectively communicate to keep everyone informed and focused on 

student achievement, and involve parents and create a structure for parent-educator 

collaboration. Competency III describes the importance of principals having the ability to 

provide the necessary support for staff to carry out sound school, curriculum and 

instructional practices. Within this competency, effective principals initiate and manage 

change, provide professional development, use innovative techniques to organize time 

and resources to meet the goals and objectives of school improvement, maximize and use 

resources wisely, build external support from community and parent leaders, and stay 

abreast of new and research-based effective practices. 

G L I S I 8  R o l e s  f o r  s c h o o l  l e a d e r s  

Georgia's Leadership Institute for School Improvement (Davis, 2006) consists of 

Board of Regents of the University System of Georgia, business leaders, the Georgia 
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Partnership for Excellence in Education, the Georgia Professional Standards 

Commission, state government, the Department of Education, Governor's office, and 

Georgia educators. In an effort to improve leadership and increase student achievement in 

Georgia, GLISI provides real-world training and professional development for 

educational leaders. GLISI utilized research and national educational and business 

standards to formulate the 8 Roles for school leadership. As identified by Davis (2006), 

the 8 roles that effective leaders should be able to undertake include a) data analysis 

leader, b) curriculum, assessment, and instruction leader, c) performance management 

leader, d) operations leader, e) relationship development leader, f) process improvement 

leader, g) change leader, and h) learning and performance development leader. 

The 8 roles were identified by educational experts and subject matter experts with 

a demonstrated ability to improve student achievement. The 8 roles were formed within 

the realms of a distributed leadership model of school leadership. Davis (2006) notes that 

all school principals and educational leaders should possess the capability of performing 

all of the 8 roles; however, the principal's job has grown too large to be successfully 

accomplished by one person. Davis (2006) asserts that school systems are transitioning 

from the traditional view of one person leading a school, to a new view which 

encompasses shared or distributed leadership. 

Waters, Marzano, and McNulty (2004), conducted several studies of which 

criteria constitutes an effective principal. Their findings produced a list of 

responsibilities that, if effectively implemented, have been proven to positively influence 

student achievement. With McREL's Balanced Leadership Framework as a foundation. 
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the authors coined 21 responsibilities (Table 1-Appendix) that are linked to student 

achievement. As defined by Waters et al. (2004) the 21 responsibilities linked to student 

achievement are Affirmation, Change agent, Communication, Contingent rewards, 

Culture, Discipline, Flexibility, Focus, Ideals/beliefs, Input, Intellectual Stimulation, 

Involvement, Knowledge, Monitoring/evaluating, Optimizing, Order, Outreach, 

Relationship, Resources, Situational awareness, and Visibility. McREL researchers 

studied correlates of effective schools and believed that student achievement could be 

improved if school leaders exerted practices that were consistent with those correlates. 

The combined total of more than seventy studies revealed that 1) The correlation between 

effective instructional leadership and student achievement is .25. 2) There are 66 

leadership practices embedded in 21 leadership responsibilities that have statistically 

significant ties to student achievement. 3) Teacher perceptions of school leadership can 

be negatively correlated to achievement. This third finding describes that leaders who 

focus their change efforts in the wrong area or on the wrong practices can have a 

marginal or negative impact on achievement. 

The principal's effect and influence on student achievement and school 

improvement has been documented in the literature as being both significant (Babo & 

Ramaswami, 2011), yet indirect (Scribner et al., 2011). According to Scribner et al. 

(2011), there are other factors beyond the principal influence which may directly 

influence student learning. Schools may verbalize a need for change, and a school 

administrator may be willing to facilitate change, but innate resistance and dominant 

school culture may create conditions that are not conducive to change (Clarke, 2005). 
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Mediating factors such as time on task, teacher capacity, quality of instructional climate, 

curriculum, safe and orderly climate, teacher efficacy, and teacher commitment can 

impact student learning and student achievement (Scribner et al., 2011). Likewise, 

moderating factors such as student background, school location, school size, levels of 

trust, school classification, and school crises can enhance or diminish the perceived 

success of a principal (Scribner et al., 2011). Change and growth must be connected to 

the essential mission, purpose, philosophy and tradition of the school; it is only when a 

history of purposeful change has taken place, and the culture of the school becomes 

accustomed to change that effective leadership can be sustained (Clarke, 2005). 

Roza, Celio, Harvey and Wishon (2003) conducted a study of superintendents, 

and found that 83% of superintendents believe that the most important skills that are 

necessary for school principals to effectively lead schools are related to wide-ranging 

leadership skills. Following that statistic, 14% of superintendents though teaching 

experience was necessary, and 3% of superintendents thought conflict resolution was a 

necessary skill. No superintendents considered experience in curriculum to be a necessary 

skill set of principals'. As stated by Leithwood and Riehl (in Scribner et al., 2011) the 

research-based evidence about successful school leadership identifies the following 

claims: 

1. Leadership affects learning, second only to good curriculum and teaching. 
2. There are many potential sources of leadership at a school-including but not 

limited to teachers, parents, students, and administrators. 
3. Leaders set direction, develop people, and develop the school organization. They 

inspire and communicate a vision, model and support others, and promote school 
cultures and environments whose processes are focused on teaching and learning. 

4. Leaders respond to policy demands and foster processes and actions that are or 
can be successful in an accountability-driven environment. 
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5. Leaders respond to diversity challenges and foster strong communities in schools 
that respect and build on the cultural capital of all students to create powerful 
forms of teaching and learning, (p.391) 

Effective leadership encourages leader growth and growth of the team that supports 

leadership (Clarke, 2005). 

Leadership and Management 

Leadership should be viewed as a medium which is dependent on the abilities of 

individuals within an organization (Ogawa & Bossert, 2000). As an organizational 

quality, effective leadership extends beyond the scope of an indiv idual charged with the 

task to lead (Eckman & Kelber, 2009). When organizational change is sought, change 

agents seek to tinker with the strategy or structure of an organization, and little thought is 

given to changing the foundation upon which the organization is built or the norms that 

govern it (Peters & Waterman, 2006). Peters and Waterman (2006) conducted a study of 

forty-three companies from the business sector to determine solid principles of 

management. Their findings revealed that at least one strong leader was associated with 

every excellent company and was influential in leading the company to a status of 

excellence. In management, it is common to blame the leader for what is going wrong or 

credit the leader for what is going right in an organization although other factors may 

have contributory significance (Collins, 2001). Every time leadership is determined to be 

the answer or cause of a problem, a deeper understanding of the intricate details and 

foundation of an organization is blocked (Collins, 2001). Collins (2001) sought to 

understand the many intricacies that make organizations great, and research findings 

confirmed the integral role that leaders play in the success of organizations. 
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Business schools across the nation place emphasis on a rationalist approach to 

management which teaches individuals that well-trained professional managers can 

manage any organization (Peters & Waterman, 2006); however, some successful business 

executives caution against this form of thought, and believe that one should never acquire 

a business that they have little experience in managing (Peters & Waterman, 2006). 

Research has shown that companies display excellent performance when they are 

managed by executives that have experience managing similar businesses (Peters & 

Waterman, 2006). Ediger (2008) is a proponent of leaders from the business and military 

fields asserting their leadership in a school setting. Ediger (2008) states that business 

leaders and school leaders are congruent in many ways, and he gives the following 

reasons for why business leaders may find success in managing school operations: 

Education is a business and leaders from the field of business must be in charge. 
Efficiency is a key concept in school operations and fiscal responsibility is a 
necessity. Measurement results, such as standardized tests, are good indicators of 
student progress. The data generated from test scores may provide a foundation 
upon which decisions concerning curriculum could be made. Gains in student 
achievement are likened to profit gains in the business world, (p. 18) 

Collins (2001) describes the type of leadership necessary to transform companies 

from good to great as Level 5 Leadership. Level 5 leaders recognize the importance of 

employing the right individuals that will assist them in the actualization of their v ision 

and strategy, and removing the individuals that could hinder their efforts. Level 5 leaders 

maintain a strong sense of self-efficacy and an unwavering belief that they have the skills 

and intelligence to lead an organization to greatness. Level 5 leaders recognize the 

importance of surpassing the expectation of promotion and curse of competence amongst 

staff members. Collins (2001) explains that years of experience in a particular field does 
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not mean that an individual is deemed the most proficient professional for a job. Peter 

and Hull (2009) viewed competence in the workplace in a similar light; Dr. Peter 

discusses the incidence of individuals being promoted to their level of incompetence, and 

explains that many professionals are considered incompetent because the skills that were 

required to obtain a job, are not the same skills that are required to perform well in the 

job. As stated by Sutton (in Peter & Hull, 2009), "There is nothing about being a great 

surgeon that prepares a doctor to run a hospital. Learning to be a great litigator in no way 

prepares a lawyer to run a law firm" (p.xii). This idea may be extended to the notion that 

being a great teacher does not prepare an educator to be a great school principal or that 

great administrators can only come from the ranks of teachers. The Peter Principle can be 

found in several organizations, including school systems, which operate from a system of 

simple hierarchies (Peter & Hull, 2009). According to Peter and Hull (2009), it is 

common for organizations to use similar modes of practice to appoint professionals into 

positions of leadership. Yet, this practice may result in an organization being lead by less 

than great leaders and losing many prospective leaders. The evolving skills that are 

required to be a great school principal suggests that policy makers must employ 

recruitment strategies that seek to integrate both traditional and nontraditional approaches 

to school leadership (Papa Jr., & Baxter, 2005). Great organizations are formed at the 

helm of those recognized to be great leaders (Collins, 2001). 

The myth of the Superprincipal 

When the principalship was established in the 19lh century, principals had job 

duties that were viewed as routine (Rousmaniere, 2007). According to Rousmaniere 
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(2007), their work was tied to task expediency, not to student achievement. Additionally, 

the school principal was one who was mostly responsible for duties related to 

management, not strategic and planning duties indicative in school leadership today. 

School leadership involves multiple leaders, not a hierarchy of one leader at the helm 

(Spillane, 2005); however, the modern principal is idealized as a superhero that is able to 

be in several places at the same time, multitask the numerous duties he/she is responsible 

for, and perform feats and miracles at the same time (Eckman & Kelber, 2009; McNeese, 

Roberson, & Haines, 2008). The technical-rational view of organizational leadership 

limits leadership to an organizational hierarchy where goal attainment is the priority 

(Ogawa & Bossert, 2000). As quoted by Gary Cardwell (in McNeese et al., 2008), 

"Being a principal is not one job; it is a hundred jobs wrapped up into one" (p. 15). As 

quoted by Tim Messick (in McNeese et al., 2008), "A principal needs to have the power 

and strength of Superman, the intelligence of Albert Einstein, the popularity of Princess 

Diana, the political savvy of a presidential candidate, the care and compassion of Mother 

Teresa" (p. 15). The myriad of tasks and the expectation that today's principal is one of a 

superleader may be a contributory factor in their failure to meet the demands of the job 

(Copland, 2001; DiPaola & Tschannen-Moran, 2003; Eckman & Kelber, 2009). The 

shared governance model is a necessity in school leadership, and makes it possible for 

school principals to achieve the many demands for which they are responsible (Copland, 

2001; Eckman & Kelber, 2009). A recent study found that 1) School leadership can be 

viewed in various contexts, and that successful principals have been proved to be those 

leaders who may come from varied professional backgrounds but have mastered an 
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ability to respect and support teachers and the culture of learning; 2) There is a need for 

policy which supports effective school leadership; 3) Distributed leadership is being 

explored as an option to increase accountability in school leadership (Copland, 2001). 

Under the tenet of distributed leadership, the relationships formed in an 

organization create a surplus of resources which serve to influence others and contribute 

to organizational success (Ogawa & Bossert, 2000). Evidence exist which states that 

distributed leadership has been linked to student achievement (Spillane, 2005). 

Distributed leadership empowers an organization to utilize the individual strengths of 

employees to increase innate resourcefulness of an organization, and expand the net of 

intelligence and resourcefulness that is available (Bennett, Wise, Woods, & Harvey, 

2003). According to Bennett et al. (2003), under the constructs of distributed leadership 

1) Encouraging the combined use of initiative and expertise produces a greater product 

than that which would be realized by the actions of individuals; 2) A basic tenet of 

distributed leadership is the loose and open boundaries of leadership which allow a 

variety of professionals to play a contributory role in the successful leadership of an 

organization; 3) Leadership is spread across many individuals and distributed amongst 

individuals with a variety of expertise. 

Principal Shortage 

Scholars have predicted and confirmed a shortage of school principals for the last 

few decades (Afolabi, Nweke, & Stephens, 2003; Carney, 2006; Fordham, 2003; 

Guterman, 2007; Moore, 1999; Papa Jr., & Baxter, 2005; Pounder & Merrill, 2001). 

Principal shortages are most acute at secondary level and in urban settings (Carney, 2006; 
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Moore, 1999; Pounder & Merrill, 2001) yet, scholars have been careful to quantify the 

term shortage as one of quality not quantity in principal candidates (Carney, 2006; Kufel 

& Parks, 2010; McNeese et al., 2008; Moore, 1999; Pijanowski, Hewitt, & Brady, 2009). 

The retirement of baby boomers, demands of the position, innumerous duties, stress, 

factors of accountability, salary, and the rate of attrition are a few of the variables 

contributing to the shortage of school principals (Afolabi et al., 2003; Moore, 1999; Papa 

Jr., & Baxter, 2005; Pounder & Merrill, 2001, Rousmaniere, 2007). Given the growing 

shortage of school principals, school districts are encouraged to expand the scope of their 

consideration for the principalship to nontraditional pools which with relevant training 

and attractable w orking terms may be an option to fill the gap in the quality of school 

leadership candidates (Fordham, 2003; Page, 2006; Papa Jr., & Baxter, 2005). 

Principal Shortage Defined 

To meet growing accountability needs, school districts continuously expand the 

job duties and responsibilities of principals, which have reshaped the principalship into a 

new and different type of position (Roza et al., 2003). Training programs and principal 

preparation programs are producing large numbers of graduates and certified 

professionals, but those professionals have no intention of securing a position in school 

administration (Roza et al., 2003). Despite the fact that the number of certified 

administrators more than doubles the number of available leadership positions, there is a 

decline in the pool of principal candidates (Pijanowski et al., 2009). Many states have 

considered expanding training programs to increase the amount of principal and school 

administration candidates; however, because a surplus of certified candidates already 
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exists and have no interest in pursuing school administration, then a solution which 

includes expanding training programs is viewed as illogical (Roza et al., 2003). 

Additionally, certification inadvertently assists those in the field of education to rise 

through the ranks, while it also closes doors of opportunity for those who are not certified 

(Gates, Ringel, Santibanez, Ross, & Chung, 2003; Hess, 2003). In metropolitan areas, the 

problem is defined as one of distribution not necessarily one of inadequate supply 

(McNeese et al., 2008; Roza et al., 2003). School districts are guilty of placing the least 

experienced principals in schools that present with the most challenges and dire working 

conditions. (McNeese et al., 2008; Roza et al., 2003) 

Explanation of the Shortage 

A 2004 study by Shen explains findings that educators do not apply for the 

principalship because of eight primary reasons: 1) workload and compensation issues, 2) 

macro-constraints of the position, 3) impact of the position on the individual and family, 

4) intrinsic rewards, 5) work environment, 6) school district characteristics, 7) 

community characteristics, and 8) safety and support (Whitaker & Vogel, 2005). As 

referenced in McNeese et al. (2008), the top five reasons identified by the 2000 

Principal's Leadership Summit for why individuals choose not to pursue the principalship 

are 1) changing demands of the job, 2) compensation, 3) time commitment, 4) lack of 

community support, parent support, and negative media, and 5) lack of respect. DiPaola 

and Tschannen-Moran (2003) add that the ever expanding duties of the school principal 

make it an impossible position which discourages applicants from applying. According to 

the National Center for Education Statistics (NCES), 8% of public school principals w ith 
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less than three years of experience and 18% of public school principals with ten or more 

years of experience left the principalship during the 2008-2009 school year. Of all the 

principals who left the principalship during the 2008-2009 school year, 45% of public 

school principals retired. (Retrieved from: http: nces.ed.go\ puhs2010 201U337.pdf). 

Educators hesitant to apply for a position in school leadership coupled w ith the growing 

attrition rate of principals contributes a situation for school districts that must be 

addressed; while the demands of the principalship have changed, the profession itself has 

not (DiPaola & Tschannen-Moran, 2003). 

Quantity versus Quality 

For more than a generation, certifying educators to fix the state of public 

education has been the solution that educators have relied on (Fordham Institute, 2003). 

This solution which allows educators to decide the requirements necessary to rise within 

the field of education is likened to inbreeding, and viewed as problematic because it 

closes the door to those who are not in the field (Fordham Institute, 2003). Wherein 

assistant principals and teachers were once a dependable source from which principal 

candidates could be found, there are an innumerous amount of educators who hold 

administrative licenses but choose not to pursue careers as school principals (McNeese et 

al„ 2008). In fact, Pijanowski et al. (2009) state that interest in obtaining a position in 

school leadership diminishes after the first two years of becoming certified and continues 

to diminish every year thereafter. McNeese et al. (2008) suggest that the problem is not in 

locating enough certified individuals to meet school shortage needs, but in securing 

enough individuals who are highly qualified and willing to serve in the role of school 
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principal (2008). According to Lovely (2004), despite the 2000-3500 professionals who 

are licensed annually, only 38% choose to assume a role in school leadership; most 

choose to remain in the classroom as teachers, or choose to leave the field of education 

altogether. Pijanowski et al. (2009) expands the idea with statistics that 73% of educators 

who are certified in school leadership and under the age of 50 are employed as teachers 

and have stopped applying for jobs in school administration; the percentage increases 

significantly when one factors in the number of educators who hold certification in 

school leadership but have left the field of public education. Lovely (2004, p.2) states, 

"No other profession (than education) can claim such staggering disinterest after a 

trainee's preparation" Research funded by the Center on Reinventing Education found 

that there is an average of 17 applicants for each principal position (Roza et al., 2003) 

which is only a modest decline from the amount of applicants from previous years. 

