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Preface

This is the sixth and the final monograph that reports the findings
of the National Principalship Study, a research program in the sociology
of educction sponsored by Harvard University and supported by grants
from the Cooperative Research Branch, U. S. Office of Education, Depart=

ment of Health, Education, and Welfare. The research studies reported in
the first four reports were performed uhder Contract SAE-8702 and the
fifth and present investigations were carried out under Contract 51053~
2=12-1,

This final report presents the findings of the Study that investi-
gated possible detminants and effects of the level of occupational aspira=
tion of 382 men principels in Ll large city school systems in all regions
of the United States. The first monograph focused on the effects and
determinants of the professiénal leadership exhibited by elementary
Principals as the executives of their schools. The second one examined
the backgrounds, careers, and performance of women and men as elementary
school principals and the relationship of the sex of principals to the
functioning of their schools. The third dealt with the determinants and
effects of selected dimensions of the principals®' administrative perform-
ance, and the fourth one presented the findings‘that emergzed from the
study of role conflicts to which principals are exposed. The fifth
monograph examined factors associated with their intrinsic job satisfac-
tion and career satisfaction.

It would not have been possible to underteke the inquiry reported
in these pages without the cooperation and collaboration of many indi-

viduals. First, I wish to acknowledge my indebtedness to members of the
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original senior staff: Peter C. Dodd, Robert Dreeben, Robert E. Herriott,
Joseph L. Hozid, Paul E. Kelly, Keith W, Prichard, Anne E., Trask, and
Dean K. Whitla. In addition to partiéipat:lng in the design of the over- |
all Study, they prepared research materials, supervised field work ac-
tivities in many cities, and conducted most of the interviews. The senior
staff also served as editors and coders (or supervisors of coding) for
both the questionnaire and interview data. Robert Dreeben assumed major
responsibility for coding the open-ended interview materials and Peter C.
Dcdd, Joseph L. Hozid, and Anne E. Trask worked closely with him in this
activity. Robert E. Herriott coordinated the development of the many re-
search irisfruments and supervised the extensive computer programming and
data reductiou required during the initial years of the Study. His ad-
vice on Guttmen scaiing procedures was an important contribution to the
present study. Keith W. Prichard and Paul E. Kelly reviewed relevant
bodies of social science and educational literature with considerable
skill, Dean X, Whitla hsd primary resi)onsibility for developing and
carrying out the sampling procedures. He also served as Associate
Director of the Study during the early years of the reééarch program,

I also wish to express my appreciation to the following individuals
who augmented the senior staff in the data collection phase of the Study:
John Clark, James M. Coffee, Mario D. Fantini, Har~ld L. Hodgkinson, and
Miriam Lieber., .

| The fellowing individuals offered valuable services as research
assistants during the earlier periods of the Study: Philip S. Bonacich,
Hugh Cline, Nathan Gross, Devid Hill, George W. Perry, Nancy H. St. John,
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and Norman A, Sprinthall.

The senior staff was advised on various statistical problems related
to the overall design of ‘the National Principalship Study by the follow-
ing individuals: William G. Cochran, Howard Raiffa, and John Tukey.

Their cooperation is acknowledge with considerable gratitude,

Richard Labrie and Charles Cantor of the Harvard Stetistical
Laboratory were also of considerable assistance in developing computer
programs to facilitate the early data processing phase of the work. The
statistical work presented in this repcrt was performed at the Harvard
Computing Center. For his valuable services to the dsta processing
actifities of the Study, I am also indebted to Walter O. Jewell, III.
Important clerical or computational. tasks were performed by Frances
Cleveland and Sandra J. Gross.

There are several other people who deserve special comment because
of their contributions to the Study. Donald J. Blyth, Nathan Jacobson,
and David C. McClelland were extremely generous in sharing their wisdom
with staff members about a number of problems examined in the research,
Herold C. Hunt and Robert H. Anderson also stimulated our thinking about
many issues in educeational administration.

Marion L. Crowley served as the secretary of the Study, and I am
especially indebted to her for her many invaluable contributions to this
report, which included typing and assembling the finel manuscript. I also
wish to express my thanks to Charlene A. Worth who éhly carried out sec-

retarial and related responsibilities.

Three hundred and eight-two principals in L4l large American cities
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participated in the inquiry reported in these pages. Without the coop-
eration of these educators and the endorsement and support of the
National Principalship Study by their school administrations and school
boards, it would not have been possible to carry out the research pro-
gram. I am greatly appreciative of their iaterest in the Study and the
time and effort they devoted to it. I hope the research findings pre-
sented in this report of the Study will constitute some repayment for
their cooperation.

Finally, I wish to express my special Appreciation to Joseph B.
Giacéuinta, David A. Nepior, and Eigil D. Pedersen for their valuable
services é.s research assistants on the level of aspirations inquiry.
Their ideas and efforts influenced the design of the study and the analy-
sis of the date in many important ways. It is a pleasure to indicate my
indebtedness to them by scknowledging their contribuiions on the cover
page of this report.

