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ERS Circular No. 6, 1968

DEVEL.OPING ADMINISTRATIVE LEADERSHIP

Three highly desirable qualifications for
promotion to administrative positions are expe-
rience, competency, and prior service within the
school system. Too often there is no one already
in the system whose leadership potential has been
tested and developed. The superintendent, faced
with the urgent necessity of appointing a new
principal, must look outside the system for a
person with administrative experience whose com-
petency has been demonstrated.

For many years, policies governing the pro-
motion of teachers to administrative positions
have focused on the criteria to be applied in
selecting qualified individuals. Now, however,
there is considerable evidence that emphasis in
promotion policies is shifting from selecting
administrators to developing administrators.

One approach a number of school systems have
adopted is a formal program of leadership devel-
opment including an internship phase in which

the prospective administrator "works for a pe-
riod of time in the field in order to develop a
capacity to carry out professional responsi-
bilities."d/
only helps the teacher 'break into" administra-

Such a period of internship not

tion, but also greatly lessens the risk involved
in moving teachers into administrative posi-
tions.

The concept of an internship as an integral
step in a program in the preparation of profes-
sionals has long been a part of training for the
medical profession. In fact, the internship in
educational administration has been included in
graduate programs for school administrators in
a number of universities for some years.

In 1964 the Educational Research Service
prepared a Circular describing policies on pro-
motion to administrative positions in selected
school systems. At that time several of the
respondents reported that an internship or lead-
ership training program had been developed with-
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in the school system to screen personnel for ad-
ministrative positions. The number of requests
received recently by ERS for information on the
administrative interaship indicates that many
more school systems are now sponsoring their own
internship programs. Therefore, it was decided
to concentrate on reporting these programs rather
than revise the Circular on staff promotion pol-
icies.

In January 1968, a postal card questiomnaire
was mailed to all school systems with over 12,000 i
enrollment in order to identify those which op-

i

erate a formal internship program for potential
administrators among their own employees, as Op-
posed to those systems which accept only degree-
seeking graduate students participating in an
internship sponsored by a nearby university.
Requests were sent to the 119 systems which re-

ported programs for their own employees, asking
that they prepare a description of the program
as it operates in their system and supply cer-
tain statistics on its history and participation.
From the systems which responded to this request,
the 29 programs described in this Circular were
chosen to represent the variety of practices ’
which exist. {
Many of the program descriptionms, which be-
gin on page 5, were written by present or former
interns. In cases where it was necessary for
ERS to prepare the descriptions from materials
submitted by respondents, the statements were 1
sent to the school systems for verification. §
The text which follows summarizes informally some
of the features of the 23 programs.
Adminiatration of programs.
half of the programs reported in this study were
organized and are administered entirely by the
local school systems. The other 15 were formu-

Almost one-

lated cooperatively with one or more nearby uni-
versities. Ffor some programs the university
assists the local school system by furnishing a

a/ Newell, Clarence A., and Will, Robert F.
359; December 8, 1951.

"what Is an Internship?" School and Society 58:
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professor of educational administration to con-
duct seminars and participate in the selection
and evaluation of the interns. Less frequently,
the program is administered by the university
which conducts special classes, offers graduate
credit for the internship, and participates in
every phase of the program including the selec-
tion, supervision, and evaluation of the interns.

The university-administered programs de-
scribed in this Circular differ from many pro-
grams which received attention in earlier profes-
sional writings (such as the publications of CASA
and UCEA noted in the bibliography on page 44)
in that in the earlier programs the school sys-
tem usually depended upon the university to se-
lect the interns. 1In all the programs reported
in this Circular, the local school district
chooses interns from among its own employees,
although one or more university professors may
assist in the selection process. In a few cases
where credit is granted for university-affili-
ated programs, the school system pays the cost;
more frequently, the credits are available only
to students who bear the expense of such credits
themselves.

Within each school district the common
practice is to assign the overall supervision of
the leadership development program to a central
office administrator, such as the director of
personnel or the assistant superintendent for
elementary or secondary education, who assumes
this duty in addition to his other assignments.

During the selection process, a panel of
system administrators, at times including prin-
cipals, reviews the candidate's records and
qualifications, interviews him, and makes the
final decision on his appointment to an intern-
ship.

29 systems reported herein, the panel also con-

Sometimes, though infrequently among the

ducts a final evaluation of the intern's work,
Once the intern is assigned to an administrator,
whether principal or central office person,
guidance and supervision is the responsibility

of that administrator who, if the program is uni-

versity-affiliated, shares the responsibility with

the professor to whom the intern is assigned.

O A M S S

Qualifications. Minimum requirements to

apply for an internship position vary little
among the 29 systems, whether the program is un-
iversity-affiliated or not. Generally, the ap-
plicant must have a master's degree and an ad-
ministrative or supervisory credential, or be
able to achieve these requirements during the
He must hold a valid

teaching certificate and have two years (two

course of the internship.

systems), three years (11 systems), or five
years (8 systems) of successful teaching expe-
ience. Frequently, it is specified that a cer-
tain number of years must have been spent teach-
ing within the system. Occasionally, adminis-
trative experience is also required. Nine sys-
tems specify an age limit; this varies from 40
to 55 years of age, or a general statement such
as '"young enough for the system to profit from
his training."

Positions are open equally to men and
women, except in one system which indicated that
preference is given to male applicants when as-
signing secondary-school internships. A few sys-
tems designate certain cutoff points on graduate
and undergraduate grade point averages.

While specifying mini-

mum qualifications does reduce to some degree

Seleation process.

the number of applicants for internship positionms,
further screening is necessary. Some of the means
used, either singly or in combination. include
examinations such as the Miller Analogies Test,
the National Teacher Examination, and the Educa-
tional Testing Service administrative and super-
visory examinations. Among the 17 systems which
require such exéminations for applicants, some
establish cutoff points to further screen candi-
dates; a few average the test scores with ratings
established for other parts of the selection
process; and still others indicated that, while
no cutoff points are established, the scores are .
"considered" in the final selection of interns.
Whether or not the system or university admin-
isters tests to the candidates, the selection
procedure usually includes interviews by a panel
of administrators which considers the appli-

cant's teaching and scholastic records, as well
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as recommendations from his supervisors. One
system mentioned that classroom observation of
the applicant is an important part of the se-
lection process.

Areas of internship. In most of the 29 sys-

tems, a candidate must specify the level of ad-
ministration at which he wishes to intern, e.g.,
elementary, secondary, pupil personnel services.
A few systems, however, leave this decision to
the discretion of the selection panel, which
bases its decision on pending vacancies and the
position it feels is 'right'" for the particular
intern.

Among the 29 programs, all but one offer
internships in elementary administration; in 24
systems programs are available for the secondary
principal; one system offers internships for the
middle school principalship; and a system which
administers a junior college has opened that
level to interns. Nine of the systems take in-
terns in supervision and in eight systems appli-
cants may intern for central office positions.
The index on page 44 will assist the reader in
locating those systems which offer each type of
internship.

Assigrnment of interrng. In assigning in-

terns to supervising principals or central office
administrators, every effort is made, most sys-
tems stated, to choose outstanding administra- ~
tors. In Palm Beach County, Florida, for in-
stance, the selection of supervising principals
is by a vote of the Principal's Association, and
in systems which have had an internship program
for a number of years, such as Hawaii, it is
possible to assign interns to principals who
were once interns themselves.

Length of intermship. For all but six of

the 29 programs reported in the Circular, parti-

cipation is full-time for a period ranging from
10 weeks to two years. Of the remaining six
(none of which is affiliated with a univer-
sity), five assign interns a reduced teaching
load to allow them to participate in administra-
tive tasks. In one system trainees must carry a
full teaching load in addition to administrative

tasks, but they remain in the program for from
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two to six years. One year or one school year
was the length of internship most frequently
mentioned (19 systems).

Salary. The usual practice is to pay the
intern the salary he would receive as a teacher.
Three of the systems reported that the intern
receives the salary of the position in which he
is interning--assistant principal or administra-
tive assistant.

Seven systems pay interns an amount in ad-
dition to the regular teaching salary, as fol-
lows: $200, $250, and $100-200 a year; $100 a
month; $100 per university credit granted; 13
percent of base salary as a teacher. One system
did not report the cxtra amount paid interns.

Title. '"Administrative Intern' is the title
the greatest number of systems use to designate
"Administra-
tive Trainee'" was reported by five systems.

Other designations include "Intern Principal,"

"Cadet Principal," and ''Cadet-in-T aining."

their prospective administrators.

Duties and routinea. Inherent in the con-

cept of an internship is participation in the
duties of the position to which the intern as-
pires. 1In all but the Hawaii program, this is
on a day-to-day basis. Hawaii devotes three
days a week to internship activities and two
days to seminars. Generally, the supervising
principal or central office administrator at-
tempts to involve the prospective administrator
in as many diverse and meaningful experiences as
possible, placing emphasis on those areas in
which the intern has had little or no experience.
It is stressed that while the intern must as-
sume some routine duties to be helpful to his
principal, he is not to be regarded merely as an
extra hand in the office; experiences should be
as meaningful and nonrepetitive as possible.
Other features of internships include vis-
its to the central office, observations of inno-
vative schools in other districts, university
seminar sessions, local and state professional
meetings and conferences, in-district classes
with guest speakers, and even group ''sensitivity

sessions." Involvement in school-community

activities is integral to most programs.
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Hiring policies. Almost all systems stressed

that completion of an internship does not assure
the trainee appointment to an administrative posi-
tion; one system, however, stated that an intern
is accepted for training only when a vacancy is
definitely expected. In most cases, the intern-
ship gives personnel seeking promotion to an ad-
ministrative position an edge over noninterns
seeking the same post. Some systems reported
that, in filling their administrative posts,
equal consideration is given to the intern and
all other applicants from within or outside the
system. In other systems the internship is the
normal channel for promotion to a principalship.
Hawaii requires completion of a one-semester in-
ternship for an administrative or supervisory
credential.

Participation. The majority of the 29 pro-

grams reported herein have little history of par-
ticipation since more than half have been organ-
ized only since 1966; only three are 10 or more
years old. Among the programs which have gradu-

ated participants, the percentage of former in-

terns now occupying administrative positions
ranges from 30 percent in one system to 100 per-
cent in five others.

The 1967-68 participation in thesc 29 pro-
grams varied from only one intern in one system
to 428 in Los Angeles.

NASSP and LINC Internships
Not included among those described individ-

ually in this Circular are the programs, reported
by several school systems, which are conducted
through the Administrative Internship in Second-
ary School Improvement, sponsored by the National
Association of Secondary School Principals. All
of these programs are organized similarly, as ex-
plained in the description of the overall project
on page 42,

Also omitted from the individual descrip-
tions are eight school systems in North Carolina
which participate in the Cooperative Educational
Leadership Program sponsored by the Learning In-
stitute of North Carolina. This project is des-
cribed on page 43.

INDEX TO CONTRIBUTING SCHOOL SYSTEMS
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LEADERSHIP DEVELOPMENT PROGRAMS:

AKRON, OHIO
(58,622)

Qualifications: Master's degree in adminis-
tration; 3 years' teaching experience,
prefer 5 years; evidence of professional,
cooperative service is desirable.

Selection: Completed application form; ETS
administrative examination; recommenda-
tions of administrative staff and building
principals; interviews with administrative
team.

Title: Cadet Principal
Area of internship: Elementary principalship

Length: 1 year on the average; depends on
needs of individual and the system.

Salary: Regular teaching salary

Year initiated: More than 12 years ago

Participation: All 16 of the cadets who have
completed the program, have been placed in

principalships; participating in 1967-68
were 1 man and 2 women.

Page 5

INDIVIDUAL SUMMARIES FOR 29 PROGRAMS

(Figures below names of school systems are 1966-67 enrollments)

CADET PRINCIPAL PROGRAM

The normal promotion to an elementary school
principalship in the Akron Public Schools is
through the Cadet Principal Program. Secondary
school principals are usually selected from as-
sistant principals within the system. Selection
for participation in the program is based on
several factors. Forty percent of an applicant's
final score is determined by his grade on the ETS
administrative examination. The other 60 percent
is based on an evaluation of his teaching record,
recorpendations of the administrative staff, and
his performance in group and individual inter-
views with the Director of Elementary Education,
the Assistant Superintendent for Professional
Personnel, and the Superintendent.

The Cadet Principal Program of the Akron
system has several special features which help
make it a strong, well-rounded program. One of
these features is that the program is not iden-
tical for all participants, but is adapted to
the needs of the individual involved. After a
candidate has been selected, a careful look is
taken at the experiences which this individual
has had. Then a program to broaden his back-
ground, by planning assignments for him involv-

ing experiences in various schools and activi-
ties, 1s decided upon. For example, the cadet
may spend a short time in schools of various sizes in several areas of the city, or the person may be
assigned to one or two places for extended periods of time.

Another very important and profitable part of the program, which is the same for all cadets, is
a schedule of visits with every department of the central administrative office. The administrative
head of each department meets with the cadets to explain the responsibilities and operational proce-
dures of his department. As part of this phase of the program, the cadets also visit each type of
special education class in the city and have the opportunity of talking with 15 or so of the city's
best, most experiences elementary principals. This gives one an excellent overview of the total
school system's operation, as well as the advantage of pooling ideas and advice from fine adminis-
- .trators in the field. 3

The cadet principai is also given the opportunity of visiting other school systems in neighbor-
ing areas to see various special features of their programs; this opportunity is also continued with
the principals after assigned. In this way cadets and principals are able to see innovative methods 3
in use and evaluate programs which might be adapted to use in their own buildings. 3

The leadership development program is directed by the Assistant Superintendent for Curriculum
and Instruction, assisted by the Director of Elementary Education. These people plan the assignments
and schedules for the cadets.

Cadets attend all administrative council meetings, all elementary principals' meetings, and all
meetings of any committees to which they have been assigned. Besides these special activities and ]
the scheduled visits to the central administrative office, the cadet spends the remainder of his time ]
on assignments in specific elementary schools, sometimes as an observer, and sometimes as an active 5
participant in the school program, assisting the building principal.

The cadet keeps a log or notebook concerning his activities during his period of internship. 3
This is presented to the assistant superintendent upon completion of the program and becomes a valu-
able source of information and help to the new principal for the future.

(Contributor: Marjorie Ormeroid, Cadet Principal)

A ot e il R R T

i L R e S e e e R e ‘rr:yr-‘;}m“, RO T S TR W Y A




“’y‘”‘wﬁi' li
[ ol

Page 6 i

LOS ANGELES, CALIFORNIA ELEMENTARY SCHOOL ADMINISTRATOR g
(€32,498) DEVELOPMENT PROGRAM s
T The Elementary School Administrator Devel- !
Qualifications: Credential as elementary opment Program, initiated in 1964, provides for 4
; school supervisor-administrator; trainees the systematic training of prospective adminis- i
,§ for vice-principal must be permanent trators. In large measure it also provides ex- .
) teachers; candidates for principal must periences which will be of value to those in- ‘
4 be in a vice-principal assignment. terested in the field of elementary supervision 3
' and for those serving as elementary vice-prin- ;
3 Selection: Submission of application form for cipals. 4
] approval of building principal who ini-
: tiates the necessary procedures. The program is, in effect, a plan of pre- 3
g service training for teachers interested in ad- :
: Title: Administrative Trainee (teacher) or ministrative assignments (administrative trainees) ]
; Elementary Vice-Principal and inservice trairing for vice-principals pre- 3
’ paring for principalships. The extension of ]
Areas of internship: Elementary principal the experience of administrative trainees and 4
{ vice-principal, and supervisor vice-principals beyond that afforded at the lo- :
; cal school level is desirable and necessary. §
4 Length: lMinimum of 2 years, maximum of 6; Under the direction of the area superintendents, j
] vice-prinripal usually spends 3 or 4 the administrative assistants are responsible for 3
4 years. coordinating and administering this type of ;
3 training. The inservice «nd preservice train- ]
3 Salary: Regular salary as teacher or vice- ing at the district level is directed toward ac- 2
1 principal quainting participants with: |
; Year initiated: 1964 1. The elementary district services and person- A
k nel.
4 Participation: Since 1964, 245 persons have 2. The services and responsible personnel of the §
1 been placed in positions for which trained. service divisions. p
3 Participating in 1967-68 were 284 men and 3. The organizational structure of the Los 3
144 women--239 administrative trainees Angeles City School Districts and the rules, |
and 189 vice-principals. regulations, and policies of the board of ed- 3
ucation. ;

4., Current and recommended practices in the 1
field of administration and supervision. 1
5. Suggested interpersonal relations and lead- 3
ership techniques. 3

While participation in the program is not required and does not assure one of success in the ex- ]
aminations for administrative positions or evaluations for supervisory positionms, successful partici- 4
pation as an administrative trainee or vice-principal will enable a candidate to gain much of the ,
practical experience and knowledge necessary to prepare for the examinations and evaluations. 3

The program is predicated on the concept that the most desirable and valuable preparation for
school administration and supervision is that which is based on the kinds of experience administrators
and supervisors have on the job. It also recognizes the importance of effective human relations and
leadership skills, and provides that careful consideration by given to them. This is a plan which is
directed toward the needs and realities of the future for the Los Angeles City Unified School Dis-

trict, its employees, and the children it serves. 3

M o o

3 The overall responsibility for the program rests with the Associate Superintendent of the Divi-

4 sion of Elementary Education. The area superintendents are responsible for directing the program in §
their areas. The major responsibility for implementing the program falls to the elzmentary school 2
. principals. Applications from teachers and vice-principals are submitted to the principals of their :
i school buildings. All vice-principals are automatically eligible to participate in the program, but 3
] the number of administrative trainees is limited to two in each school.