However, it is the quality of the applicant pool which has changed, not the quantity (Roza 

et al., 2003; Whitaker & Vogel, 2005). For several decades, state lawmakers assumed an 

individuals' successful receipt of a leadership certificate deemed them as not only 

qualified, but able and ready to successfully manage schools (Bjork & Rinehart, 2004). 

Yet, a study of Arkansas superintendents revealed that less than half of all certified 

applicants who apply for the principalship are considered qualified (Pijanowski et al., 

2009). While Pijanowski et al. (2009) quantifies licensure, depth of experience, quality of 

education, and prior leadership roles and experiences as possible factors that may deem 

an individual to be qualified and worthy of an interview, Whitaker (2001) discussed the 

perception of superintendents that candidates with a lack of experience are of a lower 
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quality than candidates of past. Papa Jr., and Baxter (2005) add that the various 

leadership experiences, quality, and/or rank of the university attended by the candidate 

may be indicative of the quality of the candidate and related to their effectiveness as a 

school principal. Although the number of certified applicants for the position of school 

principal outnumber the number of positions available (DiPaola & Tschannen-Moran, 

2003), no empirical evidence exists that justifies that leadership certification yields better 

school leaders or that justifies the majority of certification requirements that are 

mandated for school leaders (Roza et al., 2003). "It is impossible to demonstrate any 

linkage between years in a classroom or possession of a principal's certificate with 

success as a building leader" (Roza et al., 2003, p.46). Roza et al. (2003) further explains 

that qualifications for a principalship extend beyond the minimal criteria of being 

certified in school leadership. There are districts with a large number of certified 

applicants for the position of principal, but because certification is not an indicator of 

personal performance or leadership capability, school districts continue to complain 

about the pool from which they are forced to select and hire school principals (Roza et 

al., 2003). Because school principals lack the administrative experience needed to 

successful manage a school, effective district planning should include consideration of 

alternative certification programs and distributed leadership efforts (Papa Jr., and Baxter, 

2005). While some may view the mov ement of alternative certification as a ploy to 

decertify or deskill the profession of Education, others view alternative certification as a 

viable solution to addressing the shortage of qualified school principals (Kufel & Parks, 

2010). The bottom line is that there is a shortage of qualified school leaders (Whitaker & 
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Vogel, 2005), and the solution lies in increasing the pool of candidates by recruiting 

prov en leaders to join the field of education from whatever field they currently occupy 

(Fordham Institute, 2003). 

As stated by Olson in Lovely (2004), during the late 1970s urban districts 

expected a minimum of forty applicants per opening which is significantly higher than 

the current average of ten applicants per opening. Urban districts such as metropolitan 

Atlanta have reported having between 4-11 applicants per opening (Roza et al., 2003); 

however, that number of applicants may be inflated due to the fact that because they are 

located w ithin close proximity of each other, urban districts are often forced to share 

applicants (Pijanowski et al., 2009). Common in urban districts, the lowest amount of 

applicants are those identified as having a large number of poor students, a large number 

of minority students, and low principal salaries. Roza et al. (2003) explains that although 

certified applicants are numerous, there is a lack of candidates who possess the high-level 

of leadership skills that are necessary to successfully lead a school. In a separate study, 

80% of superintendents stated that finding and securing qualified school principals was a 

moderate or major problem in their district (Roza et al., 2003). 

Gatekeeper Criteria 

Although school boards are the official entities that hire school principals, human 

resource directors and superintendents are the officials who are charged with recruiting, 

screening, and hiring school principals. Human resources staff screen candidates, 

evaluate them, and forward those that are viewed as most suitable to the superintendent 

(Roza et al., 2003). Superintendents choose principals from the applicants forwarded to 
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them; although superintendents determine the number of principals hired, human 

resource staff are responsible for handling the advertising and initial review of applicants. 

While recruitment, initial eligibility screens, district competency screening, and school-fit 

panel interviews are recommended as strategies that may assist school districts in 

selecting the best candidate for the position of school principal (New Teacher Project, 

2006). Roza et al. (2003) insists that there is a gap between what superintendents want 

in a principal candidate and what experienced human resource directors rely on to screen 

prospective candidates. Superintendents are most interested in the leadership qualities of 

candidates (Roza et al., 2003), and may be more apt to hire a nontraditional or 

alternatively licensed applicant for the position of school principal if they perceive a 

candidate can successfully lead school instruction, they have hired alternatively licensed 

principals in the past, if they have a positive opinion of alternative licensure, and if they 

believe stakeholders are open to accepting an alternatively licensed candidate as principal 

(Kufel & Parks, 2010). Wherein superintendents may be open to hiring an alternatively 

licensed candidate, human resource departments default to the traditional qualifications 

of years of teaching experience as a prerequisite qualification (Roza et al., 2003). 

According to the National Center for Education Statistics' (NC"F,S) 2003-2004 Schools 

and Staffing Survey, 27.7% of public school principals serve in the capacity of school 

principal while teaching, and the average public school teacher held thirteen years of 

experience as a teacher prior to becoming school principal (Retrieved from 

http://nces.ed.gov/pubs2006/2006313.pdf). Candidates newly hired into the principalship 

have an average of fourteen years of teaching experience (Roza et al., 2003). 

http://nces.ed.gov/pubs2006/2006313.pdf
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The "One Best Model" is a term coined by Cooper and Boyd (1988) and is the 

belief that only teachers understand school, and therefore, are the only candidates deemed 

acceptable for school administration positions. Although the term, "One Best Model" is 

relatively new, the belief and practice that only teachers should hold administrative 

positions can be traced back to the 19lh century when efforts to professionalize the 

principalship began, and experience as a classroom teacher remained a requirement 

(Rousmaniere, 2007). A common belief of the time was that teachers w ould only be 

loyal to a principal, and embrace his/her leadership if he/she had previous experience as a 

teacher (Rousmaniere, 2007). Yet, success as a principal, is not just the ability to move 

others into action and towards a set mission; success can manifest itself through power, 

influence, ability, skills, disposition, relationship building, and other avenues (Scribner et 

al., 2011). Principals were expected to have adequate training, and the academic 

qualifications associated with the position, but the prominent qualification was always 

years of experience in the classroom (Rousmaniere, 2007). Although the seeds of this 

term have roots more than a century old, the practice is relevant in educational leadership 

today. 

School leadership, however, does not have to be an alone sport, and the principal 

should not be the beginning and end to instructional leadership (York-Barr & Duke, 

2004). Instructional leadership is "the initiation and implementation of planned change in 

a school's instructional program, supported by the various constituencies in the school, 

that results in substantial and sustained improvement in student learning" (York-Barr & 

Duke, 2004). While being a teacher and instructional manager is synonymous with being 
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a school principal, a 2000 study revealed that 34% of the nation's principals were 

previously employed as gym teachers, athletic coaches, or athletic directors; Hess (2003) 

implies that like nontraditional candidates, candidates in this tenet do not necessarily 

meet the criteria of being the instructional leader that educational experts demand, and 

therefore, no distinction is made between a nontraditional candidate and one who is a 

teacher, but who lacks experience in instruction. 

While human resource professionals equate years of teaching experience with 

qualified school leadership skills, superintendents adamantly disagree that leadership 

skills are related to a lengthy teaching tenure (Roza et al., 2003). Cruzeiro & Boone 

(2009) offers the opinion that knowledge of curriculum is a welcome quality in a 

prospective principal candidate, yet, educational leadership is not so unique of a field that 

experiences outside of education become useless or irrelevant (Hess, 2003). Cruzeiro and 

Boone (2009) adds that, regardless of if they are found inside or outside of Education, 

superintendents of small and rural school districts seek the following attributes in 

principal candidates: 1) An academic focus with high expectations for self, teachers, and 

students; 2) Experience evaluating teachers; 3) A proven motivator of others; 4) Skill and 

knowledge in helping teachers improve classroom performance 5) Knowledge of both 

state and federal standards; 6) Knowledgeable and experienced in the school 

improvement process; 7) A clear vision of teaching and learning. While the needs and 

wants of superintendents from urban school districts may differ from the needs and wants 

of superintendents of rural school districts, Roza et al. (2003) adds that in the opinion of 

superintendents, the critical leadership skills which are needed to be a school leader are 
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uncommon skills amongst the traditional school principal candidates; however, human 

resource directors avoid nontraditional candidates, and do not consider them as serious 

applicants for the position of principal (Hoang, 2009; Roza et al., 2003). Kufel and Parks 

(2010) conducted a study of superintendents and offer several variables to explain the 

circumstances under which superintendents may consider hiring alternatively licensed 

principals (Appendix F). Superintendents may be more apt to hire a nontraditional or 

alternatively licensed applicant for the position of school principal if they perceive a 

candidate can successfully lead school instruction, if they have hired alternatively 

licensed principals in the past, if they have a positive opinion of alternative licensure, and 

if they believe stakeholders are open to accepting an alternatively licensed candidate as 

principal (K.ufel & Parks, 2010). 

The beliefs and attitudes in favor of the "One Best Model" may prevent 

nontraditional candidates from being able to progress towards the principalship (Cusick, 

2002; Hoang, 2009). Roza et al. (2003) conducted a study of human resource personnel 

from eighty-three school districts within ten regions on the shortage of school principals. 

Amongst the findings they noted that many human resource directors were hesitant to 

place alternatively certified candidates into the principalship; in fact, 75% of human 

resource directors who participated in the study reported that the applications of 

alternatively certified candidates were filed away or discarded. Farkas, Johnson, Duffett, 

and Foleno (2001) conducted a similar nationwide study of 853 superintendents and 909 

school principals who were randomly selected to participate in a study of several relevant 

topics. 3% of superintendents and 1% of school principals considered bringing non-
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traditional school leaders into education to be an effective solution; in fact, 59% of 

superintendents and 70% of principals considered bringing nontraditional school leaders 

into education to be a bad idea (Farkas et al., 2001). 

State-level certification requirements 

In regards to educational integrity, professional licensure and certification have 

traditionally served to protect public interest (Bjork & Rinehart, 2004); however, the buzz 

of nontraditional school leaders as an option to meet principal shortage needs prompted 

policymakers to address questions of whether state-level certification requirements 

prevent individuals who do not have a teaching background from entering into the field 

of school administration (Gates et al., 2003). As stated by Hess (2003), licensure and 

certification bars the door to nontraditional candidates by preventing candidates, who do 

not meet the guidelines, from applying into the field. Licensure and certification are 

viewed as necessary structures, but Hess (2003) describes three flaws that are innate of 

the existing structure of school certification and licensure as a) only former teachers can 

effectively lead an instructional program, b) the obtainment of an advanced degree in 

educational leadership does not necessarily lend to competency or being qualified in the 

field, c) certification contributed to Education being considered a subset within the field 

of leadership and management; yet, leadership experts dismiss corporate models of 

leadership and view them as inapplicable and inappropriate for the field of Education. For 

example, in the state of Georgia, there are more than 26,000 individuals w ho are certified 

in the area of school leadership (Eads, 2011), yet in Georgia there is a substantial gap 

between the number of certified and qualified applicants (Carney, 2006). This gap 
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prompted changes to certification in the State of Georgia (Hartley, 2008). Due to the 

accountability mandated by No Child Left Behind, ineffective leadership preparation 

programs, and Georgia's salary schedule dictating that educators are paid according to 

the highest degree received prompted the Georgia Professional Standards Commission to 

initiate changes to the certification process for school principals (Hartley, 2008). While 

old certification requirements mandated three years of acceptable school experience, new 

certification requirements removed verbiage requiring years of accepting school 

experience and expanded education requirements (GPSC). Table 1 is a summarization of 

the old certification requirements, new certification requirements, and the permit -

Georgia Rule - 505-2-.10 (12). 
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Table 1 

Educational Leadership Certification Requirements * 

Variables Old Certification 
Requirements 

(Before 9/30/09) 

New Certification 
Requirements 

(After 9 30/09) 

Permit: GA Rule -
505-2-. 10(12): 

Principals/Superintendents 

Valid for: 5 Years 5 Years 2 Years 

Education: Master's degree in 
Educational 
Leadership and be 
recommended for 
certification by 
college or university 

GAPSC-approved 
performance-based 
educational 
leadership program 
at the Specialist or 
Doctoral level 

Minimum of Master's degree 
from a PSC-accepted 
accredited institution 

Experience: 3 years of acceptable 
school experience 

None Specified 3 years of business, 
management, leadership 
and/or instructional 
experiences acceptable to the 
employing school system as 
meeting qualification for 
employment 

Other: Pass the appropriate 
GA educational 
leadership 
assessment (GACE) 

Must be requested by the 
local employing school 
system 

Other: Certification can be renewed 
and extended for 3 year 
cycles if individuals: 
1-Pass the GA Basic skills 
assessment 
2-Pass the GACE 
3-Satisfy the locally 
developed individual 
professional development 
plan 
4-Employing school system 
request the renewal 

*Source: GA. Professional Standards Commission 
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Traditional - State of Education 

The nation does not have great schools because good schools are plentiful and 

have become the norm (Collins, 2001). As referenced in Bjork and Rinehart (2004). 

while a leadership certificate once equaled a principal's capacity to successfully manage 

a school, A Nation at Risk implied otherwise. The publication of A Nation at Risk 

highlighted the idea that educational leadership w as a primary cause of the deficient state 

of American public education, and prompted the immediate need for educational reform 

(Bjork et al., 2004). Although the majority of school principals were promoted through 

the traditional route of being a teacher, assistant principal, and then principal, Hess 

(2003) asserts that the traditional route to K-12 school leadership has not served the 

American school system well and in the manner intended. According to the 2009 Leaders 

and Laggards report (Hess, 2009), a complete reinvention of public education is 

recommended and necessary to prepare states for the educational challenges that 

currently exist, and those challenges that are expected in the future. This report chronicles 

findings that the American Public School System is producing students who are 

unprepared for the real world and unable to compete in the workplace. 

Howell, West, and Peterson (2007) conducted a survey of Americans to learn 

more about the opinions of the American public in regards to P-12 education. The survey 

yielded findings that the majority of the American public gives the current state of public 

education a "C", and is not only in favor of the use of non-conventional reforms to 

improve the quality of education, but they also believe more funds should be spent on 

improving public education (Howell, West, & Peterson, 2007). 
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Status Quo and Change Implementation 

A study conducted of rural superintendents addressed the importance of a 

principal candidate being able to "fit into the political and social context of the local 

community" (Cruzeiro & Boone, 2009, p.7). Carney (2006) drew a similar conclusion of 

superintendents from his study, in asserting that superintendents seek candidates who are 

able and capable of fitting into the status quo and choose candidates who will not disturb 

the existing state of leadership in the district. Implicit leadership theory describes 

qualities and behaviors that indiv iduals tend to associate with the term of leader, and 

implies that individuals characterize an individual who is similar to himself as an ideal 

and preferable leader (Keller, 1999). Leader/follower similarity has been well 

documented in the areas of job performance, job satisfaction, and the quality of work 

relationships (Keller, 1999). Recruiting outsiders within P-12 education has been a more 

common practice in the hiring of superintendents (Hess, 2003). 

Theoretical Framework 

The Theory of the Business Model is a theory from business management which 

was coined by Peter F. Drucker. The major tenet of this theory is that organizations 

decline and/or fail because they rely on obsolete or invalid assumptions to make 

fundamental business decisions (Drucker, 1994). According to Drucker (1994), the 

theory of the business has three parts: 1) Assumptions about the environment of the 

organization (society and its structure, the market, the customer and technology); 2) 

Assumptions about the specific mission of the organization; 3) Assumptions about core 
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competencies that are needed to accomplish the organization's mission, and define where 

an organization must excel to maintain leadership. 

There are four specifications of a valid theory of the business model Drucker 

(1994). l)The assumptions about environment, mission, and core competencies must fit 

reality; 2)The assumptions in all three areas have to fit one another; 3)The theory of the 

business must be known and understood throughout the organization; 4)The theory of the 

business has to be tested constantly to help assure that it continues to fit the current needs 

of the business and reality. 

In an effort to allow business models to mirror reality, organizations must take a 

proactive approach to prevent stagnation of company policies by monitoring and testing 

of the theory of the business. The first preventative measure is the process of 

abandonment (Drucker, 1994) in which it is recommended that every three years an 

organization must challenge every product, every service, every policy, every distribution 

channel. This practice forces an organization to test assumptions, routines, and policies 

that are in place. The second preventative measure advises that because fundamental 

change often occurs outside of the organization, companies should study noncustomers 

and the events that take place outside of the business; this step helps organization's to 

remain aware of change as it occurs (Drucker, 1994). Once an organization achieves its 

original objectives, it must develop new objectives. When a manager is able to recognize 

warning signs that the theory of the business is nonfunctional or deficient, then he/she is 

able to detect problems within the organization early and make the necessary changes to 

sustain it. Drucker (1994) alludes to the responsibility of the CEO of an organization to 
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monitor business practices and restore a company by altering the theory of the business 

when defunct. 

Regarding the human dimension of the business model, Drucker (Webster, 2009, 

p. 25) made many assertions and among them are the following: I) selection, training, 

and development of top management personnel are key requirements for business 

surv ival, 2) development of professional and technical capability should be the highest 

priority of management, 3) if people are to be attracted to management they must be 

offered challenge and opportunity, social and moral leadership, and intellectual reward as 

well as money, and 4) after a period of training, an employee should know more about 

the work he/she does than their manager knows about it. 