Neal Gross
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Chapter 1: Introduction

Men who serve as principals of public schools are located at or
near the bottom of the bureaucratic apparatus of school systems. They
also represent, however, & set of individuals who have experienced up-
ward mobility in public e&ucation‘since in meking the career mové from
teaching to the principalship earlier in their careers they enhanced

both their incomes and their social status. This inquiry is primarily

concerned with the ambitions of male principals for further upwerd move-
ment along the career ladder of public education. More specificaliy,

our central interest is in the 1. el of occupational aspiration (LOA) of
principals which is defined as their desire to attain higher level admin-
istrative positioﬂs in school systems,

The Level of Occupaticnal Aspiration inquiry conducted as part of
the National Principalship Study head two primary objectives: first to
investigate possible determinants of variation among men principals in
their aspirations for higher level administrative positions; and second,
to examine the effects of LOA on their role performance and the function-
ing of their schools. In our efforts to accomplish them, we also hoped
to shed light on questions of the following kind about the career aspira-
tions of principals: what types of positions in the career line of
public education constitute the major targets of their ambitions? D»
principals generally aspire more to improve their conditions as princi-
pals or to achieve higher administrative posts? For those who desire to
climb fhe occupational ladder in education, do they generally pecceive

higher level jobs in their own school systems as more attractive than




our analyses.
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similar positions in other school systems? To what extent do principals
aspire to be more active in their professional associations?

The data for the inquiry were obtained from a sample of 382 men
principals of elementary, junior high, and senior high schools located
in 41 large cities in all regions of the United States. In addition,
information secured from their teachers were also utilized in certain of
Through the use of a variety of research methods described
in Chapter 2, we attempted to shed light on correlates of the I.OA of

school principals.

The Study in Sociological Perspective

In social science perspective the LOA inquiry deals with issues of
cbncern to students of social mobility and of the functioning of formal
organizations.

Sociological investigations of social mobilityl have focused pri-
marily on two kinds of phenomena. The first is the actual vertical mo-~
bility of individuals in the social structure. Studies of this kind2
have most frequently examined intergenerational occupational mobility or
the degree to which men have moved upward or downward in the occupational
structure, using their fathers' occupations as the point of comparison.

3

However, a number of investigations” have also focused on the occupa-
tional histories of individuals with reference to the amount of vertical
movement they have experienced in their own careers. As a consequence
of thesé inquiries on intergenerational and career mobility, a consider-

able body of knowledge has been eccumulated about the rates, mechanisms,
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and correlates of these phenomena in the United States and in other
:vzveieties.h These studies have alsc revealed that the study of occupa-
tional mobility involves complex methodological issues, some of which
are currently the subjects of considerable d.ebate.5

The second phenomenon that has received extensive treatment by
investigators of social mobility has been the desire for social mobility
or the aspirations of individuals to improve their social and economic
status. Although some studies have dealt with the economic and social
ambitions of adults,6 most inquiries' have focused on the educational
and occupational aspirations of students.7 They have generally revealed
strong positive correlations between indices of the social and economic
backgrounds of both high school and college students and their educa- -
tional and occupational ambitions. |

In reviewing the social science literature, wr. found that little
systematic attention had been directed to the question of the determin-
ants of the aspirations for vertical mobility of professional or manager-
ial personnel who occupy the same or similar positions in the occupa-
tional structure. Two inquiries that considered this problem have
special pertinence to our inquiry.

In his study of beginning teachers, Masong examined in considerable
detail their future occupationel plans. He investigated the vocational
plans of first year teachers for the following school year, the likeli-
hood of their leaving teaching within five years, and their long-range
career objectives. Of his many interesting findings those concerning

sex differences in occupational plans and the career aspirations of men

teachers are of special relevance to the LOA study. Mason's data
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showed that in general the pattern of replies of men and women in their {
first year of teaching was similar with respect to their plans to %
teach the following year. However, when he extended the time reference -

4
to five years, he found that 65 per cent of the women as compared to 26 .

—~

per cent of the men said they "probably" or "definitely" would leave
9

N

s

teaching within five years.” When he extended the time reference of the

teachers' occupational plans indefinitely by asking them if they planned

Q:mi.:'\;'»}

to stay in teaching continuously until retirement, "only 29 percent of

the men and 16 percent of the women expected to stay in classroom teach-
| w10

8

ing continuously until retirement.
His data further revealed that the men who did not plan to remain
in teaching most frequently expressed ambitions to stay in education in

a nonteaching position.l1

Our study in one sense may be viewed as an extension of Mason's re-

search., That is, his findings shed light on the occupational aspirations

of beginning men teachers and revealed that a large proportion of them
have ambitions to stay in education but to move to nonteaching positions.
Our inquiry is concerned with former men teachers who achieved their am-
bition to become principals and foéuses on their aspirations to achieve
higher level administrative posts in education. In addition, as noted,
Mason situdied sex différences in the career plans of beginning teachers.