‘ Assignment requirements for participants in the program involve both location and type of posi-

i tion. Teachers in the program are permitted to include their field work experience and assignments

‘ subsequent to that experience in meeting the assignment requirements. Vice-principals must meet the
requirements while in the position of vice-principal. Administrative trainees and vice-principals
are expected to have experience in two types of schools as participants in the program--a school in
a low socioeconomic, culturally deprived type of area, and a school in a middle class or privileged
socioeconomic area. Administrative trainees are also expected to have two or more of the following

] types of teaching assignments: regular classroom teacher at two different levels (required); train-

1 ing teacher; demonstration teacher; reserve teacher; special training teacher; social adjustment
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teacher; compensatory teacher. Other types of assignments which provide desirable but not required
experiences for trainees are consultant, specialist, and assistant supervisor of child welfare and at-
tendance.

The opportunities for specific experiences in administration and supervision are most readily
gained by administrative trainees in assignments in which they are one of two trainees assigned to a
school. The experiences are organized under five major headings: organization and administration,
supervision of the instructional program, pupil personnel services, school=community relations, and
professional leadership. Suggested experience for vice-principals is in the broad sense a job des-
cription. It includes all of the responsibilities describid in the official duty statement for the
vice-principalship. Both trainees and vice-principals should be able to gain extensive experience

in each of the five major areas.

The anecdotal approach to evaluation is utilized in the Administrator Development Program. It
provides for an assessment of performance and personal qualities as they relate to specific experi-
ences and responsibilities and for a rating of these factors. Three types of evaluation are employed:

1. A check sheet form for use in recording and evaluating a participant's performance in
each specific, assigned experience or responsibility.

2. A semiannual evaluation of experience and professional growth which calls for a rating of
performance in five major areas of administration and personal qualifications, and a rating
of performance in the basic teachiag or other assignment.

3. The superintendent's evaluation of trainees for use by area superintendents and adminis-
trative assistants to evaluate specific areas of experience and professional growth and of
personal qualifications following an observation or a conference. Only areas observed or

discussed need to be considered.

A booklet prepared by the Division cf Elementary Education describes the program and reproduces
application and evaluation forms used in 1“e program. A copy of the booklet is available free of
charge, as long as the supply lasts, fr .u the Division of Elementary Education, Los Angeles City
Schools, Room A=240, 450 North Grand Avenue, Los Angeles, California 90012.

(Contributor: Joha W. Wright, Administrative Coordinator, Division of Elementary Education)

* % %

KNOXVILLE, TENNESSEE--City schools
(38,331) LEADERSHIP TRAINING

The Knoxville City School System is partici-
pating in several leadership development pro-
grams, each with the purpose of upgrading the
leadership at all levels in the city's schools.

Qualifications: Master's degree in education-
al administration and supervision; 3 years'
successful teaching experience.

Selection: Written statement by applicant; The program for training for leadership in

recommendation of Superintendent; inter-
view and approval by board of education.

Title: Assistant Principal

our secondary schools has followed the plan of
selecting outstanding potential administrators

and placing them in assistant principalships for

a period of training from one to five years.

Through this program we have been able to have a
number of well-trained persons available for our

Areas of intermship:
secondary schools. These assistant principals

Principalships

Length: 1 to 5 years are selected by the Superintendent and his ad-
ministrative staff and approved by the board of
Salary: Not reported education. Another aspect of our program for

prospective principals has been to select a num-
ber of applicants and give them elementary teach-
ing experience under one or more of our outstand-
ing elementary principals with the understanding
that they will have the opportunity to learn as
much as possible about the operation of our ele-
mentary program.

Year initiated: Not reported

Participation: Since the program was ini-
tiated, 8 of the 15 who have participated
in the program as assistant principals
have been placed in leadership positions.

Participating in 1967-68 were 10 men.
In addition to the inservice program de-

scribed above, Knoxville is participating in a

(Continued)
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KNOXVILLE, TENNESSEE (Continued)

fellowship plan sponsored by the University of Tennessee with a grant from the Southern Education
Foundation. The participant from this school system received a $5,000 stipend, books, tuition, and
supplies from the University of Tennessee, plus $2,000 from the Knoxville board of education during
the 15-month training program. The general objective of this program is to provide the basis for more
effective development of Negro and white educators with administrative leadership potential within a
complex integrated school system. The participant from the Knoxville system was selected by the Su-
perintendent and his administrative staff, then interviewed and approved by the board of education
with the understanding that when he completes the 15-month intensive training in the Department of
Administration and Supervision at the University of Tennessee, he will be placed in a suitable admin-
istrative position in the Knoxville school system.

Possibly unique is the plan, initiated under the leadership of Superintendent Olin L. Adams, Jr.,
whereby an opportunity is given the superintendent of a smallzr school system (serving a community
with less than 50,000 population) to gain an understanding of the operation of a fairly large school
system through a two-week internship in the Knoxville schools. Under this program an office is fur-
nished and all the departmental operations of the school system are open and available for the intern
to see and participate in during his stay with the Knoxville school system. These interns are wel-
come to the Knoxville district at their own expense.

(Contributor: Roy W. Wallace, Assistant Superintendent for Instruction)

ALACHUA COUNTY, FLORIDA (Gainesville)
(21,534)

Qualifications: Master's degree or at least
initiation of a planned program for this
degree; on continuing contract; 25 to 55
years of age; must have or be working for
state certirication in administration and
supervision in appropriate field.

Selection: Complete application form, includ-
ing essay dealing with interests, goals
and self-evaluation; submission of person-
al qualities rating scale filled out by
fellow workers; interview by screening com-
mittee.

Title: Personnel Reserve Applicant

Areas of intermship: All instructional and
noninstructional administrative and super-
visory positions in central office and
school buildings.

Length: Usually 1 year
Salary: Regular teaching salary
Year initiated: 1961

Participation: Since 1961, 80 persons have
been accepted into the Personnel Reserve;
60 of these have assumed administrative
positions. In 1967-68, 7 men and 8 women
were accepted--7 elementary instructional
coordinators, 5 assistant principals for
instruction, 2 exceptional child coordina-
tors, and 1 secondary science coordinator.

*

ADMINISTRATIVE AND SUPERVISORY
LEADERSHIP GROWTH PLAN

In the spring of 1959 a workshop was orga-
nized under the direction of Dr. Maurice Ahrens
of the University of Florida for the purpose of
developing a positive program to identify aund
select potential leaders who would ultimately as-
sume positions of leadership as administrators
and supervisors in the Alachua County School Sys-
tem. As the group proceeded with its study,
available research concerning leadership growth
plans was explored, and the progress other school
systems across the nation have made to meet this
need was studied. The information gathered was
compiled into a recommended program for the iden-
tification, training, and selection of potential
leaders. This "Administrative and Supervisory
Leadership Growth Plan for Alachua County Schools"
was submitted to the participants of another spe-
cial workshop for approval and was subsequently
adopted by the board of education for operation
in the 1961-62 school year.

The program as approved by the board oper-
ates today much the same as it did in 1961. Ad-
ministrative and supervisory leaders and their
staffs are encouraged to be constantly on the
lookout for evidence of the qualities considered
to be indicative of leadership potential. When
such qualities become apparent, the individual
concerned is counseled and further encouraged to
develop his potential; administrative and super-
visory personnel make every effort to provide op~
portunities for the development and growth of
such persons, especially from the leadership
point of view.

The best available research concerned with
the identification of leaders indicates that,
contrary to popular belief, we cannot rely on
the traits of an individual as criteria for his
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identification as a leader. Rather, we must turn to the personal qualities of the individual as rec-
ognized by those who know him best, his associates. Thus, when an individual with administrative po-
tential is recognized, the supervisor or principal initiates the faculty-wide Personal Qualities Rating
Scale, tabulates the scale results, and prepares a summary statement of not more than one page to ac-
company the individual's application. This summary should reflect the faculty "temperature" regarding
the applicant as well as the recommendation of the principal and/or supervisor.

Since it is recognized that there may be aspirants within the system who would prefer to evalu-
ate themselves privately prior to asking for consideration, it is suggested that such persons consult
the personal inventory checklist.

In Alachua County potential leaders from within the county systet, along with those persons who
are already filling administrative and supervisory positions, form a Personnel Reserve from which the
Superintendent may select nominees to present to the board as vacancies occur. A screening committee
(composed on one elementary and one secondary teacher, one elementary and one secondary principal,
one county staff member from the Division of Instruction, and one from the Division of Noninstruction-
al Services) assists the Superintendent in choosing the best qualified persons to be added to the Per-
sonnel Reserve.

Any teacher may request consideration by the committee, specifying the area for which he desires
consideration. The screening committee is provided with a personal data form and adequate references,
and the applicant meets with the committee for an interview. The following special qualifications of
applicants are discussed at the interview:

1. Experiences which would supplement formal training of applicant
2. Ultimate goals in education

3. Attitude of applicant's family toward a career in education

4. Language facility of the applicant

5. Personal appearance and general health

6. Civic interests

As a guide to aid the committee in evaluating the person's qualifications for the area in which
he is interested, the school system has devised a profile of qualifications and general duties for
each position in which an applicant may intern. Each applicant is informed by the Assistant Superin-
tendent for Instruction, who serves as chairman of the committee, of the recommendations of the com-
mittee, indicating his acceptance or rejection for the Personnel Reserve.

Once the individual has been selected by the screening committee for training for future posi-
tions of administration and supervision, it becomes the responsibility of the board and its designated
representatives to provide training for these potential leaders. This training is accomplished through
a "Leadership Program Seminar' and a one-year "Intern Service." The Leadership Program Seminar is op-
erated for all persons in the Personnel Reserve, and includes training and group discussion of topics
that relate to the chosen field of the individual.

Intern Service is a period during which the individual serves directly under the supervision of ;
an administrator or supervisor, as an added experience over and above the individual's regular as- }
signed duties. The selected individual is assigned to an administrator or supervisor by the Assistant ;
Superintendent for Instruction or the Administrative Assistant. The cooperating administrator or su-
pervisor provides the inservice intern with a program of experiences which will be of benefit to him.

The cooperating administrator compiles evaluation forms submitted by peers and informs the applicant
by letter of- his progress and suitability for the Personnel Reserve pool.

We believe there will be individuals admitted to the Personnel Reserve who should be encouraged

to further themselves to assume ever-increasing responsibilities in roles of leadership in the system. i
A year of leave for advanced study for an individual in the pool is the ultimate step in the overall ]
identification, selection, and training of leaders for our local schools. Any person who is in the 3
Personal Reserve and who has had seven continuous years of service in Alachua County is eligible for i
consideration. From this group the Superintendent, upon the advice of the Assistant Superintendent
for Instruction, recommends an individual to the school board for selection in January. After se-
lection he works out his program and the financial assistance from the univers! of his choice; this
program is presented to the Superintendent, who works out the salary provision: -or the individual to
be in effect during the leave for advanced study. A person who receives this Advanced Study Leave -
agrees to serve for a minimum of three continuous years in the school system after completion of the 1
leave.

(Contributor: Tommy Tomlinson, Administrative Assistant to the Superintendent)
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| PALM BEACH COUNTY, FLORIDA
(West Palm Beach) (56,060) PROGRAM FOR PROSPECTIVE SCHOOL ADMINISTRATORS
| Realizing the urgent need for properly
] Qualificatione: Master's degree in adminis- trained school leadership, the Palm Beach County

tration and supervision; must be employed school system instituted a three-phase twelve-
| by the system; 3 years' successful teach- month course for prospective school administra-
] ing experience; good health, sound morals, tors in June 1965. To date the program has been
: and high degree of intelligence. operated only for one school year--1965-66.,
{
E Seleation: Submit score on National Teacher Criteria for the selection of all applicants
1 Examination (commons) or Graduate Record were both rigid and definite. In addition to the
3 Examination (verbal and quantitative); standard educational requirement of a master's
¥ submit written statement of philosophy and degree in administration and supervision, the
3 concept of administration and supervision; proof of a high degree of intelligence was sub-
1 interview with screening committee; rec- mitted by national test scores, intelligence test
j ommendation of principal or a county staff scores, and a grade point average computed on
; member; transcript of undergraduate and undergraduate and graduate grades together with
E graduate grades. college transcripts. Each applicant submitted in
1 writing his own philosophy of education and con-
: Title: Prospective Administrator cept of administration and supervision. Each

candidate had to be yrecommended by his principal
Areas of internship: Elementary and secondary or a county staff member.

: principal and assistant principal, admin-
: istrative assistant, dean, general admin- Approximately 96 applicants originally ap-
: istration. plied for admission to the course. After educa- /
] tional requirements, test scores, writing ability, 1
] Length: 1 year and recommendations were evaluated, 43 candi-
& dates were granted interviews before a select
; Salary: Regular teaching salary committee consisting of the Superintendent and
1 high ranking administrative personnel. On the
. Year initiated: 1965 (June) final basis of the interviews, together with the
4 previusly mentioned educational requirements, 15 |
{ Participation: Eleven men and 2 women par- prospective administrators were selected as a i
; ticipated in 1965-66. Nine have been nucleus for the pilot program. In September 1965,
f placed in administrative positions. three more candidates were added who were already
: employed in some administrative capacity but had

displayed high administrative potential.

. Dr. Forrest Murphy of Florida Atlantic University was appointed to train, supervise, and evalu-
4 ate this fledgling group who had committed themselves to hard work and diligent study. The entire ;
program was sponsored as a combined Florida Atlantic University - Palm Beach County School System 3
special course. The candidates selected were advised that the course would not necessarily assure i
them administrative positions but that it would place them in a position to be considered seriously

4 for promotion.

The program consisted of three phases. Phase I was attendance of all selected candidates at a
1 three-week summer workshop at Florida Atlantic University under the direction of Dr. Murphy. The in- ]
i dividual cost of the workshop for those who desired academic credit was paid by the candidates. .

3 ' Phase 1I was a two-hour workshop each week during the fall semester to study the total county
school system. This program was under the direction of Dr. Charlie T. Council, Assistant Superin-
tendent in Instruction, and included lectures by all departments of the school system. Candidates
held regular classroom teaching positions during this six-month period, and attended the workshops ]
one day each week after school hours. 1

Phase II1I was held during the spring semester and all selected candidates left the classroom and
4 became administrative interns under the direction of Dr. Murphy. Each intern spent nine weeks under
1 the supervision of one outstanding principal and nine weeks under the suparvision of another out-
j standing principal. Outstanding principals were selected by vote of the Principals' Association.
Academic credit for the internship was given to the candidates, if proper application and costs were
supplied by the candidate. Regular supervision of all interns, plus conferences with the supervising
principal, were held by Dr. Murphy throughout the internship. Daily logs were kept by all interns.

1 Final evaluation of the interns was a combined judgment of three people, Dr. Murphy and the two
r supervising principals of each intern. Upon completion of the program, all interns desiring adminis-
: trative positions were interviewed along with all other applicants by a screening committee composed ;
of the Superintendent and administrative staff. i
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The entire concept of thie prospective administrator program was the idea that each administra-

tor must have and practice a philosophy of education
with and based upon the ideals of American democracy.

(Contributor: Fannie 2.

BROCKTON, MASSACHUSETTS
(15,942)

Qualifications: Master's degree from an ac-
credited institution; tenure in Brockton
School System=-5 or more years' certifica-
tion at instructional level for which ap-

plying.

Selections Submission of application form and
Miller Analogies Test score; written dis-
cussion of problem related to administra-
tive techniques; recommendation of build-
ing principal; interviews by members of
the administration.

Title: Administrative Intern

Arga of internship: Administration at indi-
vidual's level of teaching

Length: Approximately 10 weeks

Salary: Regular teaching salary

Year initiated: 1967

Participation: Participating in 1967-68 were
6 men--3 in elementary principalship, 2 in
junior high principalship, 1 in senior
high administration.

oo

and educational administration that is consistent

Howell, Principal, Berkshire Elementary School)

ADMINISTRATIVE INTERNSHIP PROGRAM

Under the terms of an agreement with the
Brockton Teachers Association, the School Commit-
tee of the City of Brockton has agreed to provide
up to $10,000 each school year to conduct a pilot
program designed to train potential administra-
tors.

The Brockton School Department recognizes
that among the teaching staff there are many
well-qualified potential candidates for future
administrative positions. It is believed that
these candidates should be given the opportunity
to observe, gain experiences, and benefit from
participation in an Administrative Internship
Program which is based on the principle that one
learns by doing. The program is designed to im-
prove the schools and their instructional program
by working with teachers through the combination
of theory and opportunity, based on innovation,
challenge, and change in priorities.

After a candidate has completed the neces-
sary application procedures, his application is
reviewed by his building principal and he may al-
so be interviewed by a selection committee (the
Superintendent and his designees). A representa-
tive of the Brockton Teachers Association may sit
on the committee as an observer. Final approval
of candidates is by the Administrative Intern
Review Board, consisting of the Superintendent,
the Deputy Superintendent, assistant superintend-
ents, and one or more members of the school board.

Once the interns are selected, a university consultant conducts an orientation seminar for the

interns and their supervising principals.

Released time of 10 weeks is provided to send each intern

to one or more schools to experience administrative techniques in different situations; the intern is

placed under the direct supervision of the principal

of the building where he is training.

The administrative interns keep a daily log to show how their time was spent and evaluate their

activities with the supervising principal on a weekly basis.