Summary 

Chapter 2 utilizes a literature review to further explore the gap between the 

qualities superintendents' desire in principal candidates and the screening practices and 

criteria that district human resource personnel utilize to secure principal candidates. The 

literature review expands the topics of school leadership and school administration, 

defining effective and successful leadership, the documented principal shortage, the 

discussion between the quantity, quality, and distribution of school principal candidates, 

the role superintendents' and human resource professionals play in the recruitment, 

screening, and selection of school principals, the beliefs and attitudes that may influence 

the hiring of non-traditional and alternatively licensed principal candidates, and the 

theoretical framework which is utilized to explain the proposed problem. 
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The American system of public education was born in the 19lh century, but 

Education did not become a separate specialty until the 20th century. Within the school 

system, there has been an ev olution of educational leadership from teacher of a one-room 

school-house, to a principal teacher, to building principal. As the demands of the position 

grew, so did the push to professionalize the principalship. Scholars began to emphasize 

the importance of training, education, experience, and certification in the field. As the 

role of school principal grew more technical and professional, the question of effective 

and quality school leadership was raised. While there are several standards that may be 

utilized to measure the effectiveness of school principals, many principals are measured 

using test scores, grades, attendance rates, and other factors that are limited to objectivity. 

The literature is carefiil to quantify that there is an innumerous amount of 

educators who are certified in educational leadership, but they do not want the job. 

Lawmakers equate a leadership certificate with being qualified and ready to manage a 

school, yet no empirical evidence exists that justifies that leadership certification yields 

better school leaders nor is there linkage between tenure as a teacher and success as a 

principal. The literature contends that certification requirements and the perceptions held 

by school superintendents may bar the door to nontraditional principal candidates. 

Chapter 3 will address the methodology that will be used to gather data from 

superintendents who are currently serv ing in the role of school superintendent. In 

addition, the research design, instrumentation, population, and data analysis procedures 

will also be discussed. 



CHAPTER 3 

METHODOLOGY 

Chapter three contains the design, procedures, and analysis plan for carrying out 

the study. This chapter includes all aspects of the methodology in replicable detail. 

Introduction 

This qualitative study was conducted online with Georgia school superintendents, 

and superintendents that have graduated from the Broad Superintendents Academy who 

are currently employed in the position of school superintendent. The purpose of the 

study was to 1) explore the perceptions school superintendents hold regarding 

nontraditional school principal candidates 2) explore superintendent perceptions and 

opinions regarding how superintendents define qualified, and what qualities constitute a 

qualified school principal candidate, 3) explore superintendent perceptions regarding the 

option of utilizing nontraditional school principal candidates to meet principal shortage 

needs. 

Despite the fact that the number of certified administrators is more than double 

the number of available leadership positions, there is a decline in the qualified pool of 

principal candidates (Pijanowski, Hewitt, & Brady, 2009). Principal shortages are most 

acute at secondary level and in urban settings (Carney, 2006; Moore, 1999; Pounder & 

Merrill, 2001) yet, scholars have been careful to quantify the term shortage as one of 

quality not quantity in principal candidates (Carney, 2006; Kufel & Parks, 2010; 

McNeese, Roberson. & Haines, 2008; Moore. 1999; Pijanowski et al., 2009). For several 
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decades, state lawmakers assumed an individuals' successful receipt of a leadership 

certificate deemed them as not only qualified, but able and ready to successfully manage 

schools (Bjork & Rinehart, 2004). Yet, a study of Arkansas superintendents revealed that 

less than half of all certified applicants who apply for the principalship are considered 

qualified (Pijanowski et al., 2009). Although nontraditional school principal candidates 

may be presented as a solution to the shortage of qualified school principals, attitudes in 

favor of hiring candidates from within the field of education may prevent nontraditional 

candidates from being able to progress towards the principalship. 

This qualitative study employed an exploratory questionnaire design. Because 

the researcher was attempting to study the practices, opinions, and perceptions of sample 

participants in an effort to improve practice, this study was best approached qualitatively 

(Merriam, 2009). The purpose of applied research is to establish a body of work that may 

improve the quality of practice in a field, or influence how things are done within the 

field (Merriam, 2009). Under the premise of a basic qualitative study, this study 

concentrated on understanding and process, utilized a purposeful sample, collected data 

via exploratory questionnaire, used inductive and comparative data analysis techniques, 

and presented findings in the context of themes or categories (Merriam. 2009). This 

chapter will address the methodological components that were used in this study. 

Research Questions 

The following research questions were used for this exploratory questionnaire 

study. Answers to the qualitative questions will provide the researcher with a rich 

understanding of the perceptions of nontraditional principal applicants held by P-12 



school superintendents. The qualitative questions also provided the researcher with an 

in-depth understanding of the opinions and perceptions superintendents hold regarding 

what constitutes a qualified candidate, and the consideration of using nontraditional 

applicants to address the shortage of qualified school principal candidates. The research 

questions that were employed in this study are as follows: 

RQi How do P-12 School superintendents perceive the notion of nontraditional 

applicants to address the shortage of qualified school principal candidates? 

RQi: How do superintendents define quality school principal candidates? 

Research Design 

The study used an exploratory questionnaire study design. This study used a 

qualitative, structured open-ended questionnaire in an attempt to understand the 

perspectives of superintendents who have graduated from a national superintendent 

training program, and are currently employed in the position of school superintendent. 

The researcher collected qualitative data regarding the opinions and perceptions of school 

superintendents regarding nontraditional school principal candidates, qualified school 

principal candidates, and utilizing nontraditional school principal candidates to meet the 

principal shortage need. To obtain the descriptive data, an exploratory questionnaire was 

administered to each of the participants. This study relied on the opinions of elected 

and/or appointed officials, therefore, the use of a study primarily conducted online will 

offer study participants an opportunity to express their opinions and judgments privately 

(Rowe & Wright, 2001), and should prove relatively accessible and time conscious for 

study participants. The purpose of the exploratory questionnaire was to collect descriptive 



and detailed information. The questionnaire was designed to elicit the opinions and 

perceptions of superintendents, and gather information regarding nontraditional school 

principal candidates, qualified school principal candidates, and utilizing nontraditional 

school principal candidates to address the documented shortage of school principals. 

Population 

The Broad Superintendents Academy Fellows are working in the following states: 

Alabama, California, Colorado. Connecticut, Delaware, Florida, Georgia, Illinois, 

Indiana, Louisiana, Maryland, Massachusetts, Michigan, Minnesota, Missouri, Nevada, 

New Jersey, New York, North Carolina, Ohio, Pennsylvania, Rhode Island, South 

Carolina, Tennessee, Texas, and Virginia. As of 2011, graduates of the Broad 

Superintendents Academy have filled 39 superintendent positions in various states. The 

State of Georgia has 180 school districts and 180 school superintendents. Georgia school 

superintendents and graduates of the Broad Superintendents Academy who are actively 

employed in the position of school superintendent will comprise the population from 

which this study will build. 

Sample 

The exploratory questionnaire was administered online. Because the researcher 

studied the opinions and practices of superintendents who are geographically situated in 

numerous states, a study based in an online setting proved to be a relatively accessible 

and time conscious option to study participants. Utilizing purposeful sampling, the 

researcher sought study participants who are Georgia superintendents, or graduates of the 
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Broad Superintendents Academy and actively employed in the position of school 

superintendent. 

Participants 

The Broad Superintendent's Academy was initially chosen to assist the 

researcher in obtaining maximum variability in the backgrounds, experiences, states, and 

regions of participants. However, due to a lack of response from the solicitation request 

letters that were emailed to this sampling frame, the study was expanded to include 

superintendents from the Georgia School Superintendents Association as a sampling 

frame. Georgia was chosen because it is one of the twenty-three states which has 

provisions which would allow for the hiring of nontraditional principal candidates. Also, 

Georgia has a documented shortage of educational leaders in urban school districts, 

school districts that have a large population of students with a low socioeconomic level, 

and at the secondary school level. Seventeen participants from three states participated in 

the study. No incentives were offered to participants for their participation in this study. 

The possible benefits participants might gain from participation include contributing to 

scholarship in an understudied area of educational leadership, and helping to expand the 

definition of what is considered to be a quality school principal candidate. 

Instrumentation 

There is limited literature on the perceptions of school superintendents regarding 

nontraditional school leaders and superintendent perceptions of what qualities constitute a 

qualified school principal; however, the researcher used related literature to construct 

questions in alignment with the exploratory questionnaires that will be used in this study. 
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A 10 question interv iew protocol was followed. A pilot study was used to test the 

feasibility of the study in order to improve the quality and efficiency of the larger study 

(Altman, Burton, Cuthill, Festing, Hutton & Playle, 2006). The purpose of utilizing a 

pilot study is to reveal deficiencies in the design of the larger study, and provide an 

opportunity to the researcher to address those deficiencies before time and resources are 

expended. The researcher conducted a pilot study with two retired superintendents . The 

superintendents who participated in the pilot study were not part of the research study. 

The feedback received from the pilot study will enabled the researcher to modify the 

interview protocol and make the necessary amendments to assure the interview protocol 

is matched with reality and, therefore, has internal validity. 

To establish the trustworthiness or creditability of the study, the researcher used 

several strategies as discussed in Merriam (2009). Member checks, or respondent 

validation, were used to gain feedback on data and interpretations. Member checking 

assisted the researcher in avoiding misinterpretation or misunderstanding of meaning. A 

rich thick description provided an adequate description of details that allows readers to 

contextualize the study and assess whether the study is transferable. Adequate 

engagement in data collection also assisted the researcher in promoting validity. This 

strategy enabled the researcher to look for variation in the understanding of the 

phenomenon, challenge expectations, and seek evidence for alternative ways of 

presenting contrary explanations. Lastly, this exploratory questionnaire was conducted 

with superintendents who are charged with school superintendent responsibilities, are 

serving in the same position in different geographic locations, and arise from an array of 
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career backgrounds and experiences which is in alignment with the strategy of maximum 

variation. According to Merriam (2009), maximum variation is a means of seeking 

variation and diversity in sample selection, and it "allows for a greater range of 

application of the findings by consumers of the research" (p. 229). 

After study participants completed the questionnaire, a telephone follow-up was 

used to clarify meaning. Any telephone follow-up that was conducted was done with the 

intent of encouraging accuracy of the information obtained, helping to ensure that the 

study has validity, and helping to ensure that the researcher has a clear understanding of 

the intended response meaning, and the context in which it was used. The researcher 

reviewed the participant transcriptions for completion of meaning and understanding. 

Eleven of the seventeen transcriptions were flagged for follow-up. The researcher 

initiated phone contact and email contact with all eleven respondents. Four participants 

participated in a telephone follow-up. Three of the participants participated in follow-up 

by responding to an email from the researcher. Although unsuccessful, attempts were 

made to contact the administrative office of the other four participants in which follow-up 

was requested. A total of seven of the eleven respondents who were flagged for follow-up 

participated in follow-up initiated by the researcher. 

Data Collection 

The exploratory questionnaire was used to elicit and gather opinions that provided 

insight into the topic of study. The first step of the interview study that was approached 

was to utilize the selection criteria to identify and select the superintendents that will 

comprise the sample for this study. Study participants were graduates of the Broad 
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Superintendents Academy and members of the Georgia School Superintendent 

Association who are actively employed in the position of school superintendent. To 

ascertain that study participants meet the minimum criteria as stated above, the researcher 

utilized a public list of Broad graduates, and members of the Georgia School 

Superintendents Association publicized district information to confirm. Only those 

individuals who met the minimum criteria were allowed to participate in the study and 

answer the exploratory questionnaire. 

After IRB approval was obtained, a solicitation letter explaining the study and 

requesting participation was sent to potential study participants via email. The researcher 

used the response pool of potential participants to select a homogenous sample to 

participate in the study. From the list of individuals who acknowledged interest in being a 

study participant and agreed to participate in the study, a link to the exploratory 

questionnaire was emailed to them. Study participants agreed to partake in an 

exploratory questionnaire and acknowledged that a telephone follow-up may be 

necessary to clarify meaning. 

The qualitative questions will be answered by school superintendents from 

numerous states. The following questions comprise the qualitative interview protocol: 

1. How would you describe and explain your level of satisfaction with the quality of 

school principal candidates that are presented to you for consideration? 

2. How would you describe your level of satisfaction with the overall leadership 

abilities of individuals currently employed by your district in the position of 

school principal? 
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3. How do you define a quality school principal candidate (traits, qualifications, 

experience)? 

4. Do you believe a shortage of quality principal candidates exists? Please explain 

your answer. 

5. What criteria or process do you use to guide your final selection of a candidate for 

a principalship? 

6. Is it possible for a candidate seeking a position as school principal to have 

leadership qualities necessary to be a school principal, but lack state certification 

as a teacher and years of experience in instruction? 

7. What is your opinion of nontraditional school principal candidates? 

8. What characteristics or qualifications do you believe a nontraditional candidate 

hired into the position of school principal could possess that may be beneficial to 

a school district? 

9. If you were to support the hiring of a nontraditional candidate into the position of 

school principal, what would you (and your district) have to do to help this person 

be successful? 

10. In consideration of the documented shortage of qualified school principal 

candidates, would you consider hiring an alternatively certified and/or 

nontraditional candidate into the position of school principal? Please describe why 

or why not. 
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Institutional Review Board Approval 

1RB approval was sought from Mercer University. The Broad Superintendents 

Academy allows public access to graduates of their program and provides information 

regarding the school system in which academy graduates are employed via the internet. 

The Georgia School Superintendents Association allows public access to viewing the 

contact information for sitting Georgia school superintendents. Due to the public access 

to Broad fellow and Georgia superintendent contact information, it was not necessary to 

obtain IRB approval through the Broad Center for the Management of School Systems' 

Broad Superintendents Academy or the Georgia School Superintendents Association. 

Data Analysis 

The data received was analyzed using open coding and grouped using axial 

coding. According to Creswell (2007), open coding is the first step in data analysis and 

separates data into categories of information. Open coding affords the researcher an 

opportunity to be expansive in coding of the data in an effort to decipher any information 

that may prove useful (Merriam, 2009). Axial coding solicits the researcher into the 

interpretation of data (Merriam, 2009). The nature of the questionnaire that was used in 

this study, divided the interview into natural themes and the researcher will use coding to 

further categorize the data received. Axial coding involves the researcher relating codes 

to each other and fitting them into a generic frame of relationships (Creswell, 2007). 

Reporting Results 

Raw data obtained from the exploratory questionnaire was organized by themes in 

response to the research questions and reported using rich, thick descriptions. Data 
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findings were reported in narrative form, and presented with the use of tables. Data 

findings informed the reader by answering the proposed research questions and 

adequately addressing the research problem. 

Summary 

In this study, a qualitative research design was used by the researcher to explore 

the perceptions of school superintendents, and provide the reader with an in-depth 

understanding of the opinions superintendents hold regarding qualified school principal 

candidates, nontraditional school principal candidates, and the consideration of 

nontraditional applicants to address the shortage of qualified school principal candidates. 

The general questions central to this study was: How do P-12 School superintendents 

perceive the notion of nontraditional applicants to address the shortage of qualified 

school principal candidates? And How do superintendents define quality school principal 

candidates? The exploratory questionnaires will be used to gather data on this topic, and 

telephone interviews will be utilized for follow-up and as a means to probe more deeply 

and clarify meaning of superintendents' perceptions. The results and findings of the 

exploratory questionnaires and telephone follow-up will be presented in Chapter Four. 



CHAPTER 4 

RESULTS OF DATA ANALYSIS 

The results of data collection and analysis of the data are presented in Chapter 

four. The data in Chapter Four is factually presented and free of interpretation. 

Introduction 

For several years, scholars have predicted that a shortage in school administration 

was on the horizon (Fordham, 2003; Fullan, 2006; Guterman, 2007; Moore, 1999; 

Pounder & Merrill, 2001; Papa, Jr., & Baxter, 2005). Recent statistics confirm that the 

rate of attrition and retirement may be contributing to schools being staffed with young 

and inexperienced school leaders (Aaronson & Meckel, 2008; Aaronson & Meckel, 2009; 

Dillon, 2007; Ingersoll & Perda, 2010). A review of the Education Commission of the 

States Report (2011) revealed that some states have written provisions and allowances 

into state certification requirements that make it possible for nontraditional leaders to 

obtain school leader positions. Despite these allowances, the "One Best Model" of 

teachers as leaders notion may hinder nontraditional candidates from obtaining a 

principalship (Cusick, 2002; Hoang, 2009). Among other duties, school superintendents 

act as school district gatekeepers who have the overarching responsibility of placing 

knowledgeable and competent individuals in the position of school principal (Hoang, 

2009). The views and perceptions held by school superintendents impact the 

recruitment and screening of principal candidates, and the selection of school leaders 

(Hoang, 2009). 
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The purpose of this qualitative study was to explore the perceptions school 

superintendents hold regarding nontraditional school principal candidates, what qualities 

constitute a qualified school principal candidate, and the option of utilizing nontraditional 

school principal candidates to meet principal shortage needs. Chapter one began with a 

review of the impending school leadership shortage crisis, explored a brief history of 

school leadership, and introduced the reader to nontraditional and alternatively certified 

candidates. As discussed by Shaughnessy (2006), alternative certification was initially 

introduced to the field of education when school districts were reporting a drastic 

shortage in teachers, and it was created as an initiative to address the teacher shortage. 

Alternative certification forced the field of education to recognize the capabilities of 

professionals employed outside of the field, and it was a direct challenge to the status quo 

(Shaughnessy, 2006). Although alternative certification is an option to combat the 

shortage of school leaders, Carney (2006) emphasized the fact that school 

superintendents are proponents of the status quo and remain uninterested in making 

decisions that will disrupt the state of district leadership. 