Ne shall also present data about differences in the level of occupatioral

aspiration of women and men who remained in public educaticn and became

school principals. Our analysis of the determinants of LOA, however,

will be restricted to men principals because of reasons to be discussed
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in Chapter 2, where we also present the findings on sex differences in
the ambitions of school administrators.

The second study of relevance to our investigation is one conducted
by Tausky and Du‘bin.12 They proposed. & theory of occupational aspira-
tion that is based on the concept, "the anchoring of career perspective."
They point out that the sociological literature contains two conflicting
sets of assumptions about the orientation of individuals to occupational
mobility in stratified occupational systems: the first they refer to
as the "unlimited success" theory and the second as the "limited success"
‘theory. In their words: ’

.One position is that actors are oriented to career-long occupa-
tional advencement; the goal is to reach & position in or near

the peak of an occupational structure, ﬁnd self-esteem is lost

if the goal is not reached. A contrasting standpoint views

actors as satisfied either to maintain their positions or to

make modest prog -ess within an occupetional structure, with

no loss of self-esteem if careers terminate belcw high=level

positions. For convenience we will refer to the former as an

"unlimited success" theory, and the latter as a "limited success"
theory.13
Tausky and Dubin maintain that the unlimited and limited success theories
are not competing formulations, but rather complimentary ones ". . .be=-
cause both incorporate the same motivational mechanism. . .the anchor-
ing of career perspective."1 They view a career perspective as inclu-

ding an individual's recognition that his ocecupational life history is

part of his career, and that it constitutes & reference point from which
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he assesses his present rccupaticnal status or possible future occupa-

tional positions.

They argue that there are two logical alternatives that a person
may utilize in evalusting his career. The first is to anchor the point
of reference at the origin of the career and the second is to focus on
the point of "ultimate possible achievement." They refer to these
polar orientations as "downward" and "upward" career anchorage. They
say: j
The basic idea is that some individuals value top-level él
‘positions highly and strive for them throughout their occupa-

ticnal lives, while others value the occupational progress

already experienced. (Of course, in some cases these polar

anchor points for evalusting careers are not mutually exclu-

sive.) Individuals who fit the unlimited success model of

motivation anchor their career orientations on top-level posi=-
tions. Evaluating success in a career then depends on how ’
close to the organizational peak is the currently held posi- 'i
tion. An individual with a limited success orientation evalu- | .
ates achievement by the distaﬁce he has advanced from his occu-

pational starting point. Figuratively, the unlimited success

perspective looks upward to meximum goals, while the limited

success perspective looks downward to starting poin.tsol5

The basic theoretical interest of Tausky and Dubin was to ". . .sug-
gest thet a theory of occupationel aspiration should account for both E

unlimited and limited success aspirations."l6 The objective of their E

Ty o ey A eyl e




1-7

empirical study was to determine the percentage of middle-level managers
in business firms with downward and upward career orientations and to
account for variation in terms of other variables.

Our interest is not to account for the downward versus upward career
orientations of principals but rather to explain why they vary in their
aspirations for upward vertical mobility.

Variation in career anchorage is one possible condition that might
account for the different orientations to occupational mobility of a set
of managerial personnel in éhe same pusition such as principals. It :
éould be argued that the mcre individuals in the same occupational posi-
tion.value the occupational progress they have achieved (downward career
anchorage) the less they will aspire for further advancement; éf con=
versely, the more individuals value high'levél positions and strive for
them throughout their occupational lives (unlimited success perspective)
the more the& will aspire for further advancement.

But there are other circumstances that may account in part for the
variation in level of occupational aspiration of individuals who are .
incumbents of the same managerial position. One is that they may per-
ceive different opportunities or chances for upward vertical mobility..
A second is that they mey utilize different comparative reference groups
in assessing their current occupational status. A third is that they
may attribute differential importance to considerations of economic and
social status in their career decisions; and a fourth possibility. is
that the satisfactions or dissatisfactions they derive from their current

positions may serve to increase or decrease their LOA.

!
i
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The analyses to be presented in later chapters about possible
determinants of variation in the level of occupational aspiration of
Principals were designed to determine whether these and other conditions
in fact are related to the LOA of principals.

We also found that little consideration had been given in the
literature on formal organizations to the second major objective of our
investigation, the determination of the effects of LOA un role and or-
ganizgtional performance., In fact, we were able to locate only one
study that dealt with the problem. Seeman,17 in addition to investigate-
ing the influence of career mobility (number of job changes over a
specified time period) and prestige origin (present position in comperi=-
son to that of father's) on the role performance of school administra-
tors, also studied the relationship between mobility attitudes (whether
an executive is status or achievement oriented) and their role behavior.
His findings revealed that neither career mobility nor prestige origins
were significantly related to thé six dimensions of leadership perform-
ance he examined whereas attitudes toward mobility were associated with
two of them: the greater the school administrators! orientation tor
status (as opposed to achievement) the more they were judged by their
school board members as being low on consideration and the higher the
school executives' assessment of their performance on "initiating struc-
ture.” He also found that their mobility attitudes influenced the asso-
ciation between career mobility and their role performance. In our

study, in addition to inquiring about the consequences of an administra-

tor's LOA on his conduct, we shall also examine its impact on the function-

ing of his organization.