A copy of the log is forwarded each week

to the Superintendent or his designee, with evaluative comments by the supervising principal.

At the termination of the Administrative Internship Program, the Review Board selects the candi-
dates to be sent, with all expenses paid by the school board, to participate in a program of selected
administrative training courses at an approved university, college, or other professional training

school.
work toward their next salary increment.

Candidates who are not selected for summer study may be awarded three credits for inservice

Follow-up seminars are conducted with the interns and the university consultant to evaluate the
program and make necessary changes for a more effective program.

(Contributor:

Girard J. Long, Assistant Superintendent)
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f HAWAI I

: (165,323)

é Qualifioations: 5 years' college work or

] equivalent, including 6 graduate hours in
g educational administration or supervision.
: 5 years' teaching exparience (at least one
in Hawaii); under 55 years of age.

) Selection: 8-hour battery of various exams

3 and inventories; autobiography; recommen-
dations from present and former principal,
supervisor, fellow teacher, and person

3 outside education; interviews by selection
] committae.

Title: Administrative Intern

Argas of internship: Principalship or vice-

E principalship
: Length: 1 semester
; Salary: Regular teaching salary

| Year initiated: 1957
Partioipation: Of the 187 interns who have

! completed the program, all but 2 have as-
| sumed administrative positions. Partici-
pants in 1967-68 were 43 men and 17
women--31 on the elementary level and 29
4 on the secondary level.

i selected for the program.

tion or supervision. Each semester between 90 and 100 persons are examined.

ADMINISTRATIVE INTERN PROGRAM

Since its inception in 1957, numerous
changes have been made in the Hawaii leadership
training program. Changes could be made without
too much "lost motion" due to the uniqueness of
the Hawaii system of public education--a central
system, operating under a state board of educa-
tion which has responsibilities of both a state
board and a local or district board. Pertinent
also is the fact that the College of Education,
University of Hawaii, is the single agency in
Hawaii which trains schcol administrators. This
condition results in very close cooperation be-
tween members of the State Department of Educa-
tion responsible for the selection and assignment
of administrative personnel and the members of
the Department of Educational Admiuistration of
the College. Because many principals now serv-
ing in the public schools are products of the
College of Education, cooperation and mutual as-
sistance is almost universal. After some years
of trial and error, theres has emerged a program
for the selection and preparation of school ad-
ministrators which includes the features de-
scribed below.

Selection of interns. Annually, usually in
October, the Personnel Department of the State
Department of Education announces the date of ex-
aminations for persons who wish to earn adminis-
trative credentials. Those eligible to take the
examinations must have five years of successful
teaching experience and have completed a minimum
of six graduate hours in educational administra-
From these, 30 are finally

The battery of tests administered has been revised from time to time, but consistently has had

3 the purpose of identifying individuals with potential leadership abilities.
§ under the direction of the Personnel Division of the State Department.

The tests are administered
Trained psychologists are re-

sponsible for scoring, analyzing, and summarizing the test data.

The summaries are studied by the Committee for Training, Certification, and Evaluation of the

g State Department of Education.

Members of the committee are appointed by the State Superintendent of

Public Instruction, and include the Director of Personnel of the State Department, one district super-
intendent, two supervising principals, an elementary and a secondary school principal, the Dean of the

established for a number of the tests.

rious consideration.

qualifications.
internships the following September.

Selection of intern schools.

announced.
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College of Education, and two professors of educational administration.
The committee, however, gives most serious attention to the
analysis of the psychological and personality factors reported by the psychologists.
tions from five persons who know the candidate's professional qualifications are also studied.

this purpose by the legislature, employs a substitute for each intern.
time participation in the program during the semester.

Cutoff points are generally

Written evalua-

This preliminary screening usually reduces to 40 or 45 the number of candidates to be given se-
At this point, three members of the selection committee are assigned five to ten
candidates whom they interview and observe with a view to acquiring additional insights into their
Final selection is generally made and announced in June.
The Personnel Division, with funds especially appropriated for

Those selected begin their

This frees the latter for full-

Members of the Department of Educational Administration of the Col-
lege of Education hold individual and group interviews with the interns soon after the selections are
Specific professional interests are identified; analysis is made of training already re-
ceived; advice is given regarding course work which might be taken during the coming summer session;
and professors and interns begin to develop a personal and professional relationship.

T el
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Once the needs and interests of the intern are known, University staff members and personnel of-
] ficers of the State Dapartment select the schools where the intarns will be assigned. These schools
4 will be elementary-intermediate (junior high school), and high school, depending on the intern's goal.
| Every affort is made to select schools which are administered by highly competent principals. In re-
] cent years it has been prssible to assign many interns to schools where the principal, and sometimes
the vice-principal, have had experience in the intern program.

When the schools have been selected, professors hold individual and group meetings with the prin-
cipals to discuss broad purposes of the internship and the details of needed experiences. Sponsoring
principals and the interns assignad to their schools get acquainted, and the intern begins to learn
something of the school to which he will be agsigned.

The Intern Program

There are three major divisions of the intern program--the internship itself, the accompanying
seminar, and group counseling or sensitivity sessions. Beginning with the opening of school in Sep-
tember the intern spends Monday, Tuesday, and Wednesday of each week in his assigned school. At the

; close of the first quarter, the days spent at the school are changed to Wednesday, Thursday, and Fri-
4 day. This is especially significant for those interning in secondary schools where numerous special
activities occur on Friday.

The seminar. On the two days of the week when the intern is not at his school, the entire group
meets in geminar session. The seminar is conducted by three professors at the University. A class-
room at a centrally located school has been provided. This room, which serves no other purpose than
for seminar sessions, is both a meeting and a study center. It is equipped with telephones, type-
writers, a duplicating machine, and general supplies. Books, periodicals, State Department pamphlets
and bulletins, and a wide variety of information journals and documents of national and state signifi-
cance are assembled for a professional library.

After a period of orientation, the two-day-per-week seminar sessions are planned and conducted by

: the interns, with the professors serving primarily as resource persons. First meetings are used for

1 exploration and planning. Needs of the group are determined; problems to be studied are identified;

: and a schedule of topics, use of time, and individual and group responsibilities is established. In

| general, two interns are responsible for one or more sessions. Two members are responsible for record

4 keeping. At the close of the semester, assisted by all the interns, these recorders provide two
copies of a complete record of all sessions, plus individual anecdotal records and copies of papers
presented during the semester which report studies and research carried out by individuals and sub-

] committees of the group. These final compilations usually include illustrations and pictures of work

1 done, places visited, and interns at work.

! Flexibility is the rule as far as sessions of the seminar are concerned. On some days the group
: meets as a whole, while on others members meet in subgroups as elementary, int:rmediate, or secondary
specialista. A day may be spent in visiting and observing away from the meeti-g place, or it may be
spent in study, library work, or writing. The atmospheie wf each meeting is i:nformal with social and
recreational periods that help each group become a clovely knit unit.

7
Values resulting from the seminar include inti:iate study of curricular and administrative inno-
vations currently in operation in the schools on Oahu; an acquaintance with spokesman for the many
, publics in the community; firsthand acquaintance with administrators and specialists in the State De-
3 partment of Education and the several district offiies, and repeated opportuniti:s for each intern to

have leadership responsibility and experience in planning and conducting and evaluating seminar ses-
sions.

The internship. Each intern reports to his assigned school during August, and works with the
principal in pre-opening planning and preparation. Time is spent studying all publications of the

: school and every effort is made to acquaint the intern with the general picture of the school and the
] community it serves.

o e e

periences are divided under the headings: Organization, Operation, Personnel, Instruction, Home=School
School-Community Relations, and Central Office. During the course of the semester it is requested of
the principal that the intern be assigned responsibility in as many of the areas listed as is possible,
giving emphasis to experiences most foreign to the intern's past experience.

A field experience check-sheet is furnished each intern and the sponsoring principal. These ex-

At the conclusion of each experience, the trainee completes an evaluation form which identifies
the experience in some detail and on which the intern writes a self-evaluation regarding his compe-

(Continued)
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. tency to function in the area of the experience. At the same time he completes a portion of an evalu-
. ation form to be used by the principal. Oa thls latter form the intern again identifies the experi-

~ ence. The form is then completed by the principal who adds his evaluation of the intern in the area
expsrienced. This provides a constantly growing record of experiences and evaluations.

In addition to providing the kinds of experiences called for on the field-experience sheet, each
principal is requested to involve the intern in the more difficult aspects of school administration
and to explore with him administrative philosophy and concepts, educational philosophies, inter-
personal relations and skills, understanding of boys and girls, and the needs of children and society.
~ In general, the principal not only provides administrative experiences for the intern, but becomes
' his mentor, tutor, and professional guide. Under a skillful principal, the intern often develops
© from a person unsure, bewildered, and absorbed in detail into one with a growing confidence, a semse
of direction, and a feeling of real satisfaction in the area of his responsibility.

Further supervision of each intern is provided by University professors. Fach professor takes
the responsibility of working closely with approximately one-third of the interns. Uhen circum-
stances allow, one professor works with those who are interested primarily in the elementary school,
one with those at the intermediate level, and the other with the high school group. During some sem-
inar sessions, the interns and a professor work together in these areas. Each instructor generally
visits each of his interns at the school at which the latter is assigned each two weeks. These vis-
its last from one¢ to several hours. Often the instructor meets with both the principal and the in-
tern. Experiences are related and problems are discussed. Through his numerous visits to each school,
the professor comes to know both the school and the principal and thus is better able to assist the in-
tern. One of the requirements of all interns is that each keep a detailed anecdotal record of each
day's experiences. This record provides the visiting instructor with considerzole insight into the
progress being made by the intern und its notations provide material for coorerative review and plan-
ning.

A valuable part cf the intern experience is his evaluation of the principal under whom he works.
Each intern is encouraged to be very observant and analytical of hls sponsor. As the semester pro-
ceeds, his observations about the principal, reported to the instructor, give the latter many op-
porturities to explore with the intern various phases of administrative behavior, both good and not-
so-good. At the close of each semester, it is suggested to each principal that he invite his intern
to share with him the intern's evaluation of the principal. This is not always done, but when it is,
it has invariably been a valuable and rewarding experience for both the principal and the intern. On
such occasions the high degree of professionalism that is so often found in school administrators is
demonstrated.

Sensitivity sessions. The final phase of the program consists of group dynamics or sensitivity
sessions conducted by two psychologists. Each psychologist works with a group of seven or eight in-
terns for a three-hour meeting one evening each week. The purposes of these sessions are primarily
to allow the intern “o know himself better and to develop skills in interpersonal relations. For many
interns this portion of the program has been the most effective.

Upon successful completion of the Administrative Intern Program and 15 graduate hours in admin-
istration, curriculum, and supervision, the intern is granted the vice-principal credential. After
serving successfully for one year as a vice-principal and earning six more graduate hours, he may ap-
ply for and be granted a principal's credential,

Since the inception of the intern program in 1957, almost 200 persons have successfully completed
the program ani been credentialed. Many of those who were in the earlier programs have now advanced
to administrative positions at both the state and district levels, and many are principals in the
large elementary, intermediate, and high schools in the state.

(Contributors: John B. Crossley, Chairman, Department of Educational Administration, Uni-
versity of Hawaii, and Joseph Nishimoto, Staff Specialist in Personnel
Development and Evaluation, Hawaii State Department of Education)

ik T s S S oo S R I TR o ot N K ey

s i SR

O S

4

|
|

s N D K D

SR



MESA, ARIZONA
(17,350)

Qualifications: Master's degree; Arizona ad-
ministrative credential, or completion of
same by end of training period; 3 years'
teaching experience, with at least one
year in the Mesa Public Schools; 25 to 45
years of age; physical examination demon-
strating ability to withstand pressures of
administration.

Sglection: Battery of 7 tests; confidential
evaluation from principal or assistant
principal; formal application form submit-
ted; interview by selection committee;
evaluations based on sessions with univer-
sity consultants.

Title: Administrative Intern

Areas of internmship: Principalships and as-
sistant principalships at all _.evels; dis-
trict staff positions, e.g., curriculum
specialist; general administration, e.g.,
business, personnel, research.

Length: 4 to 9 months (depending on univer-
sity credits granted)

Salary: Regular teaching salary plus $100 per
university credit granted

Year initiated: 1967

Participation: Of the 7 participants who have
completed the program, 2 have been placed
in a leadership position. Participating
in 1967-68 were 11 men and 1 woman--6 in
principalship positions, 4 as curriculum
coordinators, and 2 in central administra-
tion.
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ADMINISTRATIVE SELECTION AND
TRAINING PROGRAM

The purpose of the Administrative Selection
and Training Program is to identify potential
administrative personnel and to train prospective
administrators for the Mesa School District.
Trainees who complete this program are given con-
sideration for administrative positions when ap-
pointments are made. Assistant principals are
encouraged to participate in the progran and take
the test battery.

By December of each year certificated per-
sonnel interested in the program must make for-
mal application on forms obtained from their prin-
cipals. This form, together with a confidential
evaluation by the individual's principal and/or
assistant principal, is used by the selection
committee to recommend candidates for the testing
program. The members of the selection committee
are the Superintendent, Associate Superintendent,
two assistant superintendents, the Director of
Personnel, and two consultants from Arizona State
University's Department of Educational Adminis-
tration.

All candidates selected by the committee for
the testing program take a battery of seven tests,
developed and administered by the College of Edu-
cation at the University. The tests include
Miller Analogies Test, Kuder Interests Inventory,
Cattel 16-Personality Factors Test, Study of Val-
ues, English Cooperative Test, Edwards Personal
Preference test, and Myers-Briggs Type Indicator
Test.

Applicants who take the test battery may
also be interviewed by the selection committee
to provide further information concerning the ap-
plicant's potential for educational administra-
tion and admission to the program.

Candidates admitted to the program attend
seminars conducted in the spring. This phase of
the internship consists of five sessions of two

hours each, during which the university consultants work with the candidates to provide simulated ad-
ministrative experiences with the use of in-basket techniques, case studies, and problem situations.
The consultants make evaluations of the trainees' performance: in the seminar sessions using an eval-
uative instrument. The evaluations are designed to give attention to the individuals' skills in per-
ceiving the problems, in decision-making, in organizing the procedure for solving the problems, and

in human relations, diplomacy, pervading optimism, acceptance of self and others, as well as his sense
of humor, leadership potential, and the type of administrative position he is best qualified for.

In the fall the interns assume their duties in the field recommended by the consultants, and at
the same time continue teaching duties on a part-time schedule. Interns are enrolled in the Depart-
ment of Educational Administration at Arizona State University and receive university credits for
the internship, depending upon its length--usually from four to nine months. The intern serves under
a school system employee in the position assigned him and performs the kinds of duties required by

that position.

No district employee is eligible for consideration for an administrative position without appli-
cation through the program, but admission to the program does not automatically assure an individual

of appointment to an administrative position.

(Contributor: William K. Poston, Jr., Administrative Assistant for Personnel)
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SHORELINE SCHOOL DISTRICT, WASHINGTON
(Seattle) (16,766)

Qualifications: Bachelor's degree; pursuing
master's degree, with college program de-
signed to satisfy state administrative
certification requirements; 3 years' suc-
cessful teaching experience, including at
least 1 in the Shoreline district.

L s A R

PRINCIPAL INTERNSHIP PROGRAM

In recognition of the many complexities of
the principalship, the intern program maintained
by the Shoreline School District is designed to
provide participants with a broad understanding
of administrative functions. These understand-
ings are developed by the interns participating
in a structured sequence of learning experiences.

Personnel desiring to participate first dis-
cuss their intentions with their building prin-
cipal. Secondly, the candidate submits a written
letter of application to the Intern Committee.
The letter cannot be dated earlier than January 1,
nor later than April 15 in the school year prior
to the desired year of training. The letter of
application explains the candidate's previous
teaching experience, administrative experience,
professional responsibilities, community involve-
ments, and goals that will be satisfied by par-
ticipating as an intern.

Selaotion: Letter of application to Intern
Committee; recommendations from building
principal and college advisor; interview
with Intern Committee

Title: Principal Intern

Areas of intermehip: Elementary and second-
ary principalships

Length: 1 school year plus 3 days

Salary: Regular teaching salary
The Intern Committee consists of three ex-
perienced school administrators appointed by the
Superintendent or his representative. They are
representative of the levels of instruction in
which there are interns participating. Commit-
tee members serve a minimum period of one year.

Year initiated: 1966

Participation: Of the 12 participants who have
completed the internship, 9 have been
placed in principalships. Participating
in 1967-68 were 6 men--4 on the elementary

level and 2 on the secondary level. - The Intern Committee receives all letters

of application. Upon reviewing the letters and

interviewing all applicants, the committee rec-
ommends six candidates to the Superintendent for approval. If there are two selectees from one school
or if the committee anticipates that a problem may arise by having an intern in a particular school,
it then recommends that an intern be relocated in a different school for the training period. The
Intern Committee also serves as a liaison between the individual's college and the district for plan-
ning purposes.

The committee helps coordinate the building intern programs and establishes at least five gener-
al meetings for all interns in each training year, as follows:

1. Schcol budgeting and problems of school finance.

2. Human relations: working with peers, teachers, and community groups.

3. Curriculum: innovations, trends, and related problems.

4, Evaluations: evaluating students, programs, and teachers.

5. Spec¢ial services: communication channels between services, responsibilities of various
services, including special egucation.

The committee attempts to have each general meeting led by an individual well qualified in that area
of study. It also establishes necessary dates and programs for a two-day Shoreline Central Office
orientation visitation for all interns.