Chapter two provided the reader with an extensive review of related works and 

scholarly literature on the subjects of school leadership, traditional school leaders, and 

nontraditional leaders. Additionally the researcher took careful steps to review standards 

for effective leaders, leadership and management, the concepts of quantity versus quality, 

state-level certification requirements, status quo and change implementation. The 

literature review also contained a detailed exploration of Peter F. Drucker's Theory of the 

Business Model as a theoretical framework. Borrowed from the business management 
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field, the Theory of the Business Model proposes that organizations decline and/or fail 

because they rely on obsolete or invalid assumptions to make fundamental business 

decisions (Drucker, 1994). 

Chapter three gives the reader an organized outline of the study and the 

methodology that was utilized. This qualitative study was conducted with the goals of 

providing answers to the following research questions: 

RQi: How do P-12 school superintendents perceive the notion of nontraditional 

applicants to address the shortage of qualified school principal candidates? 

RQ: How do school superintendents define quality school principal candidates? 

Chapter three describes the methodological design. 

Chapter four provides the reader w ith an analysis of data collected from the 

structured open-ended questionnaires that were administered online and via telephone. 

Data collection was analyzed using open coding and grouped using axial coding. Open 

coding is the first step in data analysis and separates data into categories of information 

(Creswell, 2007). The purpose of open coding is to assist the researcher in understanding 

the data through naming, identifying, and categorizing. Axial coding involves the 

researcher relating the (Corbin and Strauss, 1990; Creswell, 2007). 

Pilot Study Results 

To capture the essence of the intended study and in an attempt to answer the 

research questions, the researcher utilized the literature to construct a research 

instrument. A pilot study was used to test the feasibility of the study in order to improve 

the quality and efficiency of the larger study (Altman, Burton, Cuthill, Festing, Hutton & 
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Playle, 2006). Using a pilot study to reveal deficiencies in the design of the larger study 

afforded the researcher an opportunity to address those deficiencies before time and 

resources were expended. The pilot study was conducted with two retired educators that 

have previously served in the position of school superintendent. 

Pilot participant 1 suggested that the suggestion of time listed in the introduction 

block of the questionnaire be revised to inform participants that the survey will take 45 

minutes instead of the stated 30 minutes. Additionally, pilot participant 1 suggested that 

questions 11 and 12 are combined. Otherwise, the pilot participant expressed that the 

instrument was clear, concise, and aligned with the subject matter and research questions. 

Pilot participant 2 also stated that the questionnaire took approximately 45 

minutes to complete. Additionally, this participant suggested that some of the replicated 

statements be removed or condensed in the IRB informed consent section. Pilot 

participant 2 stated that the questions were comprehensiv e, clear, and free of gaps. The 

researcher changed the verbiage in the introduction section to state "approximately thirty 

minutes" instead of the prev ious "thirty minutes". The researcher did not utilize the 

feedback to combine the last two questions of the instrument because the questions were 

distinct and constructed to prompt the research participant to provide last thoughts to two 

separate subjects and questions. Likewise, because the IRB application had already been 

submitted and approved, the researcher did not utilize the feedback to combine, remove, 

or condense some of the replicated statements in the informed consent section. Pilot study 

feedback was received from the pilot study and enabled the researcher to modify the 
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interview protocol and make the necessary amendments to assure the interview protocol 

was matched with reality and, therefore, had internal validity. 

Organization of Data Analysis 

The structured, open-ended questionnaire was created to give research 

participants an opportunity to express their opinions on the topic. Google Docs was 

utilized to post the twelve question instrument and collect data. The online format of the 

questionnaire and the requirement of participants to type their responses removed the 

necessity of transcribing raw data. After the closing of the questionnaire, each entry was 

read and approved by the researcher for completeness, or read and flagged for follow-up. 

The researcher utilized the contact information provided by the research participant to 

contact those participants whose entries required follow-up. If research participants were 

unable to provide answers to follow-up questions via telephone, then the researcher 

requested the answers to follow-up questions via email. At the request of one participant, 

the researcher administered the questionnaire via phone in lieu of the questionnaire being 

completed online. The phone interview was transcribed by the researcher during the 

interv iew as it occurred. Following the phone interview, the researcher was emailed a 

transcribed copy of the interview and asked to member check it for accuracy. In an effort 

to detect gaps in information, all questionnaires were reviewed by the researcher prior to 

beginning the coding process to identify major themes and sub themes. 

Research participants identified themselves and the district in which they are 

currently employed in the questionnaire; however, all identifying information was 

removed and replaced with pseudonyms to protect the identity of both the research 
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participants and their respective school districts. Upon completion of the coding process, 

five salient themes were identified: 1) Teachers Need Only Apply; 2) Exposure as a 

Variable; 3) Inherent Qualities; 4) Acquired Leadership Skills Professional Development; 

and 5)Foundational Knowledge. The theme Leadership Transcends Fields was not 

identified as a salient theme, but was presented to represent the totality of the perceptions 

and opinions offered by respondents. The researcher came to these conclusions based on 

analysis of respondents' transcripts. The five salient themes allowed the researcher to 

thoroughly address the two research questions posed in this study. The identification and 

description of salient themes allowed the researcher to depict the range of opinions and 

perceptions that were presented by respondents. 

Salience was determined by how many of the respondents mentioned items 

relevant to a theme. In order to be considered a salient theme, 50% of the participants had 

to have mentioned it. The respondents' transcripts were coded. Once all the interviews 

were coded, the researcher noted 73 codes within the seventeen structured questionnaires. 

The different codes were compiled and analyzed for relevance to the study (Table 2). 

The salient themes were: 

1. Teachers Need Only Apply. This theme defined contains the opinions and perceptions 

of school superintendents that are viewed as opposed to nontraditional school leaders 

in favor of traditional school leaders. 

2. Exposure as a Variable. This theme defined contains those opinions and perceptions 

that are viewed as neutral in light of the fact that participants' have had either 
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minimal experience with nontraditional candidates, or either their exposure to and 

knowledge of this population has shaped their view. 

3. Inherent Qualities. This theme defined contains those qualities and skills that are 

believed to be fixed, permanent, and preexisting from within candidates. Character, 

interpersonal skills, and communication skills comprised this theme. 

4. Acquired Leadership Skills. This theme defined contains those skills that are 

believed to be obtained through district investment, and the training and direct 

experience received from working within the school environment. 

5. Foundational Knowledge. This theme defined contains those building blocks which 

are considered the prerequisite knowledge, and education that speak to the 

preparation and requirements necessary for candidates to build success upon. 

Training programs, certifications, licenses, and advanced degrees were common in 

this theme. 
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Table 2 

Identified Themes 

Theme 1 2 Theme 3 , Theme 5 
Teachers , Theme 4 A . , Theme 6 

Exposure Leadership , , Acquired _ , . 
Superintendent Need _ , Inherent . Foundational 

^ , as a Transcends ^ . Leadership „ , , 

A°ny Variable Fields Qua"t,eS Skills Kn°Wledge 

Apply 

1 X X X X 

2  X  X X X  

3 X XX 

4 X XX 

5 X X XX 

6  X  X  X X X  

7  X  X  X X X  

8 X X X X X 

9  X  X  X X X  

10 X X XX 

1 1  X  X X X  

12 X X X X X 

13 X XX 

14 X X XX 

1 5  X  X  X X X  

16 X XX 

17 X X X X 
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The Setting 

This qualitative study was primarily conducted online of sitting superintendents 

that have completed the Broad Superintendents Academy and superintendents currently 

presiding over school districts in the State of Georgia. Although one participant requested 

that the questionnaire be administered via phone, the other sixteen participants 

participated in the study online by accessing the research site link that was provided by 

the researcher. 

Demographic Characteristics of Participants' School Districts 

Sixteen online questionnaires and one telephone administered questionnaire were 

completed by research participants. The Broad Superintendent's Academy and Georgia 

School Superintendent Association were utilized to identify research participants. The 

contact information associated with each superintendent was obtained from school 

district websites. Research participation requests and solicitation emails were distributed 

via email to 215 superintendents in the states of Georgia, Ohio, Pennsylvania, New York, 

Illinois, Minnesota, Alabama. North Carolina, Florida, Indiana, Nevada, South Carolina, 

New Jersey, Massachusetts, California, Virginia, Colorado, Tennessee, Delaware, 

Maryland, and Michigan. To protect the identities of research participants, the researcher 

grouped participants geographically (See Table 3). 
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Table 3 

Participants hy Region 

Region # of Participants 

North Georgia 3 

Metropolitan Atlanta 2 

West Georgia 1 

East Georgia 2 

Central Georgia 3 

South Georgia 4 

Northeastern United States 1 

Midwestern United States 1 

Solicitation emails were sent to 180 sitting superintendents in the State of Georgia and 35 

sitting superintendents from the remainder of the aforementioned states. The researcher 

also used peer requests of those familiar with superintendents who met the criteria of this 

study to solicit participation in the study. The solicitation emails that were sent to 

prospective participants contained information concerning the study and a live link to the 

research instrument itself. A total of seventeen participants responded to the research 

requests, gave consent, and participated in the study. Of the seventeen participants, ten 

were superintendents of rural school districts, three were superintendents of town school 

districts, tw o were superintendents of city school districts, and two w ere superintendents 
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of suburban school districts (Table 4). Table 4 gives a brief description of the 

demographic characteristics of participants and the represented school districts. 

Table 4 

Participants' School District Data by Locale Code* 

#of 

Participants 

District 

Locale 

Code 

Avg. # of 

District 

Administrators 

Avg. # of 

School 

Administrators 

Avg. # 

of 

Schools 

Avg. # 

of 

Students 

Avg. # 

of 

Teachers 

10 Rural 10 26 11 6,933 480 

3 Town 8 16 5 3001 682 

2 City 12 29 12 8,443 562 

2 Suburban 89 259 134 153,623 7,362 

*Source: National Center for Education Statistics 2009-2010 

While the majority of the research participants were those who became 

superintendent the traditional way through the ranks of the school system, two 

superintendents were self-proclaimed nontraditional superintendents who were 

previously nontraditional school principals. Both of the nontraditional school 

superintendents were previously high-ranking officials in the military who entered the 

field of Educational Administration after retiring from several years in the military. 
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Findings 

The findings presented in this section use the identified salient themes to address 

the research questions. The researcher includes excerpts of raw data obtained from the 

interview transcripts, and each finding is summarized with an analysis by the researcher. 

Table 5 

Profile of Research Questions and their Salient Categories and Themes 

Major Areas Salient Themes/Categories 

Research Question 1: How do P-12 school Teachers Need Only Apply 

superintendents perceive the notion of Exposure as a Variable 

nontraditional applicants to address the shortage 

of qualified school principal candidates? 

Research Question 2: How do superintendents Inherent Qualities 

define quality school principal candidates? Acquired Leadership Skills 

Foundational Knowledge 

Research Question I: How do P-12 School superintendents perceive the notion of 

nontraditional applicants to address the shortage of qualified school principal 

candidates? 

The findings of research question 1 are divided into major themes and sub-

themes, and contain response analysis and excerpts of raw data obtained from the 

interv iew transcripts. Research participants' opinions of nontraditional applicants and the 

shortage of school principal candidates varied greatly and were distinctly split into three 
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themes that were identified: Teachers Need Only Apply, Exposure as a Variable, and 

Leadership Transcends Fields. 

Teachers Need Only Apply 

The researcher identified the theme 'teachers need only apply' as a salient theme 

throughout the data. The theme, 'teachers need only apply", is defined as those opinions 

and perceptions that are v iewed as not being in favor of nontraditional school leaders. 

This theme was also found to be in favor of traditional school leader candidates and those 

who rise through the ranks of Education. 

Educators Understand Education 

Teachers as the only suitable candidates for open principal positions, was a 

common theme interspersed throughout the data. Superintendent 3 states, "In my 

experience of 34 years, principals who are successful in leading school improvement and 

reform had years of experience as teachers." Superintendent 14 states, "Experience in the 

classroom is a critical component. 1 would likely not consider a principal candidate who 

lacked experience as a teacher." Likewise, Superintendent 15 states, "I believe the best 

principals come from the ranks as teachers because they understand what it is like in the 

classroom." Superintendent 16 states, "In my opinion (Educational leadership) requires 

someone who has committed themselves to education from the beginning and who can 

use the skills they learned along the way to become better leaders." Some participants 

expressed strong views against nontraditional candidates because, admittedly, that they 

had no experience w ith or know ledge of the effectiveness of nontraditional candidates. 
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Many of the superintendents who participated in this study did not believe 

nontraditional school principal candidates would make for good school leaders, and that 

neither they nor their school district were interested in hiring such candidates. 

Superintendent 16 states, "I do not feel they (nontraditional candidates) would make a 

good principal. Public schools and school systems are different than any other business." 

Superintendent 17 shares in the sentiment that schools should not be viewed as 

businesses, and expresses concern about the perception of school leaders as 

"professionals" rather than "educators". Superintendent 17 poses a rhetorical question in 

response to his opinion of nontraditional candidates, "Would lawyers or doctors take 

those without standard credentials and specific training into their profession". Research 

participants communicated the importance of having school leaders on board who not 

only understand education, but have used hands-on experience as a teacher to build a 

platform that would assist them in building a learning community, leading instruction, 

and effectively managing a school building. 

Dire Needs and Desperation 

Utilizing nontraditional candidates as an option of last resort was also a common 

thread in the findings. Superintendent 3 states, "1 would not consider a nontraditional 

candidate unless there was some emergency of unusual circumstance". Similarly, 

Superintendent 7 states, "I would possibly consider a nontraditional candidate if 1 cannot 

find a suitable traditionally qualified person". Superintendent 13 declares, "I would look 

at them (nontraditional candidates) last. We have internal candidates that we could work 

with to make them successful candidates." These respondents expressed views that are 
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solidified in their belief in traditional candidates as the best candidates for leadership 

positions. 

Credibility is Essential 

Research participants expressed concerns that nontraditional candidates would 

lack credibility, and have difficulty establishing respect and authority amongst 

stakeholders. Superintendent 3 states, "Nontraditional candidates would have little to no 

credibility with teachers; therefore, making it difficult to lead. Superintendent 4 

expressed, "They (nontraditional candidates) would not be considered in my district. 

Nontraditional candidates would not have street cred (credibility) with the teachers. They 

have not been teachers, so they would have difficulty leading teachers. 

Participants also believed that obtaining a school leadership position in the 

absence of having a teaching background would be problematic for several reasons 

including an inability to build a learning community, and inability to lead instruction, and 

effectively mentor and evaluate teachers. Superintendent 6 discussed the view that 

teacher experience is a necessity to establish credibility in the schoolhouse; however, in 

the absence of teaching experience, previous experience as an assistant principal would 

be acceptable. "If they (nontraditional candidates) have assistant principal experience 

they have already established credibility in the school district and have proven their 

abilities." Superintendent 9 offers the view, "If this job were about leadership only, I 

wouldn't have a problem with that (hiring nontraditional candidates). The challenge is 

that there is knowledge that can only come from this (first-hand) training and experience. 

Daily information is sought by teachers and staff that require immediate responses that 
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work. If this (position) were only about management, it (hiring nontraditional candidates) 

might work." Superintendent 10 declares, "Very difficult for them (nontraditional 

candidates) to be an effective principal if they have had no teaching experience.. .(it is) 

difficult to teach others to do something that you have not done...instructional leadership 

and teacher evaluation/feedback are a major part of the job." Superintendent 16 states, "1 

do not see someone from outside or alternatively certified to be able to step in and be able 

to make an impact without the knowledge and skill learned in a classroom and public 

school setting." 

Respondents who identified with the theme, 'teachers need only apply' discussed 

the importance of credibility as the core of educational leadership. Views expressed 

within this theme focused on the importance of embracing the essence of educators. 

Additionally, an undercurrent of respect for educators and the field of education seemed 

to be present in their perceptions and support of traditional candidates as leaders only. 

The responses that were expressed seemed to align with their beliefs that traditional 

school leaders build credibility through experiences and proven success. In that regard, 

nontraditional candidates lack the experiences and proven record of success that would 

lend to the obtainment of credibility in the schoolhouse, school district, and within the 

community. 

Exposure as a Variable 

The researcher identified the theme 'exposure as a variable' as a salient theme. 

Exposure as a Variable themes defined are those opinions and perceptions that are 

viewed as neutral in light of the fact that participants' have had either minimal to no 
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hands-on experience with this population of candidates, or either their exposure to and 

know ledge of this population has shaped their view. Statements such as "I have never 

worked with this population", and "i would need to research candidate information 

further and have a more extensive interview before considering a nontraditional 

candidate" were indicators to this researcher that participants' refrained from taking a 

stance based on the limited exposure they have had to this population. 

Exposure to Nontraditional Leaders Makes a Difference 

The opposite position was true of those superintendents that had been exposed to 

a nontraditional candidate. Superintendent 5 described his affiliation with a nontraditional 

candidate who had experience as a school social worker and climbed the leadership ranks 

into the position of assistant principal and, eventually, the principalship. Superintendent 5 

credits the success of this candidate to a willingness to self-teach classroom techniques, 

people skills, problem-solving abilities, relatable personality, and resourcefulness. While 

this successful candidate is considered an anomaly by the participant, he acknowledges 

that given an adequate amount of training and a defined and elaborate skill set, it is 

possible for a nontraditional candidate to be successful in Educational leadership. 