i
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The Study in Educational Policy Perspective

The questions which we shall examine also deal with issues of con-
siderable interest to individuals responsible for the management of
school systems. A number of superintendents and directors of personnel
of school systems have indicated that they feel it important to know
whether principals who aspire to become higher administrators differ
significantly in their administrative performance or their influence on
their schools from those who have little or nc desire ﬁo be upWardly
mobile. They also have expressed great interest in the kinds of social
and psychological factors that discriminate between'principals who héve
strong and weak desires to move up the ladder of educationﬁl administra-
tion. However, they generally lack information of these kinds. Fﬁrther-
more, few top school officials appear to know about the targets or the
intensity of the career aspirations of their principals. In view of the
limited knowledge about the determinants, effects, nature, and intensity
of the occupational aspirations of principals and the importance’of
these kinds of data for the determination of administrative personnel
policy in school systems, it is hoped that the stﬁhy'will be of value to
these officials in their deliberations and decisions about ways to im=-
prove the bureaucratig apparatus and the perfbrmance of their school

systenms.
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Organization of the Report

Chapter 2 describes the research methods used to secure and analyze
the data and the procedures used to obtain & measure of the LOA of prine-
cipals. In addition, it presents the findings that emerged from an
anelysis of the principals® responses to the Career Aspirations Instru-
ment with respect to their aspirations in three general areas: their
ambitions to move to positions higher up in the educational administra-
tion hierarchy; their desires to upgrade their occpational status in
the principalship; and their interests in achieving recognition in their
professional associations,

In Chepter 3 we examine whether certain of the principals® zocial
identities are associated with their LOA. We present findings about the
rélationships of age, race, religion, and the socio-economic backgrounds
of principals to their LOA and also inquire whether the highest academic
degree they had achieved or the level of school they manage (elementary,
junior high, or senior high) is associated with it.

In Chapter 4 we present and test hypotheses about the impact on the
LOA of principals of a set of variables that reflect differences in
their occupational orientations and their job histories. Chapter 5 ex-
amines & number of hypotheses about indices of job satisfaction that we
reasoned would be associated with the level of occupational aspiration
of principals, and Chapter 6 inquires about the influence of their assess-
ment of their skills as educational administrators and their value orien-

tations on LOA.

o L
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In Chapter 7 we deal with the question of the effects of the
principals' LOA on their role performance and the operation of their

organizations. Ché.pter 8 summarizes the major findings of the inquiry.
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Chapter 2: Research Methods

This chapter presents the research methods used to secure and
analyze the data examined in our investigation of the level of aspira-
tion of school principals. Since they were obtained and analyzed as a
part of a larger research progrem, many of the methodological issues
were resolved in the manner most compatible with the several objectives
of the entirr National Principalshir study. Therefore, we shall first
deseribe research activities and decisions relevant at once to the
present and all the other inquiries. These include staff activities in
the planning stage of the study, the population and sampling procedures,
methods of collecting data and techniques used in their processing and
analysis. We then present the way we measured the level of aspiration
of schodol ﬁrincipals and report decisions of special relevance to the

analysis and presehtation of the data of the LOA inquiry.

Preliminary Research Activities

Prior to the initiation of field work, the staff of the National
Principalship Study engaged in many preliminary activities related to
the several investigations of the Study. They specified the central
independent and dependent vaeriables of the several inguiries; they re-
viewed the relevant literature on the development of the public school
principalship from the position of "prinecipal teacher" to supervising
principal and educational and social science publications dealing with
this occupational role.

As the research designs of most of the investigatiens of the

ey
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National Principalship Study began to take shape, the staff initiated

work on the instruments needed to measure the key variables. A number

of first drafts of instruments were developed to measure such central
concepts as "role conflict," "role orientation," and "level of aspira-
tion." Members of a graduate seminar at Harvard University pre-tested
research instruments by interviewing 75 principals of schools located in
the Greater Boston metropolitan area, and several graduate students,
school principals ¢. leave, gave considerable time to %he pre-testing
eand review of our preliminary materials.