Each intern participates in the training program for one school year plus three days in the
school building to which he has been assigned. Two of the three days are at the teacher orientation
prior to the formal opening of school. The third day is used to aid the building principal after the
formal closing date of school.

During the training school year, the interns' schedules allow them to participate in many func-
tions performed by the building principal. Interns are directed toward assuming a leading role in one
or more major area or project. The year's training includes participation in as many areas of admin-
istration as possible, of which the following are typical: records; professional and community meet-
ings; personnel evaluation; discipline problems; nonteaching staff relations; program development;
textbook evaluations; budget requirements; library programs.

Interns are released from the classroom one day per month or to a maximum of nine days per school

year. The released time serves as a planning and evaluation period and as a time for administrative
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In addition to these nine days, each intern is released for two additional days for or-
ientation to central office procedures and personnel.

Daily released periods are scheduled individu-

ally by rhe various building principals to facilitate their intern's program needs.

By allowing individuals to participate in the program, the district does not assume the responsi-

bility for the placement of successful candidates.

(Contributor:

WARREN, OHIO
(14,364)

Qualifications: Bachelor's degree (working
toward a master's degree in administration
and supervision); 5 years' teaching exper-
ience (preferably in school system).

Selection: Educational and administrative
tests by Educational Testing Service; ap-
plication in writing; interview by admin-
istrative and teaching teamj review of
teaching record by administrative team.

Title: Cadet-in-Training

Areas of internship: Elementary and secondary
principal and assistant principal, and su-
pervisor.

Length: 1 or more years

Salary: Regular teaching salary

Year initiated: 1954-55

Participation: Since the program was initia-
ted, all 21 persons who have completed the
program have assumed administrative posi-
tions; in 1967-68, 4 men participated in
the program, 2 in elementary administra-
tion and 2 in secondary.
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Lawrence F. Rebo, Assistant Principal, Brookside Elementary School)

CADET TRAINING PROGRAM

The Warren schools started the Cadet Train-
ing Program during the 1954-55 school year when
it was evident that the need for training poten-
tial administrators was becoming acute. There
was a large influx of students in the elementary
schools at that time and many new schools were
built to house this increased student population.
Today, the normal promotion to an elementary or
secondary school principalship is through the
Cadet Training Program.

The program is open to all certificated per-
sonnel meeting the educational and certification
requirements. Although qualified personnel out-
side the school system may be considered for ap-
pointment to the program, preference is given to
certificated personnel presently employed in the
schools. Applicants are administered a battery
of tests prepared and evaluated by the Education-
al Testing Service, and the credentials and teach-
ing record of the candidates are reviewed by a
committee appointed by the Superintendent. The
applicants are also interviewed by a team of ad-
ministrators, teachers, or any other persons the
Superintendent may wish to appoint. Selection
is made on a composite score based on the written
tests, the personal interview, and the teaching
record of the individual.

Once the candidate is selected for partici-
pation, a program is arranged by the superintend-
ent for training the cadet. The program is var-

ied as much as possible to meet the needs of each cadet, but emphasis is placed on curriculum develop-

ment and supervision of instruction.

Most of the experiences take place in a school, and the cadet

is directly responsible to the person to whom he is assigned for each specific phase of the program.

He also attends seminars, workshops, or other programs designated by the Superintendent.

The cadet

keeps an accurate record of his experiences for submission to the Superintendent or a person he des-

ignates.

uates his potential, and the cadet himself writes an analysis of his experiences.
The Superintendent has the option at any time during the program to return the

the Superintendent.
cadet to the classroom.

After the intern has completed an assignment, the administrator to whom he is assigned eval-

Both are sent to

When the cadet has finished the program successfully, he may be promoted to an administrative

position if one is immediately available.

If a position for which he qualifies is not available, he

may be returned to the classroom until such time as an opening occurs.
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(Contributor:

James R. Lewis, Cadet-in-Training)
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LIVONIA, MICHIGAN
(32,267)
Qualifications: Master's degree, preferably

with some hours in administration, or evi-
dence that such coursework is planned as
part of an advanced program; 5 years' out-
standing teaching experience, part of
which should be in Livonia; reasonable
breadth of experience in teyms of grade
levels and/or subjects taught; demonstra-
ted leadership qualities.

Selection: Application on nomination form;
National Teacher Examination and ETS ad-
ministrative and supervisory examination
at appropriate level; interview by sys-
tem-wide internship committee, which makes
final selectiomn.

Title: Administrative Intern

Areas of internship: Elementary and secondary
administratiocn

Length: 1 school year

Salary: Regular teaching salary

Year initiated: 1959-60

Participation: Of the 28 participants who have]
completed the program, 25 have been placed
in leadership positions. Participating in
1967-68 were 6 men--3 each in elementary
and secondary administration.

LIVONIA INTERNSHIP PROGRAM

Just as student teaching is univerally
considered an integral part of initial teacher
preparation, the Livonia Public Schools consider
the internship experience as a very desirable
part of prepration for leadership positions.

The Livonia Internship Program is designed to
provide opportunities for experienced teachers
who demonstrate high interest and potential to
spend a year gaining leadership experience under
the careful guidance and supervision of the lo-
cal staff as well as that of the cooperating
university (usually Wayne State University).
These experiences are considered exploratory and
preparatory by bot.. the intern and the schools.

The organizational structure of the program
consists of a system-wide committee, leadership
teams, the intern's local administrator or su-
pervisor, and a university consultant.

The Superintendent of Schools appoints a
system-wide committee to coordinate the program.
This committee, under the direction of its chair-
man, is charged with responsibilities to: (1)
recruit and recommend to the Superintendent can-
didates of promising potential; (2) assign lead-

"ership teams for each intern selected; (3) re-

ceive and evaluate periodic reports from lead-
ership team chairmen and the university coordi-
nator; (4) make final recommendations to the Su-
perintendent regarding each intern's completion
of the program; (5) continually review and rec-
ommend improvements in the program; and (6) keep
the school system and community informed about
the program.

A leadership team, including a chairman is appointed by the system-wide internship committee to
give each intern the necessary guidance to assure a rich, balanced experience. The committee includes:
the intern's most recent principal; a member of the central administration; the local administrator or

3 supervisor to whom the intern is assigned; and the university coordinator as an ex officio member. An
7; additional member, possessing strengths in a specific area, may be appointed. The major responsibil-
E ities of the leadership team are to: (1) diagnose the intern's needs; (2) select major placements

g for the intern and recommend the general nature of the basic and supplemental experiences to assure a
3 balanced program; (3) meet monthly to review and evaluate the intern's progress; (4) communicate per-
3 tinent information to the intern, local supervisor, and system-wide committee; and (5) prepare peri-

] odic as well as a terminal report on the intern's progress for the system-wide committee. Each month-
4 ly meeting of the intern and the leadership team should include a discussion with the intern of sev-

] eral recent experiences. To be of maximum value, it is imperative that each team and intern agree on
X the format of the meetings and that sufficient preparation precede each session.

A local administrator or supervisor is selected by the intern's leadership team to: (1) provide
gspecific experiences for the intern using the broad recommendations of the leadership team; (2) pro-
vide several conference times each week as well as the numerous daily contacts to evaluate and plan 1
with the intern; and (3) make monthly progress reports to the leadership team. ;

To further assure the quality of the program, professional services are secured through a con-
tractual agreement with a local university. The university offers academic credits (up to 12 term
hours) for interns who are expected to register and complete requirements related to a seminar and to
the field experiences. The university coordinator is respomsible for: (1) conducting a regularly
scheduled seminar; (2) carrying out on-the-job supervision of the intern at least every two weeks;
(3) counseling with the intern regarding his professional growth; (4) serving as an ex officio member
of the intern's leadership team; and (5) serving as a consultant to the system~wide internship com-
mittee.
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The specific activities included in the intern's program will be adjusted according to his col-
legiate preparation, previous experience, general background, and professional goals. Subject to ap-
propriate modifications to apply to individual cases, the preiyram of experiences planned for the intern
will include the following dimensions: ]

Dimension 1

l. Contact with students, e.g., counseling, discipline, observation at levels where no previous
experience has been obtained.

2. Contact with teachers, individually and in groups, e.g., instructional improvement activi-
ties, other counseling. 3

] 3. Contact with administrative staff, e.g., meetings, individual interviews, and informal con-
versations regarding professional matters.

4. Contact with adult citizens, e.g., planning school-community activities, parent interviews
regarding students, routine announcements and explanations. .

fod vl sapera .

Dimension 2

1. Activities in which the intern is primarily an observer without responsibility for collect-
ing or analyzing data or making decisions.

2. Activities in which the intern is primarily responsible for collecting, analyzing and re-
porting data but without responsibility for making decisions.

3. Activities in which the intern participates in decision-making but does not have sole respon-
sibility, i.e., the role of decision-making is shared with a superior.

4. Activities in which the intern is the responsible decision-maker.

oy A 2 e o~
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: Dimension 3

1. Acquaintance with leadership and management functions at the (1) elementary building, (2)
: secondary building, and (3) central office levels.
% 2. Visitations to one or more additional school systems.

3 The internship seminar and the on-the-job assignments are an integral experience, with the semi-
k nars serving as an adjunct to, and supportive of, the on-the-job experiences. For this reason, the
content of the seminar must remain flexible in order that adjustments may be made to accommodate the
needs of the particular intern involved, the needs of the school system, and the special competencies
of the professor(s) involved in the seminar. Experiences appropriate for inclusion in the seminar
include acquaintance with various aspects and operations peculiar to the school system, larger problem
: areas identified by the interns as being of particular concern to them, and analysis of actions taken
3 by interns in response to specific circumstances. The seminars arc scheduled to meet on the univer-
4 sity campus a minimum of 16 class hours each semester, the usual pattern being one double-period ses-
sion every two weeks. Logs, special reports, and readings are vital parts of this experience. Spe-
cific formats and requirements are developed by the professor(s) in charge.

Placement in leadership positions upon completion of the internship program is not guaranteed. ;
Interns must apply for positions in the same manner as other staff members and applicants from out- 4
side Livonia. Interns not placed in administrative or supervisory positions are reassigned as class- k.
room teachers. ;

(Contributor: James W. Cook, Administrative Intern)
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SAN DIEGO, CALIFORNIA
(121,878)

Qualifications: Must meet requirements for
assignment as certificated employee in
district; qualifying score on Graduate
Record Examination or hold master's de-
gree and administrative/supervisory
credential.

Selection: Written application form; one-half
hour interview with administrative panel;
recommendations from present and former
supervisors; recommendation from head of
division for which applying; review of
training and experience.

Title: Variles by position

Areas of internship: Any appropriate area
from elemzntary to junior college and in
central administration.

Length: Depends on individual progress

Salary: Regular teaching salary plus addi-
tional $100-$200 annually.

Year initiated: 1967

Participation: Six candidates have completed
the program. Participating in 1967-68
were 31 men and 14 women--22 in elementary
schools division, 13 in secondary schools
division, 3 in post high school division,
and 7 in the central office.

must make his own arrangements to take the test and t

warded to the district.

LEADERSHIP DEVELOPMENT PROGRAM

The Leadership Development Program in the
San Diego City Schools is an outgrowth of an
administrative eligibility program which had been
in effect for a number of years., The present
program had its inception in 1967.

The program's primary purposes are: (1) to
identify candidates with aptitude and ability at
an early stage in their professional career;

(2) to provide career counseling and encourage-
ment toward graduate study leading to appropriate
advanced degrees and credentials; (3) to provide
opportunities for professional growth in leader-
ship training assignments; (4) to enable the best
qualified candidates to be placed in appropriate
leadership positions in the district.

The program is brought to the attention of
the staff several times a year through articles
in the Staff Bulletin Board, the district's week-
ly staff publication. Additional notices are
sent periodically to principals, asking them to
identify and encourage capable members of their
st:ffs to participate in the program.

To be eligible for consideration, candidates
must be certificated employees of the district,
and must meet one of the following requirements:
(1) a qualifying score on the Graduate Record Ap-
titude Test (a total of 950 for men, 900 for
women); or (2) possession of a master's degree
and a California administration or supervision
credential. There are no requirements with re-
gard to experience, either within or outside the
district. If the candidate wishes to qualify on
the basis of the Graduate Record Examination, he
o have an official transcript of his score for-

Candidates must also file an official application for the program on forms supplied by the dis-

trict,

Space is provided for information relating to the candidate's present assignment, experience

within and outside the district, degrees and credentials, leadership assignments in which he is inter-
ested, references, status with regard to the Graduate Record Examination, and a narrative statement of

interest and qualifications.

If the candidate meets one of the two initial requirements listed above, he is ini rviewed by an
interview panel representing the division in which he has expres.ed primary interest, i.e., elementary,

secondary, etc.

A typical interview panel includes five members--the division head, a regional direc-
tor, director of assignments, a principal, and a representative of the Personnel Division.

Panel mem-

bers file independent evaluations on the candidates based on the interview.

A review of training, experience, and other information is compiled from official personnel rec-

ords. Written references are obtained.

The division in which the candidate is presently assigned is

asked to complete a summary evaluation of the candidate, based on observations of principals and other

supervisory personnel.

The head of the division in which the candidate has expressed primary interest reviews the report

A Wh’u! « i

of the interview panel and other pertinent materials, and makes a decision as to whether the candidate
is qualified for placement on the Leadership Development List. Those who are qualified remain on the
list for five years or until assigned to a regular leadership position, whichever occurs first. Per-
sons judged not qualified may re-apply in two years,

A variety of training positions are available to candidates. Among these are in-school resource
teacher, district resource teacher, advisor, counselor, district counselor, research assistant, and
teacher on special assignment. Assignments may be available in schools or in central offices.
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Counseling and evaluation of those persons in the program are primarily the responsibility of the
immediate supervisor. Regional directors, department and division heads also participate in this proc- ;
ags .

Technical coordination of the Leadership Development Program is a responsibility of the Personnel
Division. This includes program publicity, processing applications, providing information, arranging
for interview panels, obtaining references, and maintaining eligibility lists and current résumés on
each candidate. Assignment of candidates to specific training positions, evaluation of performance,
and eventual placement of candidates in regular leadership positions are functions of the division in
which the candidate is assigned.

(Contributor: Fred T. Foster, Director, Certificated Personnel Services)
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MADISON, WISCONSIN
(32,784)

Qualifications:

admission in graduate program in educa-
tional administration; 2 or more years'
teaching experience. Internship phase--
Master of Science degree in any field;
completion of orientation phase; 3 years'
teaching experience in Madison Public
Schools.

Salgotion: Undergraduate and graduate grade

point averages; Miller Analogies Test;
Watson-Glaser Test of Critical Thinking;
Cooperative English Test; College Form;
Graduate Record Exam; Edwards Personal
Preference Schedule; application to prin-
cipal; recommendation by principal and
central office staff; interview by 3-man
committee of administrators including Di-
rector of Personnel; interview by univer-
sity representative; final selection by
3-man committee of Superintendent, As-
sistant Superintendent for Instruction,
and appropriate elementary or secondary
director.

Title: Administrative Inte.n

Areas of internship: Elementary, junior high

and senior high school principalships.

Length: 2 years
Salary: Regular teaching salary
Year initiated: 1966-67

Participation: Since the program was initi-

ated 25 interns have completed it, and
about 24 percent have been hired for ad-
ministrative positions. Participating in
1967-68 were 11 men and 2 women--5 on the
elementary level, 3 on the junior high
level, and 5 at the senior high level.

Orientation phase--bachelor's
degree; undergraduate grade point of 2.75;

ADMINISTRATOR DEVELOPMENT PROGRAM

Early in 1966, the Superintendent of Schools
and the Madison Board of Education began a study
with the University of Wisconsin, Department of
Educational Administration, of the feasibility of
establishing an administrative development pro-
gram with the Madison Public Schools. The orig-
inal intent of this program was two-fold--first
to train potential elementary and secondary school
administrators in the practical aspects of school
administration; and second, to broaden the pro-
fessional understandings of recently-appointed ad-
ministrators.

The recommendations of a special superintend-
ent's committee and the University of Wisconsin
called for the establishment of a two-phase Ad-
ministrator Development Program: Phase I, Admin-
istrative Orientation, and Phase 11, Administra-
tive Internship.

Presently, announcements are made via news-
letters and building administrators that applica-
tions for inclusion in the program may come from
the applicant himself, the building principal,
or the central office. Any teacher having served
two or more years in the Madison Public Schools
is eligible to apply. Formal application takes
the form of a letter of interest addressed to the
Director of Personnel.

It is felt that no single criterion exists
which can be labeled as the 'best' predictor of
success as an educational administrator. There-
fore, a multiple criteria approach is utilized.
This multiple criteria approach includes consid-
eration of past academic performance, tests of
basic abilities, and assessment during struc-
tured intervieus.

Undergraduate academic performance has long
been used as a predictor of success at the grad-
uate level. Since a Master of Science degree is
ultimately required for the administrator's cre-
dential, success in a graduate program is re-
quired. Those applicants with undergraduate grade
points above 2.75 on a 4.00 scale are screened
further. For those already taking graduate lev-

el courses, a grade point of 3.00 on a 4.00 scale is recommended for further screening.

(Continued)
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MADISON, WISCONSIN (Continued)

The nature of the administrator's role requires that he be above the average in intelligence, in
the ability to think clearly and logically, and in the ability to communicate effectively both in writ-
ing and orally. To test these abilities, applicants are given the Miller Analogies Test, the Watson-
Glaser Test of Critical Thinking, the Cooperative English Test, and the Graduate Record Examination.
The Edwards Personal Preference Schedule is also included in the initial screening process.