The Toleration of Nontraditional Leaders 

Participants expressed different views regarding the extenuating circumstances in 

which they would be willing to allow a nontraditional candidate to receive a principalship 

in their school district. Some superintendents discussed that a nontraditional candidate 

would be a feasible candidate to fill a vacancy only if they were alternatively certified, 

presented with years of teaching experience, or held active state credentials/certification 



98 

from another state. Superintendent 2 states, "I have found them (nontraditional 

candidates) to be a mixed bag of good and bad. I have not seen that these candidates fit in 

one box as highly capable or not." Superintendent 9 appears to refer to distributed 

leadership in the statement, 'in a bigger school or system, one may be able to delegate 

and simply attack the big issues." Other research participants thought it best to allow each 

candidate to stand on their own merit, and they may consider a nontraditional school 

principal candidate if they (nontraditional candidates) had proven leadership experience 

in another field and would be a good fit for the school and district. For example. 

Superintendent 17 states, "If an exemplary military leader applied for a school 

administrative position I would certainly consider it." The question of whether 

nontraditional candidates could reach expectations and uphold the standard amongst 

school leaders was also raised. Superintendent 4 implies that he would consider hiring a 

nontraditional candidate if he were presiding over a district that was more tolerable of his 

decision. He states, "If! were the superintendent of an urban district I may have 

considered hiring a nontraditional candidate, but not in a suburban and affluent district 

such as my county. My county has higher standards and higher expectations for principal 

candidates." 

Research participants who identified with the theme, 'Exposure as a Variable', 

held perceptions that were either largely neutral or not clearly in favor of or opposed to 

nontraditional candidates. Their views suggested how exposure can make the difference 

in how a superintendent perceives nontraditional candidates. Additionally, their opinions 
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provide insight into the circumstances under which a superintendent may tolerate the 

hiring of a nontraditional school leader. 

Leadership Transcends Fields 

The researcher identified the 'leadership transcends fields' as a viable, but not 

salient theme. This theme defined is representative of those opinions and perceptions that 

are v iewed as being in favor of nontraditional school leaders. Research participants 

revealed that while teaching experience may be of benefit to a school administrator, 

teaching experience as a requirement of leadership certification and as a requirement to 

obtain a principalship may be a deterrent to good leaders who are outside of the field of 

Education. The following quotes were borrowed from the data to illustrate the theme of 

leadership transcends fields. 

Certification as a Limitation 

Superintendent 1 declared, "Certification requirements across the country are 

limiting our public education system and preventing the obtainment of good leaders 

across the country." "Because I retired out of the military, I would have to have five years 

of classroom experience (to obtain certification). "I received teacher certification 

alternately, and went from military retirement directly into (the) high school 

principalship." "The certification limitations set for principals today would have 

prevented me from becoming a principal." Additionally, Superintendent 8 implied that 

school districts should be empowered to choose the best principal candidate regardless of 

whether they meet minimum state or certification requirements, he stated, "Districts 

should make the right fit without the shackles of prior teaching experience." 
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Superintendent 8 takes a stance that all candidates should have a minimum of two 

years of teaching experience, but broadens the realm of what is considered acceptable 

teaching experience beyond the traditional Pk-12 walls. Superintendent 8 is amenable to 

teaching experience obtained at any level, college, or in a public, private, or charter 

school and declares, "These (nontraditional) candidates bring new ideas and concepts that 

can add so much to any school." "They (nontraditional candidates) should not be denied 

the position (principalship), but can enter the leadership courses while being a principal." 

Superintendent 8, admittedly, is also a retired military professional who entered 

Educational Leadership after retiring from the military. Stated, "Being one 

(nontraditional school leader) myself, I truly believe that they (nontraditional school 

leaders) can add new concepts to the school and can easily master public school 

guidelines and procedures." 

Superintendent 12 asserts that although teaching experience builds an 

understanding of how to lead classroom teachers, it is possible for a nontraditional 

candidate to (successfully) do the work of a school principal without experience as a 

classroom teacher. Superintendent 12 declares "Certification is just a license to 

me.. .people know how to drive that do not have a license; people know how to lead and 

inspire without having that (educational leadership) license. This participant is careful to 

quantify, however, that an innate skill level and ability to successfully lead a school in the 

absence of school experience depends on the individual who is attempting to lead. 
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Barriers to Hiring 

While few expressed opinions that were in favor of nontraditional school 

principal candidates, the researcher was interested in exploring the practicality of 

superintendents' hiring a nontraditional school leader in their district. Superintendent 1 

discussed the state barriers that prevent the hiring of nontraditional school leaders in the 

state which houses his school district. Superintendent 1 discussed the intentional means 

and purposeful agenda that school districts have when they choose to employ a 

nontraditional candidate in the position of school principal. Stated, "If districts are 

looking for someone to maintain the status quo, then they would not be willing to hire a 

nontraditional candidate." Superintendent 1 spoke of his own experiences of being hired 

from the military into a school leadership position because the hiring superintendent's 

guided focus and vision aligned with and required a school principal candidate who was 

not part of the status quo. Superintendent 9 states that serious consideration would be 

given towards hiring a nontraditional candidate, but referenced the difficulties anticipated 

in receiving the buy-in of stakeholders that is necessary to hire and support a 

nontraditional candidate. Superintendent 9 expressed, "I do not need the challenge of 

selling others on this idea (of hiring a nontraditional candidate). Things are tough enough 

as it is." Superintendent 17 expressed the importance of discerning nontraditional 

principal candidates who may make a great school leader and supporting them to do their 

job, and to do it well. Superintendent 17 stated, "Just as a quality teacher knows that 

students learn differently; educators should recognize that a nontraditional candidate 

(may) make a great school leader. Educators should try to find ways to place quality 
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leaders in administrative positions regardless (of) whether the candidate is (a) certified or 

nontraditional candidate." 

Respondents of the 'leadership transcends fields' theme favored the idea of 

nontraditional candidates. These candidates are perceived as innovative and of benefit to 

school districts. While study participants' opinions of nontraditional candidates were 

positive, they expressed the real barriers that are present and within the field of 

Education. They acknowledged that their unique background and experiences as 

nontraditional superintendents who were previously employed as nontraditional 

principals or their familiarity with a nontraditional principal may have shaped their 

opinions of this population. 

Nontraditional Candidate Benefits 

Regardless of the personal opinions research participants held about 

nontraditional school principal candidates, many agreed that these candidates may 

possess a skill set that could be beneficial to a school district. Amongst the findings, the 

researcher identified the following three codes to characterize skills that nontraditional 

candidates may possess and be of benefit to a school district: 1) Interpersonal; 2) 

Leadership; 3) Foundational Knowledge. 

Interpersonal 

Skills identified with an interpersonal code are those skills inclusive of sociability, 

character, and communication which may assist school leaders in forging community 

partnerships, fostering trust among faculty and staff, and building a learning community. 

Integrity, respect for self, respect for others, responsibility for actions, strength, ethical 
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behavior, and honesty are the interpersonal traits and skills that research participants 

agreed nontraditional principal candidates may possess that could be of benefit to school 

districts. Superintendent 5 states, "The people skills part is very important. Some 

traditional candidates know about classroom instruction, but don't relate well with the 

public. They (traditional candidates) appear as abrupt, self-centered and just hard to get 

along with. It takes a good mix of both professional knowledge and people skills in order 

to be a good leader." 

Leadership 

Skills identified with a leadership code are those skills inclusive of abilities and 

traits which are synonymous with being an executive in charge. Research participants 

perceive nontraditional candidates as those who have proven success in other fields, 

knowledge of budgets and financial matters, and a thorough knowledge of human 

resources, organizations and organizational change. Additionally, nontraditional 

candidates are believed to have a complex skill set that serves them well in the business 

arena, but may not transfer into the field of Education. Superintendent 4 states, "A 

nontraditional candidate may be successful in setting tasks and moving people into action 

behind those tasks." Superintendent 6 states. "Leadership skills are transferable to a small 

degree, but it takes more than strong motivational and communication skills to be a 

successful school leader." 

Other participants expressed a slightly different perspective. Superintendent 8 

addresses his view that a nontraditional candidate who chooses to leave a field in which 

he/she is established and attempt to transition into school leadership would possess "A 



104 

strong desire to be with our youth and to motivate them to success; a willingness to study, 

learn and master school administration procedures; and the strength to always do the hard 

right over the easy wrong, and to stand up and be counted when the times are tough." 

Superintendent 9 states, "(A nontraditionai candidate) would have experience in the 

business or non-profit field which might be helpful to a school." Superintendent 9 

expands his view in expressing that a nontraditionai candidate would also be free of bias 

about teaching, learning, and school personnel, to which, a traditional candidate may 

have been exposed. 

Foundational Knowledge 

Building blocks identified with the foundational knowledge code is the 

prerequisite knowledge that is believed to have grounded a nontraditionai candidate and 

provided a platform on which additional skills and abilities could be built. Participants' 

discussed the benefits of education and varied experiences that a nontraditionai candidate 

could bring to a school district. Superintendent 1 states that a nontraditionai candidate 

must, "Demonstrate from past experiences that they can accomplish organizational 

objectives in the short and long term. Intellect and academic experience says that you 

have been there and done that, and that you are willing to expand your mind." 

Superintendent 13 adds that a nontraditionai candidate could benefit a school district by 

bringing "real-world knowledge and a knowledge of what we (school districts) are 

preparing students for." Lastly, nontraditionai candidates are believed to utilize "out of 

the box" thinking to shape their decisions. Nontraditionai candidates offering "different 

perspectives of approaching work", "an ability to think outside of traditional instruction". 
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"knowledge in alternative instruction and alternative training", and "those characteristics 

of innovation and initiative that people need to have in today's leadership world" are 

views stated by various participants in agreement of those skills unique to nontraditional 

school leaders. 

Molding Success 

A training and professional development plan is an initial step in a new job, but 

critically necessary if the candidate is lacking a foundation of understanding in the field. 

To help a nontraditional candidate be successful as a school leader, research participants 

felt modeling and support, and education and training were of utmost importance. Within 

the realm of modeling and support, participants' conveyed a need for nontraditional 

candidates to have mentors, and opportunities to observe, partner, and work closely with 

established school principals. Research participants also expressed the importance of 

exposing nontraditional candidates to the business of public education. Superintendent 6 

discussed the need to "provide internal and external professional development to help the 

candidate understand public education, school law, federal programs, and community 

expectations." Additionally, superintendents emphasized the importance of offering 

support to nontraditional leaders so that they could "learn curriculum and instruction", 

"learn educational vernacular", "gain teaching experience", "complete university 

coursework requirements", and "obtain appropriate certification." In consideration of the 

role adequate professional development plays in helping a candidate to become 

acclimated to the profession. Superintendent 1 challenges the quantity and quality of 



106 

professional development that is provided to anyone who accepts a principalship. 

Superintendent 1 stated: 

One thing that Education does not have that the military does have is extensive 
professional development for leaders. There are no courses or development for 
principals. Teachers who have those skills are the anomalies, but there is no 
training. The army spent twenty years training me to be a leader, and that doesn't 
happen in education. How do we pick people who are assistant principals to be 
principals when assistant principals come right out of the classroom? There is no 
course outside of practicum in graduate courses that train to be a principal or a 
leader. 

Shortage of Qualified School Principal Candidates 

Some research participants believed that they had a sufficient number of candidates 

applying for the principal vacancies. Research participants attribute a limited and 

declining pool of candidates to the growing demands of the job, their geographical 

location and the demands of the school level seeking to fill positions. Superintendent 10 

asserts that, "Many current principals are getting ready to retire and there is a shortage of 

quality individuals who are willing to take on the demands (of the job), and are willing to 

commit to the job." Superintendent 17 added, "The shortage is growing. I think the 

retirement of the boomers creates a need, but the new PSC (Professional Standards 

Commission) performance based leadership requirements is not yet producing the 

number of candidates to meet the demand." According to Superintendent 3, "A shortage 

expands in certain geographical regions. Northeast Georgia and metro Atlanta has a 

pipeline of good principal leadership. Superintendent 6 states, "A shortage exists in rural 

areas. I currently have an assistant principal from (another county). When preparing to 

recruit for principal candidates we try to go outside of the area if we can." Superintendent 



107 

8 adds, "At times it is far better to attract new people, outside of the school system, to the 

school district who can add different values and ideas to improving the schools." In light 

of the shortage of quality school principal candidates expressed by respondents, the 

researcher finds that superintendents have become innovative in their efforts to keep a 

quality supply of prospective principals. 

District Investment 

Research participants saw the benefit of nurturing school leaders from the pool of 

teachers and promoting to school administration from within the district. Superintendent 

1 states, "We use a rubric to guide selection. We end up mostly picking principals from 

internal candidates; I look for he/she who has the most experience, good fit, and is a good 

match." Superintendent 13 states, "We are currently addressing this need (shortage) with 

our own (internal search) program. This year long program is a seminar series in which 

participants are given opportunities to interact with and learn more about what it takes to 

run a school successfully." The notion to grow-your-own school leaders and for school 

districts to invest in developing the pool of talented teachers to be school leaders was a 

common thread through the findings. 

Research Question 2: How do P-12 School superintendents define quality school 

principal candidates? 

The findings of research question 2 are divided into major themes and sub-

themes, and contain response analysis and excerpts of raw data obtained from the 

interview transcripts. Research participants' provided their opinions of the skills and 

traits which they consider to comprise a quality school principal candidate. 
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Superintendents acknowledged concerns that the pool of quality principal candidates is 

"limited", "declining" and that "because of geographic location we (rural districts) can't 

compete with other counties." Yet, districts have been proactive in "making an 

investment in the skills and knowledge of teachers who are interested in school 

leadership." "Home-grown" candidates are those candidates in which districts invest time 

and energy to develop are options to combat the low pool of quality principal candidates. 

Three reoccurring themes were identified in the findings of defining quality school 

principal candidates: Inherent qualities, acquired leadership skills, and foundational 

knowledge. Due to the fact that research question 2 prompts the participant to list traits, 

skills, and qualifications that are deemed as quality, respondents expressed views that 

contained a mix of traits that were unique to one of three reoccurring themes. Therefore, 

the researcher is unable to establish one salient theme of the three that were identified. In 

an attempt to answer research question 2, the following is a summation of the findings 

and data presented. 

Inherent Qualities 

The researcher identified the theme Inherent Qualities as a salient theme 

throughout the data. Inherent qualities defined are those qualities that are believed to be 

fixed, permanent, and preexisting from within candidates. Research participants listed the 

traits that they consider to be traits of quality among school principals who are presently 

employed in their school district and those who aspire to obtain a principalship. 

Interpersonal skills w ere a common thread of this theme. People skills, communication 

skills, and an ability to relate to others is a quality that school superintendents valued. 
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Superintendent 7 expressed satisfaction with the leadership abilities of current principals 

within the district. Stated, "They (current principals) possess people skills, and an ability 

to communicate and talk easily with all groups of people." Of prospective principal 

candidates. Superintendent 1 states that quality school principal candidates are defined as 

those with "integrity", "expert communication skills." Likewise, other participants 

expressed the need for principal candidates to "be skilled in human relations." 

Superintendent 5 expressed the opinion that a quality school principal candidate was one 

who has "energy and enthusiasm. Selfless; A servant leader who is more concerned about 

the students, the organization, and providing quality leadership rather than receiving 

credit." Additionally, principal candidates must have an ability to identify with the 

community, parents, and students they serve. Superintendent 7 expanded the idea of 

"people skills" to explain that candidates must have "an ability to speak with all groups 

of individuals at a level that can be easily understood. They (principals) must be able to 

show respect and allow dignity to be maintained while interacting with others." Other 

participants took notice of the importance of how others perceive principal candidates. It 

is essential that principals have a "positive attitude and an ability to get along with 

others." "Having the respect of faculty and staff" and "being held in high esteem" is a 

trait indicative of a quality principal. A question of character is also found in the data. 

Having a "caring", "dedicated, motivated, honest, and ethical" principal candidate who 

possesses integrity was viewed as an essential quality trait. Superintendent 11 states, 

"Someone who is loyal, trustworthy, and committed to excellence is essential." 

Superintendent 12 adds, "Love of children is the number one qualification (to be a 
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principal). Leadership ability is also important, but without the first, it (leadership ability) 

is not worth the resume paper it may be written on." 

Acquired Leadership Skills 

The researcher identified the theme Acquired Leadership Skills as a salient theme 

throughout the data. Acquired leadership skills defined are those skills that are believed 

to be obtained through training, experience, and district investment. These skills were 

likened to those skills that once mastered are readily accessible from their toolbox. 

Among the skills identified, research participants mentioned school management, school 

improvement, change agent, and instructional leadership abilities. Superintendent 3 states 

a quality school principal candidate is one who "has demonstrated 5-7 successful years in 

the classroom as a teacher, has a history of successful teacher leadership, and is able to 

lead change as a transformational leader." Likewise, Superintendent 4 states, "that a 

quality school principal candidate is one who must be an instructional leader, have years 

of experience as a teacher, must be able to lead staff and community, and must be able 

(to) handle management duties." Research participants were verbal in their desires that 

principal candidates present with a number of years of teaching experience. Years of 

teaching experience, experience in instructional leadership, and school management 

experience was a repetitive response among participants. Knowledge of career and 

position specific practices was also noted in findings. Superintendent 7 adds to the list of 

qualifications in stating that a quality school principal candidate is one who possesses 

"knowledge of performance standards, knowledge of budgeting and providing resources, 

knowledge of child development characteristics for the level they serve, a willingness to 
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be part of a district wide team, and a commitment to district vision and goals." 

Superintendent 12 adds, "A high quality principal knows his or her students, their needs, 

and how to meet those needs with the resources available. They know how to use their 

faculties' strengths. They must be organized and know how to manage their time." The 

knowledge compiled within principal candidates is key because it not only lends to 

credibility, it "builds confidence", enables principals to "talk specifics with faculty, staff, 

parents, and community", and empowers those principals to "talk about leadership and 

know how to implement it." 