After the full array of instruments and interview schedules wss

develoPed & final pre-test was made on eight principals from the Greater
Boston and New York areas who were invited to our Cambridge headquarters
for a day. Each was interviewed for approximately eight hours, and a
record kept as to tﬁe length of time it took him to complete each sec-

tion of the schedule. After the interview the subjects and the inter-

viewers met in small groups to discuss the day’s proceedings. This pre-

test procedure had important consequences upon the Study, resulting as
it did, in major modifications in the interview schedule and in the
techniques of date collection. It also served as a trial run for the
field work staff that later conducted interviews and supervised field
operations in all regions of the nation. |

It became apparent from the original eight-hour pre-test interview
that an additional four hours would be required to obtain all the data
desired. Therefore, it was decided to obtain the data from the princi-

pals through three separate procedures. The first was a four-hour
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Personal and School Background Questionnaire to be filled out by the

principal in his home community. The second was a four-hour Role Ques-
tionnaire filled out by him at a group session with other principals in
his city. The third consisted of a Personal Interview with each princi=-
pal individuglly, requiring approximately four hcurs. Procedures em-

ployed in obtaining deta from the principals will be described 1ater.in
this chepter. During this initisl phase of the Study the target popula-

tion was selected and the sampling procedure determined.

The Population and Sample

The target popuiation of school principals for the Nationel Princi-
palship Study was all supervising principals in cities of 50,000 or more
during the 1960-1961 school year. The first reason for limiting the
sample to large cities was because we wanted to exclude from the Study
all principals who had any teaching responsibilities. Since there was
no accurate way to identify them in all communities in the United States,
the smaller communities, where this situation is most frequently found,
were eliminated.

The second consideration was finencial. In order to obtain a
national sample and yet keep within the available funds, it was neces-
sary to obtain a multiple of seven principals in each city to be visited.
School systems in cities with population less than 50,000 frequently
have fewer than seven schools.

In selecting the sample of school personnel, the latest available

data were used. The 10,956 principalships in cities with populations of
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50,000 or over listed in the 1955-1956 Biennial Census of the U. S.
Office of Education wzre stratified on the basis of geographical region,
system-per-pupil expenditure, and size of city. By the use of a cluster
sampling procedure designed to obtain a five per cent sample of the popu-
latioa, 508 principals in Ul cities were selected. The Director or
Associate Director of the Study held long-distance telephone conversa-
tions with the local superintendents to explain the objectives of the
Study and to work out a time schedule for each school system's pa:ticin
pation in it. All but two of the school superintendents readily agreed
to give every possible sort of cooperation to the Study, but after the
Director.had gone to see them these two, also, pledged their full coop=-
eration,

In the first phase of the sampling procedure it was determined how
many principals in each of the 41 cities would be studied. To select
the actual sample the schools in each community were classified accord-
ing as they were elementary, junior high, or senior high and again by
the socio-economic characteristic of their student bodies (high, medium,
or low), as estimeted by the superintendent of schools. This ensured &
sample of schools which varied both as to level and the socio-economic
status of their populations. All teaching principals and principals

supervising more than one building were excluded from the sample.

Date Collection

The collection of data from principals was divided into three

phases: in the first, each of the 508 principals in the sample was
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mailed = personal letter notifying him of his selection, exp?’ ining the
a.ims and design of the Study and requesting that he provide information
about his personal characteristics (e.g., age, sex, maritel status), his
family background (eeg., father's occupation, community of origin), his

school (g.g., size of school population, characteristics of teachers),

and his job history. The Study's confidentiality and anonymity were
made clear. Then each principal was asked to complete the Personal and
School Background Questionnaire at his convenience and bring it to a
luncheon meeting to be held with principals in his city later that month.

During the fall of 1960 each of the 4l cities selected through the
sampi:’:i.ng procedure was visited by members of the Study staff for approxi-
mately five days. As a rule, the staff would arrive on Sunday evening
and set up headquarfers in a ddwntown hotel. On Monday morning the
field-work director would contact the superintendent of schools or his
representative, review with him the week's planned activities and answer
his questions,

On Mondsy a luncheon was held for the superintendent of schools,
his chief administrative aides, the principals selected to participate

in the Study and members of the Study staff. At that ‘ime, the latter

explained the full nature of the Study and emphasized again that replies
to questions would be treated anonymously and tabulated only in combine-
tion with the responses of other principals. Questions they raised
about the Background Questionnaire or other pheses of the Study were
answered at this session. After the luncheon, the superintendent of

schools and his aides were excused and the Role Questionnaire was

Aruitoxt provided by Eic:

ERIC
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distributed to the principals.

This questionnaire contained 10 sections and required approximately

four hours to complete. It focused on a large number of areas: the

principal's attitudes and values, his definition of his role, his satis-

factions and dissatisfactions, and his aspirations. In addition, each
principal was asked to serve as an observer of both his administrative
superiors and his teachers and to report on their behavior toward him,
Members of the Study staff who were in the room during this four=hour
period were ready to answer the principals® questions about the research
instruments they were completing.