Individual interviews are held as a part of the orientation program. The first of these includes
a three-man committee of experienced administrators from the Madison Public Schools, including the
Director of Personnel. This committee interviews each.jrospective candidate utilizing a prestruc-
tured, precoded schedule which has both reliability aand validity for selection purposes. For the sec-
ond interview, a University representative reviews with each potential candidate his academic record,
test performance, and interview rating and counsels him on the advisability of continuing in education-

al administration.

Selection is made, on the basis of total data available, by a three-man committee consisting of
the Superintendent of Schools, the Assistant Superintendent for Instruction, and the appropriate ele-
mentary or secondary director, with consultative assistance from the Personnel Division and the Uni-
versity of Wisconsin.

Phase I of the program is designed to extend over a full academic year during which the candi-
dates are provided with an overview of the administrative roles and functions in the administration of
the Madison Public Schools. Two-hour seminars are scheduled and conducted by the Madison Public
School personnel in all phases of school administration.

Having identified a pool of prospective administrators, screened these prospective candidates for
ability, and provided an instructional program for them, the central administration of the Madison
Schools then decides on the selection of the best candidates and their placement. Involved in this
phase of the program is the identification of schools and offices where additional help is needed in
the form of administrative interns. Due consideration is given to both the ability and the willing-
ness of the sponsoring administrator to provide the candidate with meaningful training experiences.

The role of the intern includes numerous activities--attending lectures and presentations, par-
ticipating in seminar discussions, visiting with supervisors and other administrators, and performing
a variety of work activities. Interns are assigned a .5 teaching load and a .5 internship load, and
are required to report one week prior to the opening of school. A calendar of internship activities
is kept by each intern and submitted to the University supervisor monthly. In addition, each intern
is instructed to explore in depth the possible solutions to a problem amenable to research which might
have implications for implementation in the Madison Public Schools.

Evaluation of intern effectiveness is a continuous process by the sponsoring administrator. Vis-
iting several times throughout the year, the University supervisor observes and confers with the in-
tern as well as the sponsoring principal. The University supervisor in turn reports his observa-
tions to the appropriate elementary or secondary director.

Interns whose record of performance during the year's experience is outstanding are considered,
along with equally outstanding candidates from outside the schools, for placement in positions of
leadership in the system. Although satisfactory completion of the internship in no way guarantees
placement, the primary objective of the program is to provide a pool of carefully screened, thoroughly
trained professional leaders in education. Thus, due consideration is given to situational needs and
personal strengths, and assignments are made in accordance with existing policies of the board.

Because of the nature of the program, it may become cyclical in nature, with size of enrollments
depending upon such factors as the availability of qualified candidates in all areas of administration,
but the purpose of the Administrator Development Program will continue to be the assurance that the
future education of the youth of this community rests in the hands of capable leaders.

(Contributor: Vietor R. Mutter, Principal, Badger Elementary School)
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PARMA, (HIO
(24,156

Qualifications: Master's dogree (or comple-
tion within one year «f appointment as ca-
det); 5 years' successful teaching at ele-
mentary level, 3 in Parma; qualification
for certification as elomentary principal
within 1 year of appointment; under 40
years of age.

Seleotion: Letter of applicatiun and resume
of training and experience; recommenda-
tions from 3 persons, including principal
and supervisor; interview with selection
committee; classroom observation by 3
competent professionals on 3 separate
visits.

Title: Cadet Principal

Arga of internship: Elementary principalship

Length: 1 semester

Salary: Regular teaching salary

Year initiated: 1967 (January)

Fartioipation: Of the 7 participants who have
completed the program, 6 have been placed

in principalships. Participating in 1967-
68, were 1 man and 1 woman.
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CADET PROGRAM

Tha Cadet Program, established in January
1967, is open to all qualified and interestaed
teachers in the elementary schools of Parma. An-
nouncement is made in the Inter Com, a Parma City
Schools communiqud. At the present time the pro-
gram is limited to training for the elementary
principalship.

The program is administered by the Assis-
tant Superintendent in charge of Curriculum and
Resgarch, to whom application is made by letter.
An appropriate rdsume of training and experience,
together with recommendations from the applicant's
principal and supervisor and one othar person,
accompanies the latter. In addition to classroom
observations, the teacher is interviewed by a se-
lection committee composed of the Assistant Su-
perintendent, the Assistant to the Superintend-
ent, a supervisor, and an elementary principal.

Each cadet principal is assigned to two
schools as well as to the central office to ob-
tain a wider variety of experiences. In addi-
tion, a number of school systems are visited dur-
ing the semester to observe various innovations
in operation. A cadet seminar is held every two
weeks; in the seminar the cadet priucipals dis-
cuss problems at hand, deal with in-basket sit-
uations, and familiarize thems2lves with educa-
tional r iterials available.

Duties of the cadet principal include as
many of the duties of a building principal as

possible. Generally, they fall into three categories--improvement of instruction, organization and
routine, and school-community relations. Improvement of instruction includes such activities as ac-
companying supervisors on visitations, demonstration of lessons for teachers, observations of the
teaching/learning process, familiarization with evaluative procedures, conferences with teachers for
the improvement of instruction, and leadership in facultv meetings. Cadets familiarize themselves
with the organization and routines of pupil records and statistical central office reports, schedul-
ing of specialists, the establishment of class rosters and schedules of teachers, board of education
policy and local schiool regulations and procedures, development of necessary bulletins and notices,
inventories, responsibilities of principals to custodial and cafeteria managers. In the line of
school-community relations, they participate in parent conferences, assist in the preparation of
written communications for parents and the community, and participate in PTA activities.

Continuous and cooperative evaluation is one of the major cornerstones on which this cadet pro-
gram is constructed. This calls for joint, frequently scheduled evaluations involving the cooper-
ating school principal and the intern according to established criteria. In addition, a chairman
of the administration department at one of the local universities spends a day with the cadet prin-

cipal.

The appointment to a cadetship carries with it the possibllities of promotion, in due time, to
a principalship or return to the position similar to which he left. Successful candidates are inter-
viewed by the Superintendent at the conclusion of the cadet program for possible administrative ap-

pointments.

(Contributor: Dionizia Palazij, Elementary Principal)
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SPRING BRANCH SCHOOL DISTRICT, TEXAS

(Hous ton) {29,101) INTERNSHIP PROCRAM
Spring Branch Independent School District
Qualifications: llaster's degree and certifi- began a leadership development nrogram in 1958,
cation in administration (or a designed Because of the rapid growth within the district,
program for such); 5 years' ruaching ex- therc was a demand for administrative candidates
poriance in field for which candidate is to serve as principals and supervisors for the
applying; demonstrated professional lead- new schools under construction. At present, the
ership capabilities. school district administers programs only for
the positions of elementary and secondary prin-
Seleotion: System=constructed exam for admin- cipal and elementary supervisor. The district
istration; application submitted for spe- cooperates with internship programs administered
cific position; interviews by evaluation by the University of Texas and the Universitv of
committee of 6 practicing administrators; Houston.
recommendations of Superintendent, prin-
cipal, and other administrative person- It is the policy of the district, after de-
nel. termining vhat openings in administrative posi-
tions are anticipated, to announce by way of
Title: Elementary or Secondary Principal memorandum that applications are being received
Trainee, or Elementary Supervisor Trainee for these positions. Even though some of the ad-
ministrators in the past have not been "home
Areas of internehip: Elementary and secondary grown," the administration encourages the devel-
principalship or supervisorship. opment of its own personnel.
Length: 1 semester After a candidate has submitted an applica-
tion, complete with references and transcript if
Salary: Regular teaching salary not already on file, the Deputy Superintendent
for Personnel gathers additional information per- ;
Year itnitiated: 1958 taining to the candidate's character and ability. ;
A system-constructed test is given to help de- :
Participation: All 15 of the participants to termine leadership ability and to screen appli- }
date have been placed in administrative cants. A team of administrators, usually includ- ]
positions. Participating in 1967-68 were ing the Deputy Superintendent for Curriculum and 3
2 women. Instruction, the Deputy Superintendent for Per- §
sonnel, the Executive Director for Elementary ;

Schools, the Director of Language Arts, and two
elementary principals, interviews and rates the
candidates.

After candidates have been selected by the team of administrators, a recommendation is sent to
the Superintendent for his approval and then to the Board of Trustees for its approval. The candi-
dates are assigned for one semester either to the Executive Director for Elementary Schools or to the
Secondary Director and to a college advisor from the University of Houston or the University of Texas, ]
depending upon where the candidate has enrolled for the university training program. Together the
semester's program is arranged and planned.

The first two or three weeks are spent getting acquainted with the central office administrationm,
its duties and services. Next the trainees are assigned to individual buildings to acquaint them-
selves with the office operation and the guidance of the instructional program. These assignments
vary so that the trainees may have the opportunity to observe in several schools. The duties of the
trainees vary according to the building principal. Upon completion of the training program, the candi-
dates are assigned to the building in the attendance area where they will be located in order that
they might familiarize themselves with permament record folders, teachers, and actual operational
techniques. .

At the end of the semester, the trainees are evaluated by the respective principals, the advis-
ing professors, and the Executive Director for Elementary Schools, on the basis of the following:

1. Leadership ability expressed during the training period.

2. Ability to work with others.

3. Adaptability to routine and schedule.

4. Understanding of discipline in regard to the instructional program.

5. Understanding of the instructional program and philosophy of the district.

The candidates are then presented to the superintendent and to the Board of Trustees for final fy
approval and appointment. Since interns are selected and assigned to the internship program only
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after specific openings are present, assignment to a specific administrative position is immediate if
he is successful in the program. The internship carries 6 hours of graduate credit.

(Contributor: Joan E. Whitten, Principal, Spring Shadows Elementary School)

oWk
BROWARD COUNTY, FLORIDA :
(Ft. Lauderdale) (90,001) ELEMENTARY LEADERSHIP DEVELOPMENT PROGRAM
The quality of leadership in a school sys-
Qualificationa: Master's degree; certifica- tem has much to do with the success of the pro-
tion in administration, supervision, and gram offered boys and girls. To insure a con-
elementary education; 5 years' successful tinuous, evolving, creative, quality program,
teaching experience, the last 2 in elemen- the Broward County Board of Public Instruction
tary education in the system; maximum age has instituted a systematic procedure for selec-
of 50 at time of application. tion and development of potential candidates for
instructional leadership--the Elementary Leader-
Seleation: National Teacher and Graduate ship Development Program.
Record examinations; written statement of
background and personal philosophy; inter- All administrative personnel in the school
views by Intern Selection Committee; rec- system are urged to encourage and recommend qual-
ommendations of principal and supervisors. ified individuals for the program; individual
teachers also may apply directly. Applications
Title: Intern Principal are to be made to the Superintendent of Schools

by October 1 of each year.
Areas of intermship: Elementary administra-

tion and supervision Each applicant who meets the initial
screening requirements is given an oral exami-
Length: 45 class hours over one school year nation by the Prospective Principal Selection
Committee, which consists of the Superintendent
Salary: Regular teaching salary or his representative, the assistant superintend-
ents for instruction and business, the directors
Year initiated: 1961 of employee services and elementary schools, and
the chairman of the elementary organization.
Partieipation: Of the 75 interns who have Among other things, this examination is aimed at
participated in the program, 32 have been determining:
placed in administrative positions. Par-
ticipating in 1967-68 were 11 men and 6 l. How does the candidate react in a com-
women. mittee situation?
2. Can the candidate communicate effec-
tively?

3. Does the candidate have short and long-
range goals and are they expressed
well?

4. Does the candidate have confidence in
his own abilities?

Those candidates selected by the Prospective Principal Selection Committee are given intensive
training by the Department of Elementary Education in all phases of elementary work. The class meets
once a8 week beginning the first week in November of the school year. At the end of the training pro-
gram, each member of the Prospective Principal Class undertakes a written examinaiion given by the

Department of Elementary Education during the last week of April. This examination covers the total
elementary program.

By May 1 of the school year, the Prospective Principal Selection Committee submits to the Super-
intendent a list of prospective candidates for the position of intern principal. An annotation ac-
companies each name to give a complete picture of the candidate. The list is ranked in priority order
based on the committee's evaluations, observations, recommendations, personal interviews, etc.,
throughout the school year.

The candidates selected serve a minimum of one year as an intern principal in elementary schools,
supervised by experienced principals.

(Contributor: William C. Drainer, Director of Elementary Education)
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UTICA, NEW YORK

(15,200) ADMINISTRATIVE TRAINING PROGRAM
e The Administrative Training Program in the
Qualificationa: 15 hours of graduate work, 3 Utica Public Schools, which began in January 1967
years of public school teaching; 42 years as a one-semester project for six interns, was
of age or younger (may be waived if appli- expanded in the 1967-68 school year to a two-se-
cant has earned 3 graduate credit hours in mester program, and the number of interns was re-
a 3-year period), excellence as a teacher. duced to four. For a yearly fee, the staff of
the School of Education, Syracuse University,
Selection: Submission of Miller Analogies conducts preservice and regularly-schedulad in-
Test score; written statement by appli- service seminars for the interns; supervises the
cant; interview by screening committee; interns at their assignment =-hools; consults
letters of recommendation; review of grad- and confers with the building principals to as-
uate and undergraduate scholarship. gist them in establishing an effective, cohesive
administrative team approach; evaluates the in-
Title: Administrative Intern terns; and makes available the facilities of the
University for the intern program. The Univer-
Areas of internship: Elementary and secondary sity also makes available to the interns a six
principalships credit hour summer seminar on the administration
of urban schools, with the cost . f this course
Length: 1 year borne by each trainee.
Salary: Regular teaching salary After completing a preservice phase of the
program with Syracuse University in September,
Year initiated: 1967 (January) the interns are assigned to separate schools and
principals for the remainder of the school year.
Participation: Of the 6 participants who have The entire project has been carefully planned
completed the program, 4 have been placed and executed by the joint efforts of the Utica
in principalships. Participating in school district administrators, the professors
1967-68 were 3 men and 1 woman. at Syracuse University, and the trainees them-
selves. The roles of all individuals in the

internship structure are carefully defined and
delineated and yet sufficient latitude and flexibility are built into the program to maximize pro-
fessional growth,

The scope and sequence of duties performed by the trainees are broad and varied, ranging from
supervision of the instructional program to the more perfunctory tasks of office management. With
exposure to the entire spectrum of school responsibilities, interns are taught the sophisticated
skills of establishing priorities on their time, relegating tasks of lesser importance to a lower
position on the priority list, and focusing energies and talents on the more vital issues of educa-

tion. Succinctly stated, the thrust of the program is on the leadership role of the administrator
and his place in the decision-making process.

Both the principals and the trainees who participate complete a critical evaluation of the pro-

gram. One intern in the initial program made this observation: "This experience has been a very re-
warding one for me even though I had a number of years experience as an administrator in a central
district." A second trainee evaluated the program as follows: 'The administrative intern program

has proven to be a wonderful experience. It has given me the opportunity to face various administra-
tive situations and handle them as though I were the principal. The opportunity to make  judgments,
interact with other personnel is needed; the program afforded me this opportunity."

The principals, too, were enthusiastic. One stated: '"The internship has been of great value
to us: the observations and evaluations rendered by the staff from Syracuse University have helped
us to uncover our own areas of weakness and strength." Another principal has this to say: '"The in-
terns gave us added help that more than compensated for the time we devoted to this program.'" The
district, too, has profited by the program, as the following benefits were realized:

1. Introspective evaluation by school principals has resulted in better performance of their
duties, in the more scrupulous attention to how their time is spent.

2. Discernible professional growth has taken place in the trainees with the emergence of a
new self image and a higher degree of sophistication.

3. The development of an "open climate'" of communication between professionals has resulted
in a more frank appraisal of the role of the administrator as he acts and interacts with
teachers, students, and other groups.
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4. The educational process in the cooperating schools was strengthened through the services
rendered by the potential administrators.

5. The establishment of an excellent relationship with a large university has enhanced and
broadened the image of the school district.

6. A supply of trained and tested potential administrators to meet the immediate needs of the
Utica Public Schools is assured.

(Contributor: Edward J. Perry, Deputy Superintendent for Personnel)

* k%
ABC SCHOOL DISTRICT, CALIFORNIA
(Artesia) (14,411) ADMINISTRATOR DEVELOPMENT PROGRAM
Because the significant growth expected in
Qualifications: Graduate grade point average the district will create a need for a number of
of 2.5; possession of administrator, su- able and well-prepared administrators during the
pervisor, or pupil personnel services cre- coming years, a program for the identification
dential, or serious commitment to a pro- and development of capable district personnel at
gram for one of them. all levels was planned and presented jointly as
a pilot project during the 1967-68 school year
Selection: Application submitted by candi- by the school district and California State Col-
date; recommendation of immediate super- lege at Fullerton,
visor; approval by screening committee
composed of 1 board member, 2 district Teachers who either have already earned an
administrators (1 from personnel office), administrative, supervision, or pupil personnel
1 prinecipal, 1 teacher, and 1 university credential, or who are seriously committed to
instructor from the course. one of these programs, as well as principals and
other administrators at all levels who could ben-
Title: No special designation efit from an opportunity to improve professional
competencies, are eligible to enroll in the sem-
Areas of internship: Elementary and secondary inar program. Acceptance by the principal or im-
administration, supervision, and pupil mediate superior of a trainee to work in the
personnel services specified experimental position is required, and
these administrators are also urged to enroll in
Length: 1 year the seminar so that the teacher and principal can
work together throughout the course.
Salary: Regular contractual salary
Three instructors, representing elementary
Year initiated: 1967-68 and secondary administration, from the Education
Administration Division of California State Col-
Participation: In the first year of opera- lege conduct a seminar in cooperation with the
tion the program enrolled 26 men and 6 district representatives; outside consultants are
women. also selected to meet with the class as authori-
ties in special fields. About 30 three-hour

sessions are conducted during the school year.
Anywhere from one to six sessions are devoted to such topics as administrative organization, legal
problems, personnel administration, curriculum and instruction, human relations, the guidance program,
school finance, the school plant, community relations, educational leadership, and the basic concepts
of education.