Foundational Knowledge 

The researcher identified the theme Foundational Knowledge as a salient theme 

throughout the data. Foundational skills defined are those prerequisite skills, building 

blocks, and education that speak to the preparation and requirements necessary for 

candidates to build success upon. Research participants prioritized education, 

certification, training, and preparation. Some states place stipulations on principal 

candidates that require completion of a preparation program before leadership 

certification is awarded. Various research participants discussed the necessity of "a 

respected educational leadership program, degree, and certification" and "obtainment of 

an advanced degree. Superintendent 8 states, "I am satisfied with the candidates who 

apply for administrative positions. They (candidates) are qualified through their 

completion of the leadership courses taught in college, and a vast majority of them have 

developed on-the-job skills as a leader by being a coach, sponsor, or advisor." 



112 

While the range and specifics of quality vary between candidates, the fact remains 

that effective leadership is sought after by superintendents when seeking to fill a school 

leader position. Superintendent 17 states, "I want someone who deeply cares about all 

students and is highly motivated to improve student achievement and serve as an 

instructional leader. Leadership traits include the skill set that serves to assess what will 

be most effective in developing a school improvement plan and then successfully 

implementing the plan." Superintendent 8 iterates a slightly different view in, 

"Leadership is the art of getting people to accomplish something that they may not want 

to do, but do it anyway to the standards required and within the time allowed. Skilled 

people (are) not necessarily born and raised in the educational field and may have far 

superior skills in this area; they (nontraditional candidates) should be considered for 

leadership positions if (those positions are) available and needed. 

Summary 

From a synthesis of all of the data obtained from the structured, open-ended 

questionnaire, the researcher identified five salient themes, and one viable theme that 

addressed the two research questions. To fully understand the perceptions of school 

superintendents regarding nontraditional candidates, and the definition of quality school 

principal candidates, the researcher administered a structured-open ended questionnaire 

online and via telephone. To answer the question pertaining to perceptions of 

nontraditional candidates, the researcher identified the reoccurring themes of (a) Teachers 

Need Only Apply, (b) Exposure as a Variable, and (c) Leadership Transcends Fields. To 

address the question regarding the definition of quality school principal candidates, the 
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researcher identified the reoccurring themes of (a) Inherent Qualities, (b) Acquired 

Leadership Skills, and (c) Foundational Knowledge. The themes provided insight into the 

research questions posed, and offered clarity of the perceptions of school superintendents 

on the topics studied. Chapter five will present the conclusions, implications, and 

recommendations for future research. 



CHAPTER 5 

DISCUSSIONS, CONCLUSIONS, IMPLICATIONS 

The first section of Chapter 5 is a synopsis of the whole study including a 

restatement of the major findings, followed by an introduction to w hat can be concluded, 

and how these conclusions interact with the research questions and hypotheses. 

Introduction 

The rate of attrition and retirement of baby boomers may be contributing to a 

crisis in school leadership (Fordham, 2003; Fullan, 2006; Guterman, 2007; Moore, 1999; 

Papa, Jr., & Baxter, 2005; Pounder & Merrill, 2001). Previous studies predicted that the 

turnover in school leadership and rate of teacher retirement may prompt schools across 

the nation to begin filling school administration positions with school leaders who are 

young and inexperienced (Fordham, 2003; Papa, Jr., & Baxter, 2005; Styron & LeMire, 

2009). The "One Best Model" of teachers as leaders is an idea that school administration 

positions should be filled with teachers because only teachers understand the business of 

schools (Cooper & Boyd, 1988). School districts are having difficulties attracting and 

retaining professionals that can fill potential administrative positions, and do the job well 

(Gates, Ringel, Sautibanez, Ross & Chung, 2003; Fullan, 2006). 

The shortage of building administrators presents as an opportunity to 

redefine educational leadership and the term school leader (Bottoms & O'Neill, 2001). If 

the number of new leaders emerging from the ranks of teachers does not meet the needs 
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of schools, the need may be met by opening the door to nontraditional leadership 

candidates (Page, 2006). According to the Education Commission of the States report 

(2011), 1.) Thirteen states have established state policies for alternative certification in 

the position of school principal, 2.) Twenty-three states do not have a state policy for 

alternative certification of principals, but policy exceptions allow for the conditional, 

temporary, or provisional hiring of an individual who does not meet all of the state 

certification requirements, 3.) Eleven states do not have a state policy for alternative 

certification of principals, and do not make exceptions to hire, 4.) Three states make 

alternative certification exceptions to hire for the position of District Superintendent, but 

have no policy for alternative certification for principals. A careful review of state 

alternative certification programs revealed that states not only define alternative 

certification differently they also differ in eligibility criteria and qualifications of program 

applicants; while some states insist that applicants have a teaching certificate and years of 

teaching experience, other states take professional experience, leadership and 

administrative qualities of principal candidates into account in consideration of hiring. 

It is unknown whether opening up the field of educational administration to 

nontraditional leaders will produce better leaders because it has never been implemented 

and studied (Herrington & Willis in Hartley, 2007). While some researchers believe that 

both traditional and nontraditional approaches should be used in recruitment efforts, and 

considered to address current and future school leader shortages (Papa Jr., & Baxter, 

2005), the "One Best Model" may hinder nontraditional candidates from being able to 

progress towards entry-level administration or, eventually, the principalship (Hoang, 
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2009). Superintendents, as the gatekeepers of school districts, are key in the recruitment, 

screening, and selection of principal candidates and the recommendation of principal 

candidates to school boards (Hoang, 2009). The problem is that despite a documented 

shortage of qualified candidates for the position of principal in urban school districts 

(Carney, 2006; Harris, 2001; New Teacher Project, 2006; Pijanowski, Hewitt, & Brady, 

2009), the beliefs and attitudes of superintendents influence hiring decisions which may 

prevent nontraditional school leader candidates with a wealth of leadership experiences 

from obtaining a principalship (Bianchi, 2003; Cusick, 2002; Farkas, Johnson, Duffett, 

Foleno, Foley, 2001; Hoang, 2009). 

A review of literature revealed a dearth of research on the topic of superintendent 

perceptions regarding usage of nontraditional applicants to meet a shortage of qualified 

school principal candidates, a nonexistent universal definition of qualified school 

principal candidate, and that a gap exists in what qualities, skills, and experiences are 

considered to be those traits of a qualified principal candidate. Therefore, the present 

study explores superintendent perceptions of nontraditional school principal candidates, 

and the definition of a quality school leader. The following two research questions guided 

the study: 

RQi How do P-12 School superintendents perceive the notion of nontraditional 

applicants to address the shortage of qualified school principal candidates? 

RQ:: How do superintendents define quality school principal candidates? 

The purpose of this qualitative study was to explore the perceptions school 

superintendents hold regarding nontraditional school principal candidates, explore 
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superintendent perceptions regarding how superintendents define qualified, and what 

qualities constitute a qualified school principal candidate, and explore superintendent 

perceptions regarding the option of utilizing nontraditional school principal candidates to 

meet principal shortage needs. 

Summary of the Study 

The documented shortage of quality school principal candidates, the underutilized 

option of nontraditional principal candidates (Hess, 2003), and superintendents' 

discontentment with the caliber of principal applicants being presented to them for 

consideration may be a contributory factor to the steady decline of America's public 

school system (Bjork & Rinehart, 2004). In this study, the researcher determines the 

perceptions of sitting school superintendents with regard to nontraditional school 

principal candidates and a definition of a quality school leader. The researcher used the 

research questions and the related literature to build a foundation of understanding on the 

topic. The study was sent for approval to the Mercer University Institutional Review 

Board (IRB). On March 23, 2012, the research proposal was formally approved. 

For this study, initially, a solicitation interest letter was emailed to 35 Broad 

Fellows who were presently sitting in the school superintendent position. Broad fellows 

were chosen as a sampling frame because it provided the researcher a way to include the 

perceptions and opinions of research participants who were from both traditional and 

nontraditional backgrounds. Additionally, the use of Broad fellows who resided in 

different states and different regions of the country encouraged maximum variability in 

responses. Due to a lack of response from this sampling frame, the researcher expanded 
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the sample to include sitting superintendents in the State of Georgia. Georgia was chosen 

because it is one of the states in which an alternative certification for building leaders 

does not exist, but the state has written provisions into state policies which, at the 

discretion of the hiring school district, would allow the hiring of a nontraditional 

principal candidate. Additionally, Georgia was chosen because literature reflected a 

shortage of school leaders in urban districts, at the high school level, and in districts with 

a large population of students with a low socioeconomic level. Despite the provision of 

the permit which would allow for the hiring of a nontraditional school leader candidate, 

the Georgia Professional Standards Commission stated that the permit had been used to 

hire a nontraditional school superintendent, but had never been used to hire a 

nontraditional principal candidate (Personal Communication, July 15, 2011). The request 

to modify the study to reflect changes in the sampling frame was sent to the Mercer 

University IRB. On April 20, 2012, the request to modify the study was formally 

approved. 

Chapter 1 introduced the reader to subject matter, information, and major 

concepts that would serve to frame the study. This chapter provided insight into the 

research problem, purpose, and significance of the study. 

Chapter 2 prov ided the reader with an extensive review of related works and 

scholarly literature on the subjects of school leadership, traditional school leaders, and 

nontraditional leaders. In particular, the researcher reviewed literature on the history of 

school leadership and school administration, the myth of the superprincipal, quantity and 
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distribution of candidates, and the principal shortage. The chapter also contained an 

exploration of the theory of the business model as a theoretical framework. 

Chapter 3 describes the methodological design of the study and gives the reader 

an organized outline of the study and the methodology that was utilized. This qualitative 

study was primarily conducted online with seventeen currently presiding superintendents. 

After receiving approval from the Mercer University Institutional Review Board, the 

researcher conducted the study using a sample of sitting school superintendents. 

Participants were solicited via an interest letter that was emailed to them. The interest 

letter contained a link to the online structured questionnaire. Research participant 

responses were collected and stored online. After careful review of the data, the 

researcher attempted to follow up and clarify data via phone and/or email as necessary. 

Eleven of the seventeen transcriptions were flagged for follow-up. The researcher 

initiated phone contact and email contact with all eleven respondents. Four participants 

participated in a telephone follow-up. Three of the participants participated in follow -up 

by responding to an email from the researcher. Although unsuccessful, attempts were 

made to contact the administrative office of the other four participants in which follow -up 

was requested. A total of seven of the eleven respondents who were flagged for follow-up 

participated in follow-up initiated by the researcher. 

Data were analyzed using open coding and grouped using axial coding. Open 

coding is the first step in data analysis and separates data into categories of information 

(C'reswell, 2007). The purpose of open coding is to assist the researcher in understanding 

the data through interpretation. In this study, perceptions were compared to find 
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similarities and differences (Corbin & Strauss, 1990). Axial coding involves the 

researcher relating codes to each other and fitting the codes into a generic frame of 

relationships (Creswell, 2007; Corbin & Strauss, 1990). 

Chapter 4 is a reporting of the findings based on the two research questions. This 

chapter provides the reader with an analysis of data collected from the structured open-

ended questionnaires that were administered online and via telephone. The researcher 

identified five salient themes and one viable theme that addressed the two research 

questions. Those themes are Teachers Need Only Apply, Exposure as a Variable, 

Leadership Transcends Fields, Inherent Qualities, Acquired Leadership Skills, and 

Foundational Knowledge. While the themes Teachers Need Only Apply, Exposure as a 

Variable, and Leadership Transcends Fields, were primarily used to answer research 

question 1, Inherent Qualities, Acquired Leadership Skills, and Foundational Knowledge 

were the themes used to answer research question 2. 

Summary of Major Findings 

Analysis of the data resulted in six themes that assisted the researcher in 

answering the two research questions. The first theme. Teachers Need Only Apply, was 

identified based on the statements participants provided that were opposed to the idea of 

nontraditional school leader candidates. Respondents revealed their opinion that teaching 

experience is paramount to be an effective school leader. Additionally, the respondents 

who endorsed the theme Teachers Need Only Apply expressed strong views against 

nontraditional candidates who attempt to enter the field of Education without a 

foundation of understanding instruction. The second theme. Exposure as a Variable, was 
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identified based on the statements participants provided that were deemed to be neutral in 

light of the fact that participants had minimal to no knowledge of nontraditional principal 

candidates, or their exposure to nontraditionally trained individuals helped to shape their 

view. Also, respondents who identified with this theme expressed views regarding the 

unique situations or circumstances in which they would be willing to allow a 

nontraditional candidate to obtain a principalship. The third theme. Leadership 

Transcends Fields, was identified based on the statements participants provided that were 

in favor of or open to the idea of nontraditional school leader candidates. Research 

participants revealed that while teaching experience may beneficial to a school leader, the 

requirement of teaching experience may deter good leaders who are outside of the field of 

Education from applying for a school principal position. In addition to the first three 

themes that were constructed to answer research question 1, the researcher also found 

noteworthy opinions interspersed throughout the data regarding the benefits 

nontraditional candidates offer and the professional development needs of nontraditional 

candidates. 

The fourth theme. Inherent Qualities, was identified based on those skills that are 

believed to be fixed, permanent, and preexisting from within candidates. Embedded 

within this theme were skills categorized as interpersonal skills, people skills, 

communication skills, and an ability to relate to others. Respondents characterized traits 

and skills as those that are considered of quality and sought after among candidates who 

are interested in obtaining a principalship. The fifth theme. Acquired Leadership Skills, 

was identified based on those skills that are obtained through training and experience. 
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Respondents discussed in their answers the importance of change agent experience, 

instructional leader abilities, and experience in school management and school 

improvement. The sixth and final theme, Foundational Knowledge, was based on those 

building blocks that were defined as the prerequisite knowledge necessary for candidates 

to possess. Respondents placed a priority on education, teacher certification, leader 

certification, leader training, and leader preparation. These themes aided the researcher in 

addressing researcher question 2. 

Discussion of the Findings 

The researcher gathered data from public school superintendents in three states 

regarding the perceptions superintendents have of nontraditional school principal 

candidates, the qualities that comprise a quality school leader, and opinions on the topic 

of utilizing nontraditional school principal candidates to meet the shortage of school 

principals. The following discussion of findings is presented in response to the two 

research questions and within the context of the following themes: Leadership 

Transcends Fields, Teachers Need Only Apply, Exposure as a Variable, Inherent 

Qualities, Acquired Leadership Skills, and Foundational Knowledge. 

RQi How do P-12 School superintendents perceive the notion of nontraditional 

applicants to address the shortage of qualified school principal candidates? 

The first research question inquired about the perceptions superintendents hold 

regarding nontraditional school principal candidates. In an effort to adhere to the 

confidentiality of the participants and school districts, and provide information regarding 

participant demographics, the locale codes of rural, town, city, and suburban were 
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utilized. Ten of the participants presided over a rural school district; three participants 

presided over a town school district; city and suburban school districts were represented 

by two participants each. The superintendents who participated in this research expressed 

views that were both unique and previously stated in the literature. Respondent opinions 

varied from support of nontraditional school principal candidates to opposition of 

nontraditional school principal candidates. In comparison of this study to related 

scholarship, following is a review of similarities, gaps, and contradictions that were 

discovered in the literature. 

Teachers Need Only Apply 

Those respondents who expressed views synonymous with the Teachers Need 

Only Apply theme conveyed opinions that nontraditional candidates 1) Would lack 

credibility amongst stakeholders, 2) Do not have the experience necessary to properly 

lead a school building and faculty of educators, 3) Do not understand the business of 

school and Education, 4) Would not make effective leaders, 5) Should be considered as a 

last resort, 6) Would create problems in the district if hired. There is literature which 

supports and refutes these findings. In support of the findings, Farkas et al. (2001) 

conducted a nationwide study of 853 superintendents and 909 principals and amongst the 

findings concluded 59% of superintendents and 70% of principals considered bringing 

nontraditional school leaders into education to be a bad idea. The rationalist approach to 

management teaches individuals that a well-trained professional manager can manage 

any organization (Peters & Waterman, 2006); however, some successful business 

executives, caution against this form of thought, and believe that one should never 
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acquire a business that they have little experience in managing (Peters & Waterman, 

2006). Research has shown that companies display excellent performance when they are 

managed by executives that have experience managing similar businesses (Peters & 

Waterman, 2006). Carney (2006) conducted a quantitative study of Georgia 

superintendents to determine the employment criteria used by superintendents to hire 

high school principals. Among all of the findings, Carney (2006) concluded that 1 )there 

is a gap between the number of certified principal candidates and the number of qualified 

principal candidates, 2) Georgia superintendents value credibility, high expectations, and 

an ability to see the big picture in principal candidates, 3) Georgia superintendents value 

least the years of experience a candidate has, technology skills, and innovation, and 4) 

despite the shortage of qualified principal candidates, superintendents are not taking 

active steps to recruit. 

Other scholars refute the findings that only teachers can successfully lead schools. 

In regards to the merging of nontraditional candidates into the field of education, Sutton 

in Peter and Hull (2009, p.xii) stated, "There is nothing about being a great surgeon that 

prepares a doctor to run a hospital. Learning to be a great litigator in no way prepares a 

lawyer to run a law firm." Per the Peter Principle (Peter & Hull, 2009) being a great 

teacher does not prepare an educator to be a great school principal, and challenges the 

thought that great administrators can only come from the ranks of teachers. 

Exposure as a Variable 

The theme. Exposure as a Variable, captured the collective opinions of those 

respondents whom either did not have enough experience with or exposure to 
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nontraditional candidates to form a complete opinion, or had been exposed to 

nontraditional principals who were both successful and effective. In regards to the 

studying of nontraditional principals, there is a gap in the literature. Nicoud conducted a 

study of nontraditional principals in 1999, but no other research dedicated to studying this 

population could be found. Nicoud (1999) conducted a qualitative study of school 

counselor trained principals in Wisconsin who lacked teaching experience and concluded 

that although these nontraditional principals were perceived to be effective principals 

who met or exceeded standards of educational leadership, superintendents continue to 

prefer the teacher trained principal. 