The third phese took place duriug the lstter part of the week in
which the luncheon meeting was held., It consisted of a three- to five-
hour personal interview with each principal, usually in a private room
at the headquarters, during which the research materials from the Back-
ground Questionnaire and the Role Questionnaire were reviewed. The prine
cipal was then asked questicms which could best be dealt with personally:
questions about his sourres of strength and weakness, his motives in be=-
coming & principal, the obstances confronting him in his efforts to do a
better Job, and so on,

The total time of questioning the principals during the tl_.ee phases
averaged about 12 hours. Only seven of the 508 principals-selected in
the sample failed to participate in (or to complete) all three. The

other 501 made up the research sample of the National Principalship

2
Study.

Full Tt Provided by ERIC.
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Processing and Reduction of Date

The Background Questionnaire and the Role Questionnaire were pre=-
coded. Data from the Personal Interview, being open-ended, required
special coding. The pre-coded questionnaires were designed in such a
way that the responses could be punched on IBM cards directly from the
questionnaire. However, prior to punching, each questionnaire was read
and edited by a member of the staff and any responses which might cause
doubt in the mind of a key=-punch operator were clarified. If an answer
of a respondent was unclear it was coded »s "blank.”" After editing, all
pre-coded date were punched on IBM cards by professional key-punch opera-
tors and then repunched (verified) to insure accuracy. Because of their
open-ended nature, the date from the Personal Interview were handled dif-
ferently. Members of the project staff discussed the replies and drew
up a& coding scheme based on important aspects of their content. When a
set of categories for coding was agreed upon, the replies were re-read
and entered on code sheets by two independent coders. If they agreed on
at least 90 per cent of the coding no further checks were made, but if
not, they discussed their differences and clerified their definitions,
or else modified the coding scheme, after which a reliability check was
run on & new sample of replies. The completed code sheets were then key=-
punched and varified as was done with the questionnaire materials. 1In
all, over 2,500 presonses of each principal were entered on IBM cards
and so made available for tabulation and analysis.

The bulk of the data processing was carried out electronically

through the use of high-speed computers and their associated equipment.
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A chief use of this equipment was to develop summary measures of concepts
from responses iﬁ a given area. For example, one way to examine whether
older or younger principals experience more role conflict in their work

would be to compare the responses of the administrators in different age
groups to a number of role conflict questions, bui an alternative is to

summarize the information from the set of questions into a "role conflict
score" and then compere their scores by age. Since many of the concepts

used in the various investigations of the Study have been measured with

summary scores it is well to consider briefly the two statistical tech-

niques, Guttman scaling and factor analysis, used to reduce data from a
series of responses to a single score.
One method for arriving ot a summary "role conflict score" is to

take the responses of a given subject to each of a series of questions

| and sum them. This method of developing a "total score" gives equal
weight to all questions. An advantage of both Guttman scaling and fac-
tor analysis over the "total score method" is that they provide an empiri-
cal basis for seperating "good" indices of expesure to role confliet from
F "bad" and even further for weighting the good indices as to their degree
E of "goodness." Where Guttman scaling and factor analysis differ is in
E the criteria used to separate the "good" from the "bad" items and to

weight the "good" ones. In general, the Guttman procedure involves

fewer assumptions and has a more severe criterion of scalability than
does factor analysis, whereas the latter is probably more objective.B
In approaching the problem of developing indices, we frequently

used procedures suggested by Guttman to measure key con.cepts.h When
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these prccedures could not be applied or when preliminary analysis re-
vealed that dimensions other than the one conceptualized existed within
the data, a principal components factor analysis was usually performed.5
If the resulting factors could be interpreted with clear sociological
meaning, their associa’ed loadings were used as weights in computing fac-
tor scores, but if not sociologically meaningful, the factor loadings

were rotated orthogonally using the Varimex criterion developed by Kaiser.6
The new loadings were then converted to factor coefficients using thé
"shortened method" suggested by Harman and the resulting coefficients
used as weights for computing factor scores.7

With this general background let us turn now to the specific metho-

dological problems of the LOA inquiry.

The Career Aspirations Instrument

One of the instruments in the Role'Questionnaire of the National

Principalship Study was designed to determine the professional and occu-

pational aspirations of school nrincipals within the field of education.
This Career Aspirations Instrument (see Appendix A-1) included 16 ques=-
tions, 13 of which dealt with three general types of aspirations: (1)
the desire of principals to move to positions higher up in the educa-
tional administration hierarchy; (2) their desire to remain in the prin-

cipalship‘but to upgrade their occupational status in that position; and

(3) their desire to achieve recognition in their professional associa- °

tions. Of the three additional items one was designed to ascertain

their ambitions to become a professor of education, and the other two
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were quite general in nature, dealing with their interest in obtaining
an outstanding reputation among their colleagucs and in taking taking
every opportunity to advance their own careers.

In responding to the 16 items the principals were asked to select

one of the five following response categories that ".2st reflected their
feelings:

I would not want to. . . .

I am not especially anxious to. « « «

I have same desire to. . .

T would very much like to. « « .

I am extremely anxious to. « « «

In view of the limited information available about the occupational

and professional aspirations of educational administrators, we feel it

ia worthwhile to present an analysis of the respons:s of the principals
to the Career Aspiraticns Instrument, before proceeding with the descrip- ]
tion of the procedures we used in developing our summaiy measure of level

of occupational aspiration (LOA).