Teachers who participate in the program :re given a diversity of carefully specified administra-
tive experiences. At the elementary level, the school principal uses the trainee as a teaching as-
sistant principal. At the junior high and senior high school levels, in addition to changing teach-
ing levels, some of the trainees acted as counselors, attendance supervisors, disciplinary vice-prin-
cipals and assistant principals. In all casés trainees are given as broad an experience in all phases
of school administration, supervision, or guidance, as their time permits. They also may be called
upon to perform a summer project in an area that differs from regular school year operation. Each
trainee has the opportunity to work at more than one school or more than one level of education.

Participants who successfully complete the program form a pool of qualified and trained pro-
fessional personnel for future administrative openings in the district. Both teachers and adminis-
trators who participate earn six units on the district salary schedule for which they pay $19 a urnit
when enrolled in the course.

(Contributor: Charles C. Vernon, Assistant Superintendent, Educational Services; and
Douglas S. Wolfe, Administrative Assistant, Educational Services)
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SANTA CLARA, CALIFORNIA
(23,468)

Qualifications: California teaching creden-
tial; 2 years' successful teaching ex-
perience in the district.

Selection: Formal application; recommendation
from building principal; Miller Analogies
Test score

Title: Administrative Candidate when accepted;
Administrative Trainee if advanced.

Areas of internship: Elementary and secondary

principalships
Length: 2 years
Salary: Regular teaching salary

Year initiated: 1966

Participation: Of the 1l persons who have
completed the program, 9 have been placed
in a principalship. Participating in
1967-68 were 18 men and 3 women--15 on the
elementary level and 6 on the secondary
level.

ADMINISTRATIVE TRAINING PROGRAM

Every effort is made in the Santa Clara
Unlfied School District to provide an avenue
within the district for additional professional
training as consideration for promotion. An
Administrative Training Program, directed by a
committee of administrators renresenting both
the elementary and secondary levels, 1s the ve-
hicle provided for this purpose.

Upon admittance to the program, the appli-
cant is recognized as an administrative candi-
date. A member of the Administrative Training
Committee 1s then assigned as his counselor.

The counselor, an administrator in the same
field of interest as the candidate, is responsi-
ble for helping to guide the aspirant into
worthwhile administrative experiences. At the
same time the candidate's principal is advised
of the acceptance and his help is enlisted to
provide experience on the local building level.
Throughout all phases of the program, the candi-
date is required to keep a log recording his ex-
periences. In addition, he is responsible for
securing adequate written evaluations of his
growth in administrative potential.

Periodic evaluations of each candidate are
made by the Committee--at least once each year.
If and when a candidate has satisfied the Com-

mittee of promising administrative potential and if he holds an administrative credential, he is then

advanced to the status of administrative trainee.

When an administrative opening occurs in the district, the committee may recommend one or more

trainees to the principal or department head.

If a trainee is selected for a vice-principalship, he

is known as a "training vice-principal" for the period of one year and receives an additional $200

salary.
the administrator's salary schedule.

At the conclusion of a successful year, he is promoted to assistant principal and placed on
In the event the district decides that no trainee is qualified

for a particular position, applications are considered from outside the district.

The primary objectives of the Administrative Training Program can be stated as follows:

(1) to

provide a meaningful experience within the local school setting; (2) to broaden experiential back-
ground training; and (3) to increase the number of people that can contribute to the evaluation of

candidates.

The first objective is realized within the candidate's immediate school setting.

The builiding

principal works directly with the candidate, assigning him administrative tasks that seem feasible in

the particular situation.

Tasks could include such diverse activities as student activity planning,

budget planning, student counseling, inventories, curriculum evaluation and change, and special

studies.

Broadening experiential background, the second stated objective, is wider in scope.

This might

include some leadership roles in district-wide action involving curriculum studies, opportunities to
become involved in programs which receive federal funding, work in the public relations areas, admin-
istrative seminars within the district, and even some experience in interviewing and evaluating candi-

dates for teaching positions.

The third objective of the program is to expose the candidate to wider district scrutiny. Be-
sides working with his immediate building principal, the candidate is encouraged to avail himself of

the opportunities offered that allow him to work with other district administrators.

In this manner

a broader base can be established for evaluation of the individual candidate, making the situation

more equitable for the district and the candidate.

It must be noted that no guarantee of promotion is made to the trainee.
only that trainees will be considered for appropriate positions.

The district promises
Factors such as personal character-

istics, technical competence, and conceptual skills have priority over seniority and credential in
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the selection procedure. However, it should be further noted that participation in the program helps
prepare personnel for positions outside the district as well as within.

As the program progresses, it is constantly being evaluated and hopefully improved. Thus far
the program has served a two-fold function successfully; that is, it has supplied the district with a
source of future administrators and specialists, and it has provided a natural outlet for profession-
al ambition in terms of promotion for district personnel.

(Contributor:

GRANITE SCHOOL DISTRICT, UTAH
(Salt Lake City) (59,735)

Qualifications: Master's degree; 3 years' ex-
perience in Granite School District; not
over 45 years of age. :

Selection: Miller Analogies Test, English
mechanics test, vocabulary test, Minnesota
Teacher Attitude Inventory, Strong Voca-
tional Interest Inventory, and Edwards
Personal Preference Schedule; interviews
by administrative personnel; recommenda-
tions from professors, prinecipals, end su-
pervisors.

Title: Trainee in Program 1
Intern Principal in Program 2

Areas of intermship: Principalships
Length: 1 year

Salary: Trainees receive regular teaching
salary. Interns receive additional sti-
pend--amount not reported.

Year initiated: 1965-66

Participation: Since the program was initia-
ted, 10 have completed the program and 7
have been placed in administrative posi-
tions. Participating in 1967-68 were 5
men--2 each as senior and junior high
school intern principals, and 1 as dis-
trict office director of the driver educa-
tion program,

Robert L. Feliciano, Teacher-Administrative Trainee)

%

LEADERSHIP DEVELOPMENT PROGRAMS

No longer are certain courses sufficient
within themselves to guarantee effectiveness in
educational leadership. Courses must be related
to practice to insure adequate training. The
University of Utah and many of the larger insti-
tutions have developed well-formulated plans for
training those whom they wish to recommend for
school leadershlp.

The Granite School District has been among
the most active of the local districts which
have cooperated with the University of Utah in
the development of programs for the selection
and training of potential administrators. Three
cooperative programs are currently conducted, as
follows:

1. A leadership training program to pre-
pare prospective candidates for ad-
ministrative positions.

2. An internship plan to combine theory and
practice for the prospective administra-
tor and/or administrator in service.

3. An executive development plan geared to
train principals already in service.

1. Leadership Training Program. The major pur-
pose of this program is that of providing a cer-
tain kind of educational experience for prospec-
tive school principals. This course is part of
4 total identification, selection, and training
program of candidates for administrative posi-
tions in the various local school districts in
cooperation with the University. It is also de-
signed to afford specific information concerning
the responsibilities of the principal. The word
"training" is not used in any narrow sense, but

the entire program may be considered as a capstone to any formal educational curriculum pursued by

students majoring in educational administration.

The leadership training program was designed to assist districts in the identification and se-

lection of potential trainees for administration.
ability, record keeping, curriculum development, gr

The program includes a training in communicative
oup leadership development, perceptual training,

motivational patterning, and assessing power structures.

The training course includes classwork devoted to such subjects as philosophical perceptions of
the administrator, administrative theory, social psychology, principles of administration, adminis-

tration of special problems, financial support, supervision,

and role of PTA in school administration.

The assignments for the course are situationally oriented and may be grouped under the four following
headings: administrative case problems, conceptual problems, a job experience, and in-basket materi-
als. Finally, an examination is given which deals with administrative problems generally and, in

particular, with administrative problems in a school situation.
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GRANITE SCHOOL DISTRICT, UTAH (Continued)

Empirically, the selectees from this prog—am have been followed into the administrative field
and have been found to measure up to effectiveuess on the job. The value of this program resides in
the fact that it gives insight for selecting and counseling candidates for school administration.
This program as a device for selection and training seems to be a big step forward toward general
leadership improvement. The selection program seems to show a better than chance ratio in selecting,
appointing, and training candidates for adminisration.

2. Internship in Educational Administration. This program is designed to allow graduate students in
educational administration to become involved in decision-making situations. The program of experi-
ences for the internship vary according to the needs of each intern. In fact, each program is "tailor-
made" to fit the qualificat’ons and competencies of the intern and the school systems involved. Can-
didates with no administrative experience may be placed with secondary and elementary prinecipals and
be given firsthand experiences in the operations of the central positions in a school system. Candi-
dates with administrative experience are placed with school l:aders in assignments where the candidate
has had no experience. The total experiences of the internships could be divided into several parts:

a. One part of the program is the observation phase. In this phase the intern analyzes the
practices, evaluates the observations, and develops a theoretical framework of operation
as a result of the observation experiemnces.

b. A second part of the internship begins with the candidate's participation in actual operating
situations under guidance and direction of a cooperating agency or school system. Normally,
the professor visits the intern on the job and confers with administrators and others with
whom the intern is working. Whenever possible and practicable, the local administrator(s)
and the college professor(s) participate in special seminars with and about the intern.

c. A third part of the internship is a combination of course work and an internship. This
means that the intern assumes a part-time responsibility on the job and a part-time course
work assignment at the university. In this program, the opportunity for internship is
granted to a candidate who is in the final stages of obtaining a doctor's degree. The dis-
trict plays an important role in helping to select people for internships from the school

system.

3. Executive Development. With the expansion of the principalship throughout the twentieth century,

increased inservice training of principals is a necessity. During the last decade a rather new approach

has been taken toward the inservice training of principals. It had been found that beginning prineci-
pals had learned mioré about the administration process from books rather than from an extended or
meaningful experience. The beginning principals had heard of exciting theories about administration
but had become frustrated when they tried to put them into practice. It became obvious to the Uni-
versity's Department of Educational Administration and local school leaders that administrators must
have some sort of "an additional” preparation in basic operation for the best results in administer-
ing a school. Therefore, a course was designed for executive development. The motivation given for
this course was the request for inservice training of the pri - :ipals in the area.

The general purpose of this course is to develop insights for a proper perspective of the prin-
cipal's role in many administrative categories. The course is designed and constructed to show a
pattern of relationships which are harmenious with proper perspectives. This means that the welfare
of the school is a function of the principal's perspective of his role and how he operates within
this framework. Failure to see a proper perspective is likely to lead to an over-emphasis on one
function and/or the underdevelopment of another. The course was developed to include several objec-
tives: (1) to review the general nature and scope of modern educational administration; (2) to re-
view new research findings in the prinecipalship; (3) to review relationships existing between the
principals and that of central administration and teachers; (4) to study principles and techniques of
supervision; (5) to analyze communicative techniques and public relations media; and (6) to consider
evaluation designs in the apparent leadership role of the principal. The classes were organized
around discussion topics developed from group and individual requests.

The profession of the principalship has its share of complexities, but through a course of this
kind it is hoped that a new perspective can be viewed for better techniques of administration. The
course seeks to show a few matter-of-fact inservice procedures and techniques for helping a prinecipal

gain greater insight into his proper leadership role.
(Contributor: Ted T. Peterson, Deputy Superintendent for Personnel)
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WAYNE, MICHIGAN
(19,484)

Qualifications: Master's degree; above-aver-
age undergraduate academic record; 3
years' teaching experience, including at
least one in Wayne Schools in school or
program for which apnlicant expects to
provide leadership.

Selection: Application to Personnel Office;
some formal testing; screening of applica-
tions by review committee.

Title: Intern (preceded by name of position
for which interning)

Areas of internship: Elementary and secondary
principalship and assistant principalship,
curriculum coordinators and directors, co-
ordinators of special areas (subject areas;
vocational education; guidance, counseling,
testing; pupil personnel; instructional ma-
terials; library services; continuing edu-
cation)

Length: 1 school year

Salary: Regular teaching salary in Phase I;
in Phase II, 10% of base salary added.

Year initiated: 1962-63

Participation: 62 participants have completed
Phase I; 35 have completed Phase II and
been ‘placed in the positions for which
they were trained. Participating in 1967-

+ 68 were 6 men and 2 women--3 elementary
assistant principals and 1 secondary as-
sistant principal, and 1 each coordinator
of reading, coordinator of special educa-
tion, assistant director of personnel, and
coordinator of state and federal programs.

Page 31

ADMINISTRATIVE AND SUPERVISORY TRAINING PROGRAM

On January 14, 1963, the Wayne Community
School District Board of Education approved an
administrative and supervisory training program
for instructional personmnel. The training pro-
gram encourages on-the-job training of personnel
for leadership positions. )

The program consists of two phases. Phase I,
for administrative trainees, is carried out under
the supervision of the Assistant Superintendents
for Instruction and Administration. Phase I con-
sists of a series of weekly seminar meetings cov-
ering all aspects of supervision and administra-
tion, including the psychological and philosoph-
ical foundations. The administrative trainees
continue a full teaching load. The weekly semi-
nar sessions are from 3:30 to 5:30 P.M. on a se-
lected day of the week. The trainees serve with-
out additional remuneration. No definite prom-
ises are made to any trainee that he will be ap-
pointed either as an administrative intern or as-
signed to an administrative position. The basic
purpose of this Phase of the program is to dis-

cover those who show promise for administrative
leadership.

Candidates who complete Phase I of the pro-
gram are evaluated by the Assistant Superintend-
ents for Instruction and Administragion and the
Director of Personnel. They are recommended for
participation in Phase II as the need arises by
a review committee consisting of the above men-
tioned administrators and two principals, sub-
Jject to the Superintendent's approval.

Phase II of the program is for administra-
tive interns and is carried out in cooperation
with the Wayne State University program for ad-
ministrative internship. The intern is released
from all teaching duties for one school year and
is assigned to a local principal or other super-
visor. The local supervisor assists the intern
in securing practical experience in all appropri-

ate areas of administration, and the intern maintains the same working hours as the regular adminis-
trative staff. In addition to local supervision, the candidates must enroll in a special internship
course at Wayne State University and are placed under the direction of the university personnel as-

signed to the course.

The structure of the internship program involves consideration for three basic dimensions:
(1) people, (2) activities, (3) levels of responsibility. For example, in the people dimension, the
school administrator intern deals with certain groups--pupil ineracting with other pupils in the total
school environment, teachers, parents and adult citizens, and other administrators and subordinates.
The intern should have experiences in observation since observation reflects what he sees and what
is happening. An administrator collects data, interprets data, participates in decision making, makes
decisions and implements them at an operational level; the intern should make responsible decisions
and have these activity experiences. The intern should have some connection with administrative lev-
els other than his own internship. Ideally, he should deal with elementary, junior high, senior high,

and central office administration.

The intern maintains a log showing exactly how he spends his time, and classifies these duties
in accordance with an outline. In the log he reflects not only what he has been doing, but also ob-
stacles encountered, help needed, and how he feels about what he has been doing. These last areas
are considered privileged information between the university coordinator and the intern. The univer-
sity coordinator holds 16 one-hour conferences with the intern throughout the year. The university
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] WAYNE, MICHIGAN (Continued)

coordinator also observes the intern exercising leadership in different group roles. It is intended
-4 that the intern's role is helping a group apprehend its purpose, helping it stay on a track, evalu-
ating group progress, conducting a faculty meeting, or chairing a building group.

Three written reports are required throughout the year, with due dates of December 1, February 1,
and April 1. The progress reports indicate whether or not the intern has been deeply involved, super-
ficially involved, or other status of involvement. Within the local school district, the assigned su-

g pervisor spends at least one hour per week in a face-to-face conference with the intern, evaluating
3 his progress in terms of specific items. A self-evaluation by the intern is presented to the univer-
. sity coordinator.

1 (Contributor: Walter E. Henke, Director of Secondary Education)

2 * % %
ELYRIA, OHIO

(12,502) CADET PRINCIPAL PROGRAM

i The cadet principal program in the Elyria

! Qualifications: Master's degree or completion City School System began in August 1967 as the

] within one year; 5 years' successful result of a recognized need for training experi-
3 teaching experience (last 3 in Elyria Pub- ence opportunities within the system for future

1 lic Schools); hold professional teaching principal candidates.

] certificate; qualification for certifica-

4 tion as elementary principal within 1 year; In the spring, an announcement in the school
? preferably under 40 years of age. system's communication bulletin notifies the

4 teachers of the vacancy in the position. Those

] Selection: Letter of application with appro- interested must write a letter of application to
i priate résumeé of experience and training; the assistant principal, submit an appropriate

g recommendations from 3 individuals, in- résumé of training and experience, and submit

% cluding a principal and supervisor; in- recommendations from three individuals (includ-

: terview by selection committee. ing one principal and a supervisor). A selection
3 committee composed of the Assistant Superintend-
3 Title: Cadet Principal ent, an elementary principal, and cthers inter-

1 views the candidates. The decision regarding ap-
4 Area of intermship: Elementary principalship pointment is based on the recommendation of the

3 selection committee.