The theme of Exposure as a Variable also encapsulated the conveyed opinions 

that superintendents may consider hiring nontraditional principal candidates under 

specific circumstances such as 1) if they presided over an urban district in which district 

standards were lower, 2) if the principal candidate had proven leadership in another field, 

3) if they were filling a principal vacancy in a larger school in which a principal could 

delegate responsibilities and choose to tackle the bigger issues, and 4)if the 

superintendent had been directly or indirectly exposed to nontraditional principals who 

had been successful and effective in his/her role as school leader. Recent literature 

relevant to this finding include a study conducted by Kufel and Parks (2010). Kufel and 

Parks (2010) found that superintendents may be more apt to hire a nontraditional or 

alternatively licensed applicant for the position of school principal if they perceive a 

candidate can successfully lead school instruction, if they have hired alternatively 

licensed principals in the past, if they have a positive opinion of alternative licensure, and 



126 

if they believe stakeholders are open to accepting an alternatively licensed candidate as 

principal. 

Leadership Transcends Fields 

The respondents expressed opinions that nontraditional candidates have been 

deterred from public education by state and certification requirements. The literature is in 

support of this finding. As avowed in the literature, for years policymakers have 

addressed questions of whether State level certification requirements discourage 

individuals without teaching backgrounds from entering the field of school administration 

(Gates et al., 2003). Two of the respondents who expressed opinions aligned with this 

theme identified themselves as nontraditional superintendents who were previously 

employed as nontraditional school principals. Peter and Hull (2009) emphasized in his 

previous studies that the system of simple hierarchies from which school districts operate 

may result in organizations being lead by less than great leaders and may contribute to a 

loss of prospective school leader candidates. Similarly, as implied by Cooper and Boyd 

(1988), The "One Best Model" of school leadership which states that only teachers 

understand the business of school and should fill school administration positions is 

widely accepted in educational practice. This model poses a barrier for aspiring school 

leaders who may lack a teaching background (Hess, 2003). 

Secondly, the findings of'leadership transcends fields' revealed that in the 

absence of teaching experience, it is possible for a nontraditional school leader to 

successfully lead a school building. The literature supports this finding. Nelson (2009) 

declares that to be a successful administrator, principal candidates require a mix of 
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experience and practical know-how, and benefit greatly from learning about schools and 

leadership from multiple disciplines and fields that are in and out of Education (Nelson, 

2009). Ediger (2008, p. 18) compares Education to the field of Business, and states that 

business leaders and school leaders are congruent in many ways, and discussed that 

business leaders may find success in managing school operations because 1) Education is 

a business, 2) Efficiency and fiscal responsibility is a key concept of both fields, 3) 

Measurement results provide information to evaluate progress, 4) Test score data may 

provide a foundation upon which decisions concerning curriculum could be made, 5) 

Gains in student achievement are likened to profit gains in the business world. 

Thirdly, the finding that nontraditional school leaders bring innovation to 

Education and could be of benefit to a school district is also pertinent to this theme. 

Literature that is relevant to this finding includes Cooperman (1988), and Cooper and 

Boyd (1988), which discusses the pitfalls of the "One Best Model" of school leadership 

stating that it perpetuates a current system that is not only closed but encourages 

inbreeding and the end result is that of mediocrity rather than brilliance (1999). 

RQ: H()W superintendents define quality school principal candidates ' 

The second research question required the research participants to share their 

opinion regarding the qualities that they consider to be synonymous with a quality and 

qualified school principal candidate. The researcher tackled this question by exploring 

participant responses regarding the qualities innate in present school leaders in their 

district, and the qualities they seek of leader candidates who are pursuing a principalship. 



128 

Respondents placed a priority on those skills that were inherent, acquired, or upon which 

a foundation could be built. 

Inherent Qualities 

The theme of Inherent Qualities was identified based on the views that a quality 

principal candidate is one who exhibits stellar interpersonal skills. A priority was placed 

on people skills, communication skills, human relations skills, and an ability to relate to 

the masses. Additionally, respondents discussed the importance of having solid character 

as a principal. Being caring, dedicated, motivated, honest, ethical, loyal, and trustworthy 

were several of the traits that were valued. Scholarship which is relevant to these findings 

can be found in the various standards which are used to evaluate both principals and 

4 

principal prospects. The National Association of Elementary School Principals (NAESP, 

2008) strand 2 states that principals should be able to lead diverse communities and set 

expectations for academic, social, emotional, and physical development of all students. 

Strand 6 of the NAESP (2008) standards states that principals should be able to lead 

parent, family, and community engagement with an emphasis on shared responsibility for 

student performance and student development. The SREB Challenge to Lead goals 

contain three competencies. Competency 2 suggests that an effective principal has the 

ability to work with teachers and others to design and implement continuous student 

improvement by creating a caring environment, implementing data-based improvements, 

communicating, and involving parents. These standards suggest the importance of a 

principal having the inherent qualities that would enable them to successfully manage 

these standards and competency. 
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Acquired Skills 

The theme of Acquired Skills was identified based on the view s expressed that a 

quality principal candidate is one who has mastery skills derived from a combination of 

training, experience, and district resources that may have been expended on them. 

According to research participants, a quality principal candidate is one who is proficient 

in school management, school improvement, school change, and can lead instruction. A 

priority was placed on experience in transformational leadership, and experience as a 

school teacher and teacher leader. In support of these findings, the many standards by 

which school principals are evaluated contain relevant scholarship. Standard 1 of ISLLC 

(2008) emphasizes the importance of stakeholder collaboration, using data to plan and set 

goals, promoting improvement, and implementing an evaluation plan. Standard 3 of 

ISLLC (2008) emphasizes the importance of properly managing resources, protecting 

stakeholder interest, and using distributed leadership to build capacity. Standard 4 of 

ISLLC (2008) emphasizes the importance of collecting and utilizing data to drive 

instruction. Likewise, the NAESP standards invoke principals to lead student and adult 

learning, lead 21st century learning, lead continuous improvement, and lead using 

knowledge and data (NAESP, 2008). Competency 1 and Competency 3 of the SREB 

Challenge to Lead emphasize that effective principals should have a comprehensive 

understanding of school and the classroom that contribute to student achievement and 

have an ability to provide support to school staff to carry out school, curriculum, and 

instructional practices. 
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Cruzeiro & Boone (2009) also offers literature that is in support of the findings. 

Cruzeiro & Boone (2009) found that, regardless of if they are found inside or outside of 

Education, superintendents seek the following attributes in principal candidates: 1) An 

academic focus with high expectations for self, teachers, and students; 2) Experience 

evaluating teachers; 3) A proven motivator of others; 4) Skill and knowledge in helping 

teachers improve classroom performance 5) Knowledge of both state and federal 

standards; 6) Knowledgeable and experienced in the school improvement process; 7) A 

clear vision of teaching and learning. 

Foundational Knowledge 

The theme of Foundational Knowledge was identified based on the opinions 

expressed that a quality principal candidate is one who has gained the prerequisite 

knowledge, education, and met the requirements necessary to obtain a principalship. A 

priority was placed on education and advanced degrees in educational leadership, 

certification, and principal training and preparation. As stated in the literature, for several 

decades lawmakers equated a leadership certificate with a principal candidate who was 

not only qualified, but able and ready to successfully manage schools (Bjork & Rinehart, 

2004); however a study conducted by Pijanowski et al. (2009), contained findings that 

less than half of all certified applicants who apply for a principalship are actually 

qualified to be a principal. Likewise, according to Roza, Celio, Harvey, and Wishon 

(2003 ), no empirical evidence exists that justifies that an educational leadership 

certificate yields better school leaders. Roza et al. (2003) stated, "It is impossible to 

demonstrate any linkage between years in a classroom or possession of a principal's 
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certificate with success as a building leader." The previously stated literature refutes the 

findings of this study that advanced degrees in educational leadership and certification 

are necessary to obtain a principalship and be successful as a principal. Pijanowski et al. 

(2009) expands within his findings that a combination of licensure, a depth of experience, 

quality of previous education received, and prior leadership roles and experiences may 

deem a candidate to be worth of an interview for a principalship. 

The literature contains scholarship regarding the qualities that constitute a quality 

principal candidate that are relevant to this study. The findings of this study contain 

information that is interspersed throughout the numerous standards for school leaders. In 

alignment with the findings of this study and common to the Interstate School Leaders 

Licensure Consortium (ISLLC), National Association of Elementary School Principals 

(NAESP), Southern Regional Education Board (SREB), Georgia's Leadership Institute 

for School Improvement (GLISI), and McREL's Balanced Leadership Framework are all 

variables that collectively describe the responsibilities, skills, duties, abilities, and 

qualities of a quality principal candidate. 

Although originally constructed to provide standards that speak to the knowledge, 

skills, and dispositions of a school leader, the ISLLC Standards now serve as a guide to 

the functions of a school leader. The NAESP Standards for what principals should know 

and be able to do places a priority on leadership skills that would encourage the education 

of the whole child (ISLLC, 2006). These standards focus on the intellectual, physical, 

emotional, and social growth of a child (NAESP, 2008). The SREB critical success 

factors for school leaders highlights thirteen critical leadership success factors that have 
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been linked with improved student achievement. The GLIS1 8 roles for school leaders 

were formed using both educational and business standards as a model. These roles 

specify the tasks that effective leaders should be able to undertake. McREL's balanced 

leadership framework provided the foundation for school leaders to understand and take 

ownership of the 21 responsibilities that are linked to student achievement. In addition to 

the various standards that contribute to standards of a quality school leader, Roza et al. 

(2003) conducted a study of superintendents, and found that 83% of superintendents 

believe that the most important skills that are necessary for school principals to 

effectively lead schools are related to wide-ranging leadership skills. Following that 

statistic, 14% of superintendents though teaching experience was necessary, and 3% of 

superintendents thought conflict resolution was a necessary skill. No superintendents 

considered experience in curriculum to be a necessary skill set of principals'. 

Conclusions 

The purpose of this study was to 1) explore the perceptions school 

superintendents hold regarding nontraditional school principal candidates, 2) explore 

superintendent perceptions and opinions regarding how superintendents define qualified, 

and what qualities constitute a qualified school principal candidate, and 3) explore 

superintendent perceptions regarding the option of utilizing nontraditional school 

principal candidates to meet principal shortage needs. 

This study heightens awareness to the perceptions superintendents hold regarding 

nontraditional school principal candidates. The majority of the respondents of this study 

revealed opinions that were either opposed to principal candidates or neutral because of a 
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lack of exposure to nontraditional candidates. The few participants w ho held perceptions 

that w ere in favor of nontraditional candidates w ere revelatory regarding the personal 

traits, self-efficacious nature, and prior leadership experiences that contributed to their 

success as nontraditional principals or the success of someone they were familiar with 

who was a nontraditional principal. 

Findings from this study revealed that when filling principalship vacancies, 

superintendents perceive nontraditional candidates as lacking the credibility, experience, 

and skill level that is needed to successfully lead a learning community. Additionally, 

superintendents do not perceive leadership skills from other fields as transferable to the 

field of Education. The findings of this study revealed that a) superintendent perceptions 

of nontraditional school leaders remain largely negative, b) the One Best Model of school 

leadership remains a common and dominant view among superintendents, c) 

superintendents who have been nontraditional principals at some junction in their career 

seem to perceive nontraditional principal candidates as positive and or tolerable, d) 

superintendents who held positive perceptions of nontraditional candidates were those 

that had been exposed to and were familiar with nontraditional school principals who 

were deemed successful and effective school leaders, e) school districts are not willing, 

nor are they prepared to hire nontraditional school principal candidates and provide the 

related professional learning opportunities that would be needed to acclimate this unique 

population into the field of Educational Leadership, f) school superintendents' definitions 

of a quality school principal candidate varied and were as distinctive as the school 

districts over which they preside, and g) overall, school superintendents seek a principal 
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candidate who is capable of all things regarding educational leadership, and who 

manufactures the perfect combination of inherent qualities, acquired skills, and 

foundational knowledge. 

Based on the findings from this study that district leaders are largely opposed to 

nontraditional school principal candidates and prefer teachers to assume educational 

leader positions, it is clear to the researcher that superintendents are using dated 

assumptions regarding educational leadership to inform the decisions they make it hiring 

school principals. The literature dates the belief that teachers would only be loyal to a 

principal, and embrace his/her leadership if he/she had previous experience as a teacher 

back to the early 19th century; however, district leaders continue to utilize this belief as an 

overt assumption that informs the hiring process of school principals. Although the "One 

Best Model" of teacher leadership may have served Education well in the past, as 

asserted by Drucker (Daly & Walsh, 2010), a valid theory of the business lasting for 

many years can lead to the failure of an organization. The refusal of district leaders to 

challenge assumptions, reflect reality, and utilize innovation in hiring for a school 

principal may be contributing to some of the widespread problems in Education and 

superintendent discontentment as stated in literature. 

Theoretical Applicability to the Study 

The theoretical framework that guided this study was ubiquitous in the 

researcher's interpretation of findings and conclusion of this study. Peter Drucker's 

Theory of the Business Model guided the development of this study, and the collection 

and analysis of data. The theory of the business model w as coined by business and 



135 

management consultant and social ecologist, Peter F. Drucker (1994). The theory of the 

business model is defined as a set of assumptions as to what the business is, what its 

objectives are, how it defines results, who its' customers are, and what the customers 

value and pay for. The theory of the business model maintains that organizations decline 

and/or fail because they rely on obsolete or invalid assumptions to make fundamental 

business decisions (Drucker, 1994). Business theory emphasis should be on principles 

rather than techniques, decisions rather than mechanics, results rather than on tools, and 

performance on the whole rather than efficiency on the part (Webster, 2009). The theory 

of the business model has three parts: 1) assumptions about the environment of the 

organization, 2) assumptions about the specific mission of the organization, and 3) 

assumptions about core competencies that are needed to accomplish the organizations' 

itiission, and define where an organization must excel to maintain leadership. 

A valid theory of the business model (Drucker, 1994) contains 1) assumptions 

about the environment, mission, and core competencies that must fit reality, 2) 

assumptions that fit one another in all three areas, 3) a theory of the business that must be 

known and understood throughout the organization, 4) a theory of the business that is 

tested constantly to help assure that it fits the current needs of the business and reality. 

The findings of this study are directly applicable to a valid theory of the business 

model. 1) The assumptions about the environment, mission, and core competencies that 

are held by superintendents fit reality but only to the extent that the quality candidates 

referenced in findings are readily available and interested in school leadership positions. 
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2) Superintendents hold assumptions that: 

• Stakeholders would not be supportive of nontraditional candidates 

• Stakeholders would not find nontraditional candidates to be credible 

• The community and larger society would not support the hiring of 

individuals who have not served in the role of teacher 

• The mission of a school leader is to lead teachers, support instruction, and 

foster a learning community 

• School leaders must have experiences as teachers, and a combination of 

inherent qualities, acquired leadership skills and foundational knowledge 

to implement the mission 

3) The theory of the business that educational leaders just have experience as a teacher is 

permeated throughout the perceptions of school superintendents and understood in 

school districts. 4) The theory of the business has not evolved. It has not been tested or 

challenged to reflect reality and the current needs of children, schools, districts, and 

communities. Valid theories of the business, however, can be taken for granted by 

organizations. According to Daly and Walsh (2010), a valid theory of the business 

lasting for many years can just as easily lead an organization to collapse overnight as an 

invalid theory of the business could. 

The theory of the business model recommends that organizations take a proactive 

approach to prevent stagnation of company policies by monitoring and testing the theory 

of the business. The following two preventative measures safeguard against stagnation 

and serve to keep organizations current and reflective of reality. 1 )Abandonment (1994) 
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recommends that organizations challenge every product, every service, every policy, and 

every distribution channel every three years. 2)Fundamental change often occurs outside 

of the walls of the organization, and companies should study noncustomers and events 

that take place outside of the business to remain cognizant of change as it occurs (1994). 

Drucker (1994) cautioned that organizations should pay attention to warning signs 

of defunct theory of the business model. A theory of the business model becomes 

obsolete when an organization attains its original objectives, when rapid growth was 

experienced, when unexpected success or failure was experienced, and when a 

competitor experienced unexpected success or failure (Daly & Walsh, 2010). 

In alignment with the theory of the business model, districts and district leaders 

should challenge every assumption, service, and policy every three years to safeguard 

against stagnation. Additionally, districts should refer and study non-stakeholders and 

events that take place outside of the district and Education to stay current. Among the 

findings it became evident that training of school principals and professional 

development, which yields quality principals, is lacking in Education. Drucker (Webster, 

2009) discussed the importance of selection, training, and development of top 

management, and development of professional capacity as a priority. As gathered from 

the findings of this study, school superintendents are not willing, nor are they prepared to 

hire nontraditional school principal candidates and provide the related professional 

learning opportunities that would be needed to acclimate this unique population into the 

field of Educational Leadership. 
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To combat the shortage of quality school principal candidates and to attract 

individuals to education leadership, challenge, opportunity, social leadership, moral 

leadership, intellectual reward, and money must be available and offered. 

Superintendents' definitions of a quality school principal candidate varied and were as 

distinctive as the school districts over which they preside. This conclusion may be partly 

responsible for why there is a lack of scholarship on the topic. It is difficult to determine 

one definition of quality principal candidate because that definition is dependent on 

values and priorities held by the individual offering it. 

Lastly, School superintendents seek a principal candidate who is capable of all 

things regarding educational leadership, and who manufactures the perfect combination 

of foundational knowledge, acquired skills, and inherent qualities. Findings propose that 

it is essential that educational leaders are teachers so that they are able to successfully 

lead instruction. Through the eyes of the Theory of the Business Model (Webster, 2009), 

the role of a leader is distinctly different from that of a teacher and it is an expectation 

that a teacher should know more about the work that he/she does than the principal who 

initially trained him/her. 