Table 2-1 presents the percentage distribution, mean, and standard 1
deviation of the men principals' responses to each of five items in the |
Career Aspirations Instrument dealing with their desire to move to a
higher administrative position in the field of education, An examina-
tion of this table reveals several interesating findings. First, the
most desired type of movemern:c up the educational ladder for principals
is to secure a higher administrative position in their own school system.

Fifty-four per cent indicated some degree of positive orientation to this
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Percentage Distribution, Mean, and Stendard Deviation of the 382

Men Principals' Responses to Five Items in the Career Aspirations
Instrument Concerned with the Principals' Desire to Move to a
Higher Level Administrative Position

The Question

The Response Choices and Weights

How desirous are you of l =1 would not want to. « « »
doing the following things? 2 = I am not especially anxious to. « . &
3 = I have some desire t0e « o o«
4 = I would very much like t0. o o o
5 = I am extremely anxious to. « « o«
Per Cent of Principals
* Responding Standard
Item 1 2 3 L 5 Mean Deviation N
5. Obtain a higher admin-
istrative position in
my current school sys- '
tem. 17 29 23 21 10 2.78 1.24 382
| 7. Beéome an assistant or
deputy superintendent
of schools in a large
city system. 32 3% 18 10 6 2.23 1.17 382
6. Obtain a higher admin-
istrative position in
some other school sys-
tem, 4 39 13 6 2 1.92 0.97 382
8. Become the school super=-
intendent of a large
city system. 54 30 9 h 3 1.73 1.01 381
9. Become the school super=-
intendent of a small
school system., 57T 31 9 2 1 1.60 0.8k 382

*Items mmbered according to order of appearance in the Career Aspirations
Instrument and presented in order of decreasing mean response.

**incomplete data due to non-response of one principal to this item.
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type of career move whereas no more than 34 per cent responded in this
manner to any of the other four items. Second, principals aspire to
obtain higher administrative positions in other schocl systems much less
frequently than they do to obtain them in their own system: over two
and & half times the percentage of the men indicated some desire to se=
cure & higher administrative post in their present, than in some

other school system (54 per cert versus 21 per cent).

Third, & relatively small proportion of the principals aspire to
become school superintendents. Only 16 per cent expressed any degree of
irterest in becoming a superintendent of a large city school system, and
a slightly smaller proportion, 12 per cent, expressed such interest in
serving as the chief administrator of a small school system. Further=-
more, for the entire sample, less then one in 14 of the principals indi=
cated that they would "very much like to" or were "extremely anxious to"
serve as & school superintendent., Fourth, higher administrative posi-
tions lower on the educational hierarchy than the superintendency, such
as an assistant or deputy superintendent, constitute somewhat more qt-
tractive targets than the superintendency. Over three out of ten of the
principals expressed some degree of interest in these lower status admine-
istrative positions, whereas,' as noted, only one out of 1lu4 displayed in-
terest in the superintendency.

Thus, the findings reveal that, on the average, principals are
fairly conservative in their expression of aspirations toward higher
level administrative positions. They seem to have some preference for

geographic stability and in general do not aim at the top level admin-

istrative posts.
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Table 2-2 shows the degree of interest our national sample of male
principals had in five different possible ways that would result in up-
grading their status as principals. The data reveal a number of findings
of considerable interest. First, they indicate that a substantially
greater proportion of the male administrators desire to improve their
status in the principalship by obtaining a higher salary in their cur-
rent position than by moving tojanother principalship: whereas 92 per
cent of them expressed at least some desire to secure a higher income in
their current job, less than half gave similar responses to any of the
other four items, each of which would invcolve leaving their present posi-
.tion.for another principalship. In fact, no more than 27 per cent of the
principals indicated a relatively strong desire ("very much like to" or
"extremely anxious to") to move to another principalship with greater
income, responsibility, or prestige. Second, with respect to their
movement to other principalships, the administrators cn the average pre-
fer jobs that would enhance their incomes ;ather than their responsibili-
ties or prestige. Whereas 49 per cent of the men expressed some or a
greater degree of interest in a principalship which hed a higher salary
than their current position, only 37 per cent evidenced a similar degree
of interest in one with greater responsibilities and only 29 per cent in
a principalship with greater prestige. Third, contrary to a conmonly
expressed point of view, only a small proportion of men administrators
of urban schools (13 per cent) display an interest in obteining a prin-‘
cipalship in a wealthy suburban community.