1 Length: 9% months

: The cadet principal is responsible to the
-1 Salary: Regular teaching salary plus $250 assistant superintendent, whose duty it is to

3 . select, assign, and evaluate the cadet principal.
j Year initiated: 1967 (August)

& . : The cadet is assigned to two large elemen-

3 Participation: One participant has completed tary buildings in addition to experience at the

1 the program and has been appointed to a central office. This experience in the 1967-68

3 principalship. school year included working with the Elementary
¢ Education Coordinator in the area of math cur-

: riculum.

3 - The cadet is free to adjust his schedule to fit the demands of his duties. The time is divided
‘ approximately equally between the two assigned buildings, and each is usually visited daily. The
principal under whom the cadet is training should be willing to accept the responsibility to train
the cadet and provide a wide variety of training experiences. These include participation in cur-
g riculum development and improvement; observation of teaching; familiarization with evaluation proced-
! ure; conferences with teachers to the end that instruction is improved; leadership in faculty meet-
ings; familiarization with specific functions of special services such as art, music, psychological
services, audiovisual, etc. Some specific duties are: completion of required statistical office re-
ports, scheduling of specialists, development of bulletins and notices, preparation of inventories,
participation in PTA activities and parent conferences, maintenance of discipline, and provision of
guidance services.

The cadet is evaluated by the building principal and his degree of success is discussed with the
Assistant Superintendent., It is understood that appointment to the cadetship carries with it the pos-
sibilities of promotion, in due time, to a principalship, or return to a position similar to that
which he left. Successful candidates are interviewed by the Superintendent at the conclusion of the
cadet program for possible administrative appointments.
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(Contributor: Gerald C. Gubeno, Principal, Gates Elementary School)
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CLARKSVILLE-MONTGOMERY COUNTY SCHOOL SYSTEM,
TENNESSEE (Clarksville) (13,845)

Qualificationg: B.S. degree (M.A. preferred);
certification in Tennessee; administrative
experience preferred; young enough to
profit from program in future years of

Page 33

PROJECT REACHIGH ADMINISTRATIVE INTERNSHIPS

Under the auspices of Project REACHIGH, a
Title III program serving 17 school systems in
16 counties of the Highland Rim Area of Tennes-
see, two administrative interns hav« been em~
ployed--one as an intern to the principal of

service. Clarksville High School and the other as an in-
tern to the Superintendent of Schools of the
‘ Seleotion: Nomination by local superintend- Clarksville~Montgomery County School District.
ent; selection by REACHIGH Executive Com- The interns are selected from school personnel
mittee employed by the 17 systems in the REACHIGH proj-
ect. Nomination of the interns is made by the
local superintendent, with the final selection
by the REACHIGH Executive Committee.

Title: Administrative Intern

Areas of internmship: Secondary principalship
and general administration In order that the internship program may
make a substantial contribution to the profes-
sional education of future school administrators,
attention and careful thinking and planning are
devoted to the quality of the experience pro-
vided by the sponsoring organization. The basic
purpose of the internship is to provide opportu-
nity for an intern to exercise administrative
responsibility in a manner consistent with sound
administrative theory. The internship program
is developed on the basis of mutual respect and
cooperation. To achieve a mutually satisfying
relationship, the sponsor needs to exercise lead-
ership in the following areas:

Length: 1 year, with possibility of re-
% appointment for a second year

Salary: $7,500 a year
Year initiated: 1967

Partioipation: The first 2 interns are still
in the program.

1. Create the best environment possible in order to help the intern grow and mature during the
internship period.

2. Devote much time to discussing techu. ,.es and basic theory relating to the specific respon-
sibilities carried by the intern.

3. Keep a daily record of the intern's experiences for use in ev~luation. Anecdotal records
must be kept.

4. Regular conferences should be scheduled every four to six weeks.

5. Special effort should be made to relate practice with the best in administrative theory in
order to enhance the professional growth of the intern.

The interns follow approximately the same work schedule as that of their administrators in the
offices in which they are assigned. Specific duties are assigned to the intern by the sponsoring ad-
ministrator; such duties are of a truly professional nature, requiring mature thought, deliberation,
and decision making. Examples of tasks assigned might include assisting in preparing the budget,
conducting an inventory of school supplies and equipment, helping in defining the scope and aims of
the curriculum, studying and making recommendations about utilization of buildings, coordinating the
work of curriculum specialists, and helping provide inservice training for the teachers. The intern-
ship program provides for experience in at least the three areas of educational services, business
management, and public relations.

The coordinator of centers for Project REACHIGH acts as general supervisor of the internship pro-
gram. Specific supervision comes from the sponsoring organization. The coordinator participates in
certain planning and evaluation committees. It is his duty to work cooperatively with the sponsor
and intern in order to assure that the internship experience maintains a high quality of educational

) experiences. This person schedules conferences with the interns and visits the intern to see him at
% work.

The appraisal of the internship is a continuing process, utilizing such devices as joint con-
ferences, adequate records of experiences, and interim and final reports. Evaluation and planning are
complementary functions. Good planning establishes tentative criteria for evaluation, and evaluation
redirects planning. Evaluation is a cooperative process involving as partners the sponsoring agency

(Continued)
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CLARKSVILLE-MONTGOMERY COUNTY, TENNESSEE (Continued)

and staff of Project REACHIGH and the intern.
ing functions are performed:

In order to facilitate adequate evaluation, the follow-

1. The intern prepares a "guide" consisting of the purposes which he desires to achieve from

the internship.

2. The intern keeps a daily log of his activities in the three major areas of educational
services, business management and public relations.

3. Frequent and incidental conferences are planned by the sponsoring agency.

4, Staff members of Project REACHIGH visit the intern at frequent intervals.

5. The sponsoring agency writes a final evaluation.

6. A final evaluation conference is held.

7. The sponsoring agency keeps anecdotal records.

8. An evaluative instrument will be developed cooperatively by the intern, based on his stated
objectives, and the sponsoring agency and the coordinator of research and evaluation of
Project REACHIGH. A conference will be held to determine what criteria and techniques
should be developed and applied to evaluate the internship program, as well as the intern.

SPRINGFIELD, ILLINOIS
(21,318)

al administration; 3 years' successful
teaching experience.

amination of Educatioral Testing Service;
formal application by personal letter
stating qualifications and interests; in-
terviews by committee of teachers and ad-
ministrators, or by committee of supervi-
sors; recommendations by department head
and building principal.

Ti{tle: Administrative Trainee

Areas of internship: Elementary, middle, and
high school principalships and assistant
principalships.

Length: Indefinite; until selected for ad-
ministrative position--usually 2 or 3
years.

Salary: Regular teaching salary plus $200
Year initiated: 1960-61

Participation: Of the 19 trainees who have
completed the program, approximately 807%
have been placed in administrative posi-
tions. Participants in 1967-68 were 6
men and 1 woman--6 elementary principals
and 1 in high school administration.

Qualifications: Master's degree in education-

Seleotion: Administrative and supervisory ex-

(Contributor: Carlton Robbins, Administrative Intern)

]

LEADERSHIP TRAINING PROGRAM

During the early 1960's it became apparent
to the board and administration of Springfield
School District #186 that a number of their ca-
pable administrators were nearing retiiement. In
addition, our schools were experiencing a period
of rapid growth which necessitated the construc-
tion of new schools. A number of principals
pointed out that to hand an individual a set of
building keys or to place him in a given job with
only his professional collegiate training as a
background was cruel indeed. It was not doubted
that capable and deserving young aspirants were
already on our staff, but no means of identify-
ing, training, and selecting these individuals
had been devised. The superintendent, along with
other staff members, set about designing a pro-
gram for leadership development. The board of
education approved the project and appointed the
first five trainees during the school year 1960-
61.

Announcements were made to all staff members
that the district would welcome applications from
all qualified individuals interested in any of a
variety of administrative and supervisory posi-
tions. Some positions would need filling immedi-
ately, but the larger proportion would specifical-
ly be announced as the vacancies occurred and, if
possible, filled from a roster of trainees to be
selected for participation in our leadership pro-
gram.

Trainees are selected on the basis of a com-
posite of information from the administrative and
supervisory test and letters of evaluation from
their supervisors. Each year brings new appli~
cants and new appointments both to the program
and from the program to leadership posts.

In assigning trainees to administrators, consideration is given not only the applicant's desires
but also the background, experience, and success of the supervisor. The supervisor is in all cases

selected by the superintendent and his staff.
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Trainees are assigned teaching duties from one-half to full time, depending on the size of school
and type of assignment. In addition, they work under the supervision of the person to whome they are

assigned in a variety of broad administrative fields.

These may include areas of responsibility in

public relations, budgetary processes, scheduling procedures, curriculum development and change, staff
utilization, and student activities. Obviously, such assignments are well spread over the training
period and come within the scope of the trainee only as the supervisor feels a proper background has

been established.

Trainees are evaluated as to their potential and effectiveness by their supervisor. In addition,
trainees are often assigned to a different supervisor for the second or third year so that a breadth
of contact with competent administrators is established, and an evaluation from more than one individ-

ual can be obtained.

Often trainees are given the responsibility cf being the head teacher in a summer school situ-
ation at the appropriate level. Such an assignment most often comes near the end of the training peri-
od and immediately preceding an administrative assignment. This provides an opportunity for the in-
dividual to assume full responsibility for a limited and short term program before receiving a full-

time appointment.

We feel this program has provided our system, and in some cases other systems, with capable and

well-trained young administrators.

(Contributor: Charles C. Matthews, Administrative Assistant to the Superintendent)

CLARK COUNTY, NEVADA
(Las Vegas) (59,877)

Qualifications: M.A. degree; courses required
for Nevada professional administrator’s
credentisl; training and experience suf-
ficient to be placed on administrative se-
lection list.

Seleotion: Examinations; formal evaluation of
training and experience; written statement
of philosophy, short- and long-range goals

tions from building principal and area ad-
ministrator; interviews; selection by com-
mittee of three building principals and
two central office personnel based on
above infermation.

Title: Administrative Intern

Areas of internship: Elementary, junior high
and senior high principalships

Length: One school year

Salary: Regular teaching salary plus $100 a
month

Year initiated: 1967 (November)

Participation: Of the 12 interns who have
completed the program, 5 have been placed
in administrative positions. Partici-
pating in 1967-68, were 12 men--3 on the
elementary level, 4 on the junior high
level, and 3 on the senior high level.

in education; written or verbal recommenda-

ADMINISTRATIVE INTERNSHIP PROGRAM

History of the program. During the period
from approximately 1959 to 1964 the area immedi-

ately within and surrounding Las Vegas experi-
enced one of the greatest building booms in the
nation's history. This situation created intense
school housing problems, and ultimate relief came
only as a result of a crash building program.
Some of these new schools were staffed with prin-
cipals who had been working as assistant princi-
pals in double-session schools, but it was quite
often necessary for principals to be selected di-
rectly from the teaching ranks, with no previous
administrative experience.

The need for some type of administrative
training experience thus became extremely evi-
dent, and in order to help alleviate the problem,
an administrative selection process was estab-
lished. This process has two main goals: to
locate persons who demonstrate administrative
potential, and to give those persons some train-
ing in administrative problem-solving. Candi-
dates in this process are given approximately
six hours of written tests, a formal evaluation
of their training and experience, and an oral
interview. Successful applicants are then al-
lowed to participate in a number of administra-
tive training sessions and are subsequently
placed on the administrative selection list.

The above process, while successful in its
achievement of prescribed goals, failed to give
the sound admiristrative background which is
generally felt to be necessary for an effective
beginning principal; the internship was there-
fore created as an extension of the selection

process.

(Continued)
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CLARK COUNTY, NEVADA (Continued)

Application and selection of interns. Even though the prospective interns are successful in the
above-mentioned selection process, it is necessary to submit a written application and to secure
written and/or verbal recommendations from their building principals and area administrators. Selec-
tion of interns is made by a committee of three building principals and two central office personnel
after they have thoroughly reviewed all applications and recommendations.

Operation of the program. Each intern is allowed to work directly under his regular principal.
In most cases, work at the school level is largely limited to the practical &iministrative phase.

Another phase of intern training is under the direction of the administrative assistant to the dis-
trict superintendent. He is the coordinator of the whole program, and thus conducts several discus-
sions with each cooperating principal, as well as semimonthly training sessions with the group of in-

terns. R d
The semimonthly group training sessions are at first chaired by the internship coordinator, but
are later assigned by him to an individual intern or to a small group of interns. Discussions are
open to total group participation and the interns are strongly encouraged to express themselves freely
on whatever topic is discussed. No conclusions are considered sacred, and interns are often required
to defend their assumptions as a result of informal questioning from the coordinator or from other in-
terns. Ridicule of one's personal convictions is not allowed, but professional attitudes and conclu-
sions, when brought to the floor, are open to challenge from all quarters. Hypothetical as well as
real-life problem situations are often used to set the stage for individual reactions, and role play-
ing is used quite extensively for the purpose of requiring interns to make difficult decisions while

in a situation of mild or extreme stress.

Throughout these sessions there is a continual de-emphasis of the traditional day-by-day admin-
istrative chores. It is felt very strongly by the internship coordinator that these duties should be
routinized as quickly and as efficiently as possible, and that major emphasis should be directed to-
ward the planning, construction, and implementation of a sound and effective program of instruction
which would meet the total educational needs of each individual stude~t. He has further asserted that
an effective program today must help the student adapt to constant change, learn to make intelligent
decisions, and react in an effective manner toward other members of society.

Evaluation of interns. Evaluation of interns by the cooperating principals and the coordinator
is a continuous process. Individual progress of interns is reviewed in interviews between the coordi-
nator and the intern or the principal and the intern. The intern is required to turn in a monthly re-
port to the coordinator in which he describes his observations, reactions, and future plans in the
areas of buildings and grounds, administration, instructional program, personnel, public relationms,
pupils and students, professional growth, new projects, and formation of future plans. Constructive
comments are made on the contents of these reports before they are returned to the interns. A final
written evaluation of each intern is made by both the cooperating principal and the internship co-
ordinator. These evaluations are placed in the intern's personal folder, and copies are forwarded to

) him for his own use.

Another form of evaluation, initiated by the coordinator, allows each intern the opportunity to
more closely evaluate himself. Individual cards containing the names of each intern are distributed
to all of the interns. Each intern then writes an anonymous evaluation of his fellow interms. Cards
are returned to the coordinator and subsequently distributed to their rightful owners.

Placement of interns. Interns continue to be placed through the existing selection process.
While there is no guarantee of placement under this program, it is felt that the additional training
and experience will generally result in a more positive reaction from those persons in central admin-
istration who are charged with this responsibility.

(Contributor: Ray L. Nielson, Administrative Intern and Assistant Principal, Sunrise Acres School)

e AN



Page 37 ;

ROYAL 0AK, MICHIGAN

(19,850) ADMINISTRATIVE INTERSHIP ]

; How can we better prepare potential school :
] Qualifications: Master's degree; in-system administrators? How do you plan a worthwhile
| teaching experience. and practical leadership development program?

: The answers to these questions are not easy, but ;

Seleotion: Aptitude test; interviews by 2 the School District of the City of Royal Oak has i

teams of district administrators. an answer=--a program of administrative intern- ]

ship. This is their story. . .
: Title: Administrative Intern
§ Early in 1967 members of the school dis-

Areas of intarnship: Elementary and secondary trict's administrative staff began cooperatively
administration planning their program with professors from Wayne ;
3 State University's School of Education. The plan ;
1 Length: 1 school year they developed provides Royal Oak teachers with |
| an opportunity to learn administrative leadership |
i Salary: Regular teaching salary through on-the-job training in all phases of ;
; school administration, but with emphasis on the ?
: Year initiated: 1967 elementary and secondary school principalships. j
; The university developed guidelines for the in- 1
Participation: Participating in 1967-68 were tern's program of administrative experiences and, ,
2 men--1 each in elementary and secondary in addition, allowed the participant to enroll in ;
i administration. their internship course for graduate university ;
: credit. 4

Royal Oak publicized its program and accepted applications for one elementary and one secondary
administrative internship. All candidates were given aptitude tests and were interviewed by two teams
of district administrators. Finally, two interns were appointed for the 1967-68 school year.

The elementary and secondary internships were basically quite similar. Each intern began his
i year with several weeks in the principal's office at one school (14 weeks in an elementary school or
E 20 in a secondary school); then each spent two weeks with directors at the district's central busi-
] ness office. Both also worked with directors of instructional programs for three weeks, and then
g moved on to the principal's office of a second school building for eight weeks. Each worked in the
i central personnel office and with the Superintendent for two weeks, and taught one week as a substi- ]
1 tute teacher at a level different from his previous teaching experience. Both of the interns con-
} cluded the year by returning to their first assignment for 10 (elementary) or six (secondary) weeks,
: so that they could experience the opening and closing of the year in a single building. All phases
of the district's administration were thus included in the interns' program.