Implications 

This study has implications for educational leaders and educational leader 

preparation programs. Findings from this study may 1) provide plausible solutions to 

meet the shortage crisis, 2) provide insight into the perceptions school superintendents 

hold regarding nontraditional candidates, 3) provide insight into the perceptions school 

superintendents hold regarding utilizing nontraditional principal candidates to meet 
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school principal shortages, and 4) provide insight into what a quality school principal 

candidate is perceived to be by district leaders. District leaders should also be able to 

utilize the findings of this study as a comprehensive framework to understanding the term 

qualified school principal candidate. The findings may be used to inform superintendents 

of the importance of seeking well-rounded school principal candidates who contain an 

appropriate combination of inherent qualities, acquired leadership skills, and a solid 

foundation of knowledge that they can build on. The literature contains expansive views 

related to the "One Best Model" of educational leadership. In an effort to expand the 

perceived pool of qualified candidates, findings of this study may prove beneficial to 

those district leaders who are considerate of other opinions outside of the views of 

teachers as teacher leaders only. 

Although the findings of this qualitative study are not to be generalized, the 

information it contains may be of benefit to school superintendents seeking to fill a 

vacancy, principal training programs interested in developing well-rounded school 

leaders, and university educational leadership programs that intentionally seek to evolve 

their program and reflect the needs of school districts, communities, and those interested 

in pursuing the field. Educational leaders who are seeking to fill a principal vacancy 

should be able to utilize findings of this study to become more cognizant of their 

preferences in filling a principal vacancy, and gain insight as to how superintendent 

perceptions, values, and prior experiences inform the consideration of principal 

candidates. 
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Recommendations for Future Research 

As a result of this study, the researcher offers the following considerations for 

future research: 1) This study should be replicated as a quantitative study. A review of 

similar studies revealed more research respondents participated in quantitative studies 

than qualitative studies. Additionally, many superintendents expressed an interest in 

participating, but stated that they did not have the time to participate using an instrument 

that appeared to be time consuming. 2) A study is recommended to explore the viable 

theme Leadership Transcends Fields. Although this theme was not identified as a salient 

theme in this study, two out of the three superintendents who expressed opinions in favor 

of nontraditional candidates were previously nontraditional school principals. A study 

dedicated to exploring the theme Leadership Transcends Fields may provide more insight 

into self-efficacy, successful field transitioning processes, and factors that may contribute 

to the success or decline of nontraditional candidates. 3) Per the findings, effective and 

successful nontraditional principals do exist. This unique population should be studied to 

provide insight into their journey, plight, and barriers breached as a nontraditional school 

leader. Information generated from such a study may serve to increase the understanding 

of this population, and expose those from within and outside of the field of Education to 

this anomaly. 4) Per the findings, one superintendent acknowledged that he might be 

willing to entertain the option of utilizing nontraditional principal candidates if he were 

the superintendent of an urban school district. Therefore, a study to further explore the 

acceptance of nontraditional school leaders in urban school districts versus rural or 

suburban school districts may prove beneficial. 
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Last Impressions 

After completing this study, the researcher confirms the importance of not only 

studying superintendent perceptions of quality principal candidates, but also the 

importance of studying nontraditional school leaders as an option to meet the school 

leadership shortage crisis. Many research participants acknowledge a shortage of quality 

school principal candidates, but choose to counteract the shortage by actively growing 

their own candidates. The fact remains that teacher attrition, teacher retirement, and lack 

of interest in pursuing school leadership could manifest into a shortage of school leaders 

that is not easily extinguished by developing school teachers to be principals. It is critical 

that school superintendents be exposed to effective school leaders who are from inside 

and outside of Education. As revealed in the findings of this study, school 

superintendents who have been exposed to successful and effective nontraditional school 

principals may have more positive perceptions of opening the district doors to 

nontraditional school leaders. 

The findings of this study should be viewed as an impetus to encourage other 

studies that would serv e to 1) respectfully challenge the "One Best Model" of school 

leadership, 2) remove barriers that impede prospective great leaders from entering the 

field of Education, and 3) provide school superintendents and districts with a plethora of 

options when filling a vacancy in school leadership. 

Summary 

The shortage of quality school leaders is a concern to many school 

superintendents. Despite the growing concern, superintendents largely remain closed to 
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the option of utilizing candidates other than those that have experience as a 

schoolteacher. This exploratory qualitative study examined the perceptions of school 

superintendents on the subjects of the definition of quality school leaders, and 

superintendent perceptions of nontraditional school principal candidates. The findings of 

this study suggest that while superintendents remain in favor of traditionally trained 

principals, further research and more exposure of nontraditional candidates may 

encourage them to one day broaden their horizon in consideration of proven leaders of 

other fields as an option to address the shortage of quality principal candidates. 

Moreover, this study will add to the lack of scholarship in the area of superintendent 

perceptions and nontraditional school principal candidates. 
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SOLICITATION REQUEST LETTER 1 

Tift College of Education 

April 2, 2012 

Dear Superintendent: . 

I am a PhD Candidate in the Educational Leadership Program at Mercer University in 
Atlanta, Georgia. I am currently writing my dissertation, and quickly approaching the facilitation of 
research. My topic explores superintendent perceptions of nontraditional principal candidates, the 

qualities that constitute a "qualified" school principal candidate, and whether nontraditional school 
principal candidates (candidates who have never been school teachers) may be considered an option 

to address the shortage of school principals in urban school districts. 

A rev iew of recent literature suggests that school districts across the nation are experiencing a 
shortage of "qualified" school principal candidates. While some superintendents define "qualified" 
principal candidates as those who have extensive leadership skills (from in or outside of the field of 

Education), other superintendents define "qualified" principal candidates as those who have a lengthy 
teaching tenure and proven success as an educator. The question remains as to how P-12 

superintendents perceive nontraditional school principal candidates, and whether utilizing 
nontraditional candidates would be considered as an option to addressing the shortage of "qualified" 

school principal candidates. 

Do school superintendents, as gatekeepers to school districts, believe that nontraditional 
school principal candidates have a place in P-12 Educational Leadership.' This research study is an 
effort to address this question, and I am asking for your assistance with this research. 

In three (3) days 1 will send a cover letter w ith a link to a structured, open-ended 
questionnaire regarding this topic. This questionnaire contains twelve questions, and should take 
approximately 30 - 45 minutes to complete. Your opinion is of great value to me, and I would 

appreciate your participation. 

Respectfully, 
Shannon D. Hervey, LCSW, MSSW 

PhD Candidate 

Mercer University 

Educational Leadership 
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SOLICITATION REQUEST LETTER 2 

Tift College of Education 

April 6, 2012 

Dear Superintendent. , 

As a follow-up to my prev ious email, I am asking you to participate in this study and offer your 

opinions on the topic of nontraditional school leaders, qualified school principal candidates, and the 
option of utilizing nontraditional candidates to address the shortage of school principals. 

I would appreciate your participation in this structured, open-ended questionnaire that will take 
approximately 30-45 minutes to complete. The questionnaire can be accessed by clicking on the 

following link: . Please 
let me know if you have any difficulty accessing the questionnaire via the above link so that I can 
send it to you directly embedded in an email. Neither your name nor the school district which you 
preside over will be associated with any of your responses. After you are finished entering ail of 

your responses please do not forget to click the "Submit" button to save your answers. Once 
you click the "Submit" button, you will receive a message that you have successfully submitted 
your responses. The questionnaire will close on Wednesday, April 18, 2012. 

Thank you. in advance, for your willingness to help w ith the study. It is my opinion that the results of 
this study will not only make a substantial contribution to literature, it may lend insight into 
superintendent perceptions of nontraditional school principal candidates, and expand the definition of 
w hich qualifications constitute a "qualified" school principal candidate. If you have any questions, do 
not hesitate to contact me at email or at phone number. 

Respectfully, 
Shannon D. Hervey, LCSW. MSSW 
PhD Candidate 
Mercer University 
Educational Leadership 
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SOLITATION REQUEST LETTER 3 

,U N I V F. R S I T V 

Tift College of Education 

April 12,2012 

Dear superintendent: . 

As a follow-up to my two previous emails, please participate in this study of superintendent 
perceptions regarding nontraditional school principal candidates. I understand that you arc extremely 

busy and your time is limited. 1 would like to give sincere appreciation to all who have completed the 

structured open-ended questionnaire. Your assistance and input are invaluable and a necessity for 

successful completion of my study. 

I am still in the process of collecting data, therefore, if you have not completed the questionnaire yet 

please consider taking a few minutes to do so. The link to the questionnaire is at 
hltpv docvm'QuL'coin ipr-MiKhcc; \ u". t-Tin .'ionnkc. "dl-i 'A Inf-tcl 5M.i(ii>IV~;ni\'!\P! iv.wcl 
i -Alt,). The questionnaire will close in six (6) days on April 18. 2012. 

The questionnaire should take approximately 30 - 45 minutes to complete, and neither your name nor 

the district over which you preside w ill be associated w ith your responses in the dissertation. If you 

have any questions, please contact me at email or Phone. Thank you. 

Respectfully, 
Shannon D. Hervey, LCSW. MSSW 
PhD Candidate 
Mercer University 
Educational Leadership 
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SOLICITATION REQUEST LETTER 4 

Tift College of Education 

April 22, 2012 

Dear Superintendent, 

1 am a PhD Candidate in the Educational Leadership Program at Mercer Univ ersity in 

Atlanta, Georgia. My research topic explores superintendent perceptions of nontraditional principal 
candidates, and whether nontraditional school principal candidates (candidates who have never been 

school teachers) may be considered an option to address the shortage of school principals in urban 

school districts. 

Do school superintendents, as gatekeepers to school districts, believe that nontraditional 

school principal candidates have a place in P-12 Educational Leadership? This research study is an 

effort to address this question, and 1 am pleading for your assistance with this research. Please help 
me. Your assistance and input are invaluable and a necessity for successful completion of my study, 

dissertation, and doctoral program requirements. 

I am in the process of collecting data; please take a few minutes to complete my structured 

open-ended questionnaire. Neither your name nor the district over which you preside will be 
associated with your responses in the dissertation. Clicking on the link below will take you directly to 

the questionnaire: 
http.s; dues.Liooulc.com spreadsheet \ icu form .'fonnkev ~dEEu I n(.4ct_5Ma(.NIN3pi\ DNPL m.wcE 
Eh MO. The questionnaire link will be open ten (10) days until Wednesday. May 2, 2012. 

Please contact me via phone or email if you are w illing to be a study participant, but would rather 1 
conduct the brief (10 question) questionnaire with you over the phone. Thank you for your time and 

consideration. 

Respectfully, 
Shannon D. Hervey, LCSW, MSSW 
PhD Candidate 
Mercer University 
Educational Leadership 

http://http.s
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QUALITATIVE INTERVIEW PROTOCOL 

1. How would you describe and explain your level of satisfaction w ith the quality of school 

principal candidates that are presented to you for consideration? 

2. How would you describe your level of satisfaction with the overall leadership abilities of 

individuals currently employed by your district in the position of school principal? 

3. How do you define a quality school principal candidate (i.e., traits, qualifications, skills, 

education, experience)? 

4. Do you believe a shortage of quality principal candidates exists? Please explain your 

answer. 

5. What criteria or process do you use to guide your final selection of a candidate for a 

principalship? 

6. What is your opinion of school principal candidates who possess extensive leadership 
qualities, but lack state certification as a teacher and lack experience as a classroom 

teacher? 

7. What is your opinion of nontraditional school principal candidates? 

8. What characteristics or qualifications do you believe a nontraditional candidate hired into 
the position of school principal could possess that may be beneficial to a school district? 

9. If you were to support the hiring of a nontraditional candidate into the position of school 

principal, what would you (and your district) have to do to help this person be successful? 

10. In consideration of the documented shortage of qualified school principal candidates, 

would you consider hiring an alternatively certified and/or nontraditional candidate into 
the position of school principal? Please describe why or why not. 

11. Is there anything that I have not asked that you would like to share regarding perceptions, 

opinions, and attitudes you have about nontraditional school principal candidates? 

12. Is there anything that I have not asked that you would like to share regarding the qualities 

that constitute a qualified school principal candidate? 
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Codes to Themes (16) 

Teachers Need Only Apply 

Credibility Difficulty leading teachers 
Nontraditional as a last resort School experience needed 
Followership difficult Traditional candidates adequate 
Principalship more than leadership Nontraditional not equipped 
Nontraditional not appropriate for school Can't lead instruction 
Traditional considered first Teacher experience necessary 
Board support Greater chance of success 
District investment Preparation 

Codes to Themes (10) 

Exposure as a Variable 

No outsiders in district No personal experience 
More research needed Stipulations 
Nontraditional better suited for central Comfort level 
office 
Success story Large district acceptable 
Depends on the person Urban district acceptable 

Codes to Themes (15) 

Leadership Transcends Fields 

Certification limits Deterrent of good leaders 
Military into principalship Experience stands alone 
Nontraditional bring new ideas Nontraditional add value 
Personal experiences and known success Refute status quo 
stories 
States must act Limited accountability 
Results driven Cost to benefit 
Out-of-box thinking Different skill set beneficial 
Self-efficacy 
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Codes to Themes (11) 

Inherent Qualities 

Character Leadership qualities 
Personal organization Interpersonal 
Communication abilities Personality 
Visionary Ability to relate to all 
Common sense Drive 
Out-of-the box thinking 

Codes to Themes (13) 

Acquired Leadership Skills 

Human Resources Lead change 
Budgets/Finance School improvement 
Observational skills Implement learning community 
Disciplinarian Interpret/Understand standards 
School leadership experience Ability to lead instruction 
Art of leadership/followership Management skills 
Resourcefulness 

Codes to Themes (8) 

Foundational Knowledge 

Advanced degrees/Education Academic experiences 
Principal preparation programs Real-world knowledge 
World experiences Licensure/Certification 
Professional development Foundation of related experiences 
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McREL's Balanced Leadership Framework: Developing the Science of Educational Leadership 

Responsibilities of Effective Principals (Waters, Marzano, & McNulty, 2004, p. 3-5) 

Responsibility: 

Affirmation 

Change agent 

Communication 

Contingent rewards 

Culture 

Discipline 

Flexibility 

Focus 

Ideals/beliefs 

Input 

Intellectual 

stimulation 

Involvement 

Knowledge 

Monitoring/evaluating 

Optimizing 

Order 

Outreach 

Relationship 

Resources 

Situational awareness 

Visibility 

Definition: 

Recognizes and celebrates accomplishments and acknowledges failure 

Is willing to actively challenge status quo 

Establishes strong lines of communication with teachers and students 

Recognizes and rewards individual accomplishments 

Fosters shared beliefs and sense of community 

Protects teachers from issues and influences that detract from their 

teaching time or focus 

Adapts leadership behavior to the needs of the current situation; 

comfortable with dissent 

Establishes clear goals and keeps them in the forefront of the school's 

attention 

Communicates and operates from strong ideals and beliefs about 

schooling 

Involves teachers in design and implementation of important decisions 

and policies 

Ensures faculty and staff are aware of the most current theories and 

practices; makes discussion of these a regular aspect of school's culture 

Is directly involved in design and implementation of curriculum, 

instruction, and assessment practices 

Is knowledgeable about current curriculum, instruction, and assessment 

Monitors effectiveness of school practices and their impact on student 

learning 

Inspires and leads new and challenging innovations 

Establishes a set of standard operating procedures and routines 

Is an advocate and spokesperson for the school to all stakeholders 

Demonstrates an awareness of the personal aspects of teachers and staff 

Provides teachers with materials and professional development 

necessary for successful execution of their jobs 

Is aware of details and undercurrents in running the school and uses 

information to address current and potential problems 

Has quality contact and interactions with teachers and students 
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Domains and Related Variables Explaining Variation in Superintendents' Willingness to 

Recommend Hiring Alternatively Licensed Principals (Kufel & Parks, 2010, p. 7-8) 

Domains: 

Inside or outside education 

A superintendent's past 

behaviors (experience) with 

regard to hiring alternatively 

licensed personnel 
Anticipated concerns a 

superintendent may have about 

the conditions alternatively 

licensed principal candidates 

would face as principals 

Conditions under which a 

superintendent would consider 

hiring alternatively licensed 

principals 

Superintendent's attitude 
toward alternative licensure 
The availability of an induction 
program for principals 
Personal and district 
demographics and other 
variables 

Related Explanatory Variables: 

The definition of the alternative route to licensure given to the 

responding superintendent (prior preparation inside or outside 

education) 

The superintendent's past experience hiring alternatively 

licensed teachers 
The superintendent's past experience hiring alternatively 
licensed principals 

The superintendent's perception of the ability of alternatively 

licensed principals to lead instruction 

The superintendent's perception of the community acceptance 

of alternatively licensed principals 

The superintendent's perception of the alternatively licensed 

principal's ability to understand and work within the 

educational context 
The superintendent's perception of the management capacity of 

alternatively licensed principals 
The superintendent's perception of the supply of principal 

applicants 

The superintendent's perception of the quality of traditional 

principal preparation programs 
The superintendent's perception of the importance placed on 
whether a principal fits the community 
The superintendent's perception of the specific leadership 

needs of the school district 
The superintendent's general attitude toward alternative 

licensure 

The presence of a clearly articulated induction and training 
program for new principals 

The superintendent's years of experience as a superintendent 
The superintendent's willingness to hire under the definition 
provided (experience or training inside or outside education) 

The number of schools in the superintendent's district 
The district's location (rural, suburban, and urban) 
The superintendent's ability and willingness to recommend 

hiring alternatively licensed principals 
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