The principals® responses to the three items reflecting a desire

A S
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Table 2-2, Percentage Distribution, M2an, and Standard Deviation of the 382
Men Principals' Responses to Five Items in the Csreer Aspirations

Instrument Concerned with the Desire to Upgrade Their Status as
Principals

The Question The Response Choices and Weights

How desirous are you of l =1 would not want tc, « « »
doing the following things? 2 = I am not especially anxious to. « «
. 3 = I have sane‘ desire t0e ¢ ¢ o

h = I would. Very muCh like tOQ e o o 3

5 = I am extremely anxious t0. ¢ o » "—4
Par Cent of Principals

. Responding St a - :
Item 1 2 3 4 5 Mean Deviation N

16. Obtain a higher
salary in my present :
position. 3 5 15 4 32 3,98 0.97 381

4, Obtain a principal=-
ship which would pay
more money than my

present position, 15 36 22 20 7 2.67 1.16 © 381

l. Obtain a principal-
ship that has greater
responsibilities than
my present position. 27 36 18 11 8 2.35 .22 - 382

2. Obtain a pr.ncipal-
ship that would
carry more prestige
than my present posi-
tion, 26 4 16 8 5 2.2 1.08 3681

15. Obtain a principale-
ship in & wealthy
suburban community. 39 U8 8 L 1 1.8 0.82 382

*Items numbered according to order of appearance in the Career Aspirations
Instrument and presented in order of decreasing mean response.

“Incomplete data due to non-response to the item,
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for achieving recognition through participation in their professional

associations are presented in Table 2-3. These data indicate, as might

SR K A bt i P e S )

be expected, that a substantially larger proportion (49 per cent) of the
administrators have some desire to teke a more active role in their pro-

fessional associations than aspire to become president of a state or

national association of principals (22 per cent and 12 per cent respec-

. e e «

tively). A finding of considerable interest to tho-:e concerned with the

R

"professionalization" of the principalship is that the majority of prin-

R

cipals indicated little or nc interest in assuming a more important role
in their professional organizations and that only 14 per cent indicated

that they would "very much like to" or were "extremely anxious to" ex-

pend their efforts on activities of this kind.
To this point we have focused on the principals' level of aspira-
tion with respect to each of three different¢ ways they could increase

their income, status, or prestige in the world of education: by improve-

ments in their status as a principal, by moving to a higher level in the
educational bureaucracy, and by gaining recognition in their professional
associations, We have seen that prinecip.ls in general have a greater de-
sire to obtain a higher salary in their current position than to improve
their status by moving tc another principalship. We also found that
principals on the average aspire more frequently to lower level positions

in the administrative hierarchy than to the highest one, the superin-

tendency.

By rank ordering all 16 items included in the Career Aspirations

Instrument according to their mean response, we can ascertain which
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Teble 2-3. Percentage Distribution, Mean, and Standard Deviation of the 362
Men Principals' Responses to Three Items in the Career Aspirations
Instrument Concerned with the Principals' Desire for Achieving
Recognition Through Participation in Professional Associetions

The Question The Response Choices and Weights

= I would not want to. . « o«
I am not especially anxious to. . -

How desirous are you of 1

I m

3 = I have some desire to. « « &
h =

5=

doing the following things?

I would very much like t0. ¢ o
I am extremely anxious toe « «

Per Cent of Principals

Responding
* Standard

: Ttem 1 2 3 4 5 Mean Deviation N*¥
1ll. Take & more important

role in professional

educational organiza-

tions. 19 32 35 1.1 3 2,51 1.02 380
13. Some day be president

of a state associa-

tion of principals. 38 L 13 6 3 1.96 1.02 375
14. Some day be president

of =2 national associa-

tion of principals. b9 39 6 4 2 1.71 0.89 381

* ,
Items numbered according to order of appearance in the Career Aspirations
Instrument and presented in order of decr:asing mean response.

**Incomplete data due to non-response to the item,
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improvements in their occupational status, regardless of kind, they are
tion of their replies to all the items in the aspirations instrument and
the mean score ani rank of each item,

The item with the highest mean score (3.98) is "obtaining a higher
salary in my current position," and it is the only improvement in occu-
pational status which a majority of the principals (71 per cent) indi-
cated that they "would very much like to" or were "extremely anxious to"
secure. A substantially smaller proportion of the men responded in a
similar way to the questions about obtaining an outstanding reputation
among my brofessiona.l colleagues (U4l per cent) and taking every opportun-
ity to advance their careers (37 per cent), the items that had the second

and third highest mean scores, respectively. The item with the next

highest mean score was "obtain a higher administrative position in my
own system." However, it deserves emphasis that only 31 per cent indi-
cated clear-cut positive aspirations of th;s kind as compared to the Tl
per cent who respondad that they would very much like to or were extremely
anxious to obtain a salary increase in their current principalship. It
also deserves note that both of these specific occupational changes most
desired on the average by the principals did not require them to leave
their present school system. The ne:&. "preferred" occupational change
for the principals was to obtain siother principalship paying more money.
By examining the other end of the rank order of the items, we can
ascertain those types of positions to which principals least aspire.

The item with the lowest mean score refers to becoming a superintendent

©
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of a small school system and the item with the third lowest rank

concerns obtaining a large city school superintendency. These data indi-

cate that moving to the top of the educational pyramid is of little or
no interest to the huge majority of principals. The fact that becoming
president of a national professional association had the second lowest
mean score on the ranking of items indicates that this means of status
improvement is also of slight interest to principals.

The findi<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>