€ Included in the university's guidelines were regular conferences between the intern and his school
supervisor and between the intern and his university coordinator, and attendance at regularly scheduled
seminars at the university. Each intern was also required to keep a log of his activities. These ex-
periences were classified as follows: ]

1, Activities related to evaluation and improvement of instruction at building and district
level.
2. Interaction with certified staff with respect to matters other than evaluation and improve-
ment of instruction.
3. Interaction with clerical, cudtodial, and other noncertified personnel.
4. Interaction with parents and other adult citizens.
5. Interaction with central office personnel and orientation to central office procedures.
6. Pupil discipline.
7. Interaction with pupils on nondisciplinary matters (except teaching).
8. Matters pertaining to building and district management.
9. Participation in district policy-making and exploratory councils and tribunals.
10. Observation of '"exemplary" or prototype programs locally and elsewhere.
11. Participation in district, regional, state, and national professional meetings and confer-
ences.
12. Professional reading.
13, Teaching.

The evaluation of each intern is an ongoing process. Both the participants and supervisors
of this one-year-old program are confident that the program is meaningful. Royal Oak teachers sup-
port this program, too. It has proven itself to be a worthwhile and practical leadership development J
program, one designed to better prepare Royal Oak's potential school administrators. :

(Contributor: Delbert J. Pryzby, Administrative Intern)
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ORLEANS PARISH, LOUISIANA
(New Orleans) (107,834)

Qualifications: Master's degree including 12
hours of professional education; certifi-
cation as principal; valid Louisiana
teaching certificate; 3 years' successful
teaching experience.

ADMINISTRATIVE INTERNSHIP PROJECT

The New Orleans Public Schools' Administra-
tive Intern Program was developed by the Super-
intendent and his staff and approved by the board
of education in 1966. The impetus for the pro-
gram was twofold. First, expansion of pupil en-

rollment and the opening of new schools created
the need to identify and develop new talent for
both existing and new administrative positions.
Secondly, the selection procedure for school ad-
ministrators in effect from 1954, although suc-
cessful in producing a number of qualified admin-
istrators, had several imperfections. With the
adoption of the Educational Improvement Program
for the school system and the availability of ad-
ditional funds, the time seemed appropriate to
make the needed improvements.

Selection: National Teacher Examination, ETS
examination in school administration, and
written essay test; recommendations of 3
persons, including principal and/or im-
mediate superiors; medical examination;
one hour observation by committee; inter-
view by committee.

Title: Acting Principal, Assistant Principal,
or title of regular school position in

which the intern is serving. Several criteria govern the selection of

candidates for the intern program. All appli-

Areas of internship: Principalship and as- cants must:

sistant principalship (elementary and

secondary) 1. Possess, or be eligible for, Louisiana cer-
tification for employment as a principal by
September 1 of the school session following
the date of the individual's application.
Salary: Salary for regular school position in 2. Score at least 600 on the National Teacher
which the intern is serving Common Examinations, 040 on the examination
in school administration prepared by the
Educational Testing Service, and pass a

written essay test graded on a pass or fail
Participation: Of the 50 interns who have basis.

completed the program, 90% have been 3. Obtain references from three persons under
placed in leadership positions. Partici- whose supervision the applicant has been em-
pating in 1967-68 were 11 men and 3 ployed during the past five years.

women--8 assistant principals, 4 acting 4. Pass a medical examination.

principals, and 2 NASSP interns. 5. Participate in an oral interview with a rep-
resentative interview committee of five
people selected by the Superintendent and
receive a rating of 7 points.on a 10-point
scale from three of the five committee mem-
bers.

Length: 1 school year

Year initiated: 1966

6. Undergo on-the-job observation by each of the members of an observation committee appointed
by the Superintendent to include representatives of the Division of Instruction and Division
of School Administration, an elementary principal, and a secondary principal. The committee
develops a rating form with a 10-point scale. Each candidate must receive a rating of at

least 7 from three or more committee members to be considered further in the selection proc-
ess.

Each fall the director of personnel announces the reopening of the selection procedure for ad-
ministrative interns. During the winter and spring months the candidates participate in the selec-
tion procedure. 1In the spring those candidates who successfully complete the selection process are
eligible for appointment to administrative positions and inclusion in the intern program. The super-

intendent and his staff make appointments from the list of eligibles to specific administrative po-
sitions in the schools.

The intern program as originally conceived was intended to give interns experience and responsi-
bility in various types of administration throughout the school system. The lack of funds and the
need to make many new appointments to the Principalship and assistant principalship have precluded
interns from having a series of administrative experiences and training at various levels in the
school system. Instead, the interns have functioned in regular administrative roles in the schools.

The supervision and inservice aspects of the intern program are coordinated with the Administra-
tive Intern Project offered by Tulane University, in cooperation with several Southeastern Louisiana
school systems. New Orleans interns are enrolled in the Tulane program. University personnel con-
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duct a series of workshops for the interns, advise the interns on an individual basis as they conduct
an action project relevant to some phase of their administrative roles in the schools, and make on-

the-job observations and evaluations of the interns.

Each intern works with an administrative su-

perior in the school system who is responsible for assisting the intern, participating in the Tulane
program, and evaluating the intern at the end of his internship.

In addition to the local intern program and the Tulane program, the New Orleans Public Schools
also participate in the Administrative Internship Program of the National Association of Secondary

School Principals.

(Contributor: Thomas W. Payzant, Administrative Assistant to the Superintendent)

DADE COUNTY, FLORIDA
(Miami) (208,896)

Qualifications: Master's degree (prefer 30 or
more semester hours beyond master's de-
gree); certification in administration; 3
years’ teaching experience in an accredited
school system; 2 years’successful experi-
ence as assistant principal or comparable
supervisory or administrative position.

Selection: National Teacher Examination
(common examination, administration, su-
pervision, and guidance); formal applica-
tion, including summary of reasons for
seeking position; oral examination by com-
mittee of three to five administrators;
recommendations from previous principals,
directors, and superintendents.

Title: Principal-Intern

Areas of internmship: Elementary and secondary
principalship

Length: Three months or one year if universi-
ty affiliated

Salary: Regular salary of an assistant prin-
cipal

Year initiated: 1967

Participation: Of the 8 men and 4 women who
participated in the first year (7 for the
elementary principalship and 5 for the
secondary principalship), ten have been
placed in positions for which they trained.

LEADERSHIP TRAINING PROGRAM

At least once a year the Personnel Depart-
ment of the Dade County schools establishes an
eligibility pool for each category of principal,
comprised of those candidates who have passed
both the oral and written examinations required
for potential administrators.

The written examinations for all candidates
include the National Teacher Examination,
Weighted Common Examinations and the English Ex-
pression examination. In addition, applicants
for elementary positions must take the Education
in the Elementary School and Elementary Adminis-
tration and Supervision exams; secondary candi-
dates must take the examinations in administra-
tion, supervision, and guidance. Not more than
twice the number of anticipated vacancies are
certified to the oral examination committee,
based on ranking the composite weighted scores
of written examinations, educational training,
and performance evaluation.

To determine a candidate's score for educa-
tional training, the qualifications of an indi-
vidual are assigned weighted scores to determine
a composite score, e.g., a master's degree is
given a score of 3; a masters plus 30 or more
semester hours of graduate credit beyond the
master's is given a score of 4; and a doctor's
degree with a Rank I certificate is given a
score of 5.

Performance evaluation is conducted by a
committee composed of the district superintend-
ent and assistant superintendent for personnel,
and consists of an evaluation of the candidates’
performance in such areas as potential for
carrying greater responsibilities and evidence

of growth as an administrator. Candidates meeting all of the above requirements for the oral exami-
nation are also given a complete physical examination at board expense.

The oral examination by the examining committee evaluates 1l basic qualities: (1) appearance,
(2) use of English and speech, (3) enthusiasm, (4) frankness, (5) concepts of appropriate classroom
activities, (6) knowledge of teaching methods and classroom management, (7) resourcefulness, (8)
judgment, (9) professional experience, (10) knowledge of child growth and development, and (11)
knowledge of current educational trends, analysis, issues, and literature. The candidate is eval-
uated indepeudently in each category and an overall rating on a 5-point scale is assigned by each
menber of the evaluating committee. The examining committee consists of the associate superintend-

(Continued)
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DADE COWNTY, FLORIDA (Continued)

A

ent for instruction, one district superintendent, one elementary or secondary district director and
one elementary or secondary principal (as appropriate), and the Assistant Superintendent for Person-

nel.

Those persons who have been certified by the oral examining committee then participate in a one-

semester inservice leadership training program.

The program for elementary principals consists of

a semester of full-time training with selected principals (possible rotation every six weeks) and a
seminar running concurrently with the training program for all elementary trainees. The candidate

for the secondary principalship spends six weeks of full-time inservice training in each of the two
areas other than that of their most recent service (administration, curriculum, and guidance); he then
spends six weeks of full-time inservice training with a selected principal. A seminar also rums con-
currently with the training program for secondary trainees.

Persons who have successfully completed a one-year principal internship sponsored by the Nation-
al Association of Secondary School Principals are eligible for appointment as principal or assistant
principal if approved by the oral interviewing committee. In addition, the Superintendent may recom-
mend other qualified persons who successfully complete a one-year principal internship sponsored by a
university, provided the program is approved by the Superintendent.

From such a pool of potential administrators, the Superintendent selects personnel to fill vacan-
cies as they arise. A limited number of outstandingly qualified persons from out-of-county may be se-
lected for the pool each year, provided they meet the same requirements as all other candidates, ex-
cept where actual physical presence would make them inapplicable. Any applicant who has been in the
pool for one year or more is placed in a position before others who have been added since his appoint-

ment.

(Contributor: Terence T. O'Connor, Director of In-Service Education)

SAVANNAH-CHATHAM COUNTY, GEORGIA
(Savannah) (41,555)

Qualifications: Prefer master's degree, but
exception may be made for outstanding
teacher studying for master's; on tenure;
prefer 30-50 years of ‘age; prefer male
applicants for secondary positions.

3

Selection: Satisfactory p&rformance on Na-
tional Teacher Examinaﬂéon; recommendation
of principal; written sjatement or per-
sonal interview. ;

Title: Administrative Aide c¢r Intern

Areas of intermship: Elementary or secondary
principal, secondary assistant principal,
and general administration.

Length: 1 school year

Salary: Regular teaching salary; in certain
cases, a $200 bonus at end of year.

Year initiated: 1965-66

Participation: Of the 35 participants who
have completed the program, approximately
50 percent have been placed in leadership
positions. Participating in 1967-68 were
6 men in secondary administration, and 7
women in elementary administration.

INTFRNSHIP PROGRAM FOR POTENTIAL PRINCIPALS

For a number of years Chatham County educa-
tors had been interested in the idea of develop-
ing a training program for potential principals.
The possibilities and problems involved in be-
ginning such a program were varied. After hav-
ing tried numerous avenues, the county school
administrators received assistance from the Uni-
versity of Georgia Field Services Unit. A begin-
ning was made in 1963 when approved courses in
administration were offered locally to personnel
interested in this educational area. It was
necessary for these individuals to meet the aca-
demic requirements of the University graduate
school. These preliminary courses opened the
way for final development of plans for the train-
ing of potential principals. The internship pro-
gram for potential principals became a reality
during the school year 1965-66.

The county school administrative officials
and the university advisor decided to begin the
internship on a small scale and work toward fu-
ture growth and development. This training pro-
gram had the approval of the state department of
education.

In September 1965, letters of information
concerning the proposed internship program were
sent to all the principals in the Chatham County
School System. Each principal was invited to
participate in the program if he felt that he
had a teacher in his school who had the personal
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and professional qualifications desired in an administrative alde. 1In its first year 1l people were
selected for participation in the internship program--three men and eight women. This was the begin-
ning of a program which today follows essentially the same procedures as in 1965.

Administrative aides selected for participation, in addition to a regular teaching assignment,
assume specific responsibilities which are determined largely by the principal, after consultation
with the central administrative office and the university advisor. These duties change as the per-
son develops and as the day-to-day conditions warrant. Some of the duties assigned to the aides, de-
pending upon individual principals, are duties relating to attendance, financial and property account=-
ing, lunchroom, maintenance and custodial help, supplies, pre~ and post-school activities, school cal-
endar, school census, schedules, state and county school regulations, texthooks, substitute teachers,
school inservice programs, student teachers, faculty meetings, testing, cumulative records, fire and
other drills, school handbook, audiovisuals, educational TV, curriculum needs, assembly and other pro-
grams, school clubs, school patrol, etc.

Each participant in:the internship program is registered for a special five-hour course in edu-
cational administration. !le must have the academic background and meet necessary qualifications re-
quired for admittance to the University of Georgia graduate school. He pays the regular fee for the
university course. Each participant is given the title of "administrative aide.'" It is fully under-
stood by each aide that simply being in the program does not guarantee that he will ever become a prin-
cipal. However, when properly certificated, he will be placed in a pool from which future principal
appointments might be made.

The administrative aides are required to meet each month with the university advisor in a formal
group situation for instructional purposes. These work sessions start at 4:00 P.M. and conclude at
8:30 P.M. The seminars are used by the instructor for lectures, group discussions, individual re-
ports, and conferences. Some of the topics for study, investigation, and discussion include: admin-
istrative management, personnel administration, child guidance, instructional leadership, plant main-
tenance, policies and procedures, accreditation and public relations.

The university advisor visits each aide in his school and has conferences with the aide and his
principal concerning the progress or problems. The advisor meets periodically with the principals as
a group to discuss the needs and possibilities of the program, and to develop further plans for the
training of the interns. He also confers with the curriculum director and other central office ad-
ministrative personnel to report on the program and to facilitate future developmental ideas.

The administrative aides, in addition to other responsibilities, have specified assignments from
the university advisor. These assignments include keeping a daily log of administrative tasks per-
formed, recording problems encountered during their performance, stating methods used to meet the
problems, and evaluating the completed tasks. 1his log is submitted to the advisor at the conclusion
of the internship. The aides are expected to read widely in the areas of administrative education
and to keep a cumulative record of these readings.

A weekly conference between the intern and principal, for planning and evaluation of the intern's
work, is a vital part of the program. Close two-way oral communication helps them to clarify experi-
ences and situations that are encountered during the training. It is assumed that the extent and de-
gree of experience each intern obtains is directly related to the working relationship between the in-
tern and his principal.

At the beginning of the internship program each aide is required to complete a self-assessment
inventory. At the conclusion of the course the instructor gives each aide an evaluation inventory of
the administrative tasks performed during training.

(Contributors: Edith Hargreaves Chastain, Principal; and Saxon P. Bargeron, Assistant
Superintendent, Curriculum Development and Pupil Services)
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ADMINISTRATIVE INTERNSHIP IN SECONDARY SCHOOL IMPROVEMENT
(National Association of Secondary School Principals)

Under a $330,000 grant from the Fund for the Advancement of Education, the National Association
of Secondary School Principals in 1963 began a two-year pilot project for improving the preparation
. of middle, junior, and senior high school principals--the Administrative Internship in Secondary School
k Improvement. Currently, the project is continuing under a $750,000 grant from the Ford Foundation,
f which extended and expanded the original pilot project through 1968-69. In essence, the purposes of
1 the project include the following:

3 l. To prepare principals who place high priority on instructional improvement.

2. To help future principals understand the change process and make them effective agents for
change.

i 3. To stimulate universities to develop administrative internships which focus on the improve-
ment of curriculum and the teaching process.

4. To encourage school systems to assume some responsibility for preparing innovative school
principals.

5. To demonstrate how universities and schools can work together for their mutual benefit.

: The project design is triangular, buillt around three main groups of participants--the interns

1 who will become educational leaders; the schools where they work; and the universities that supervise
! the interns and work with the schools. The project staff in NASSP's Washington headquarters and the
three university centers, has developed guidelines for each of the groups and supervises and coordi-
nates the work of all participants.

Universities or colleges with programs in secondary school administration beyond the masters de-
i gree level may participate; preference is given to institutions which offer the doctor's degree and
have established internship programs. Universities assign responsibility for supervision of the in-
ternship to a faculty member with time allocated for it. It is also desirable for interns to take
part in an internship-seminar on the university campus.

Schools are identified by the university in their area. Their principals are committed to new
and imaginative ways of improving the teaching-learning sjituation. Their programs include such de-
§ velopments as team teaching, flexible scheduling, curricular innovations, nongraded programs, inde-
3 pendent study arrangements, large and small group instruction, and increased use of technical aids to
learning. Since most of the intern's salary is paid by the school system, the superintendent or his
representative are included in planning for and evaluating the internship. Budgetary provision is
b made for an additional staff person, the intern, in the school at a salary comparable to that of a
3 classroom teacher with similar training and experience.

" 2,
Sads s T e Rt et

Interns in the program are identified either by participating schools or by universities. They
must be acceptable to both. Some universities and school systems use joint selection processes with ;
criteria such as: completion of a masters degree in school administration; admission to the doctoral b
program at the university; favorable recommendations from supervisors; and successful teaching ex- f
perience.

Each intern is employed in a secondary school under the direct supervision of the school's prin-
cipal. At stated intervals, the intern reports to his university supervisor whose main job is to see
that the intern's activities stay within the framework of project objectives. University supervisors
also visit the schools and on occasion involve their university colleagues in work with the school
staff. Working agreements spell out the obligations of all participants and govern their relation-
ships. All aspects of the project are subject to final review by the project staff.

,} During the five years the program has operated, a total of 335 interns, 253 schools, and 60 uni- 1
3 versities have worked with the NASSP Project Staff and an Advisory Committee to demonstrate the via- 3
bility of the goals. The program for 1968-69 includes 106 interns. A variety of evaluations reveal
that universities increasingly are incorporating the NASSP-type of internship for principals into their i
preparation programs. This means that the intern spends full time learning how to work with teachers 1
to improve instruction rather than occupying a considerable portion of his time with managerial, dis- 1
ciplinary, and shopkeeping activities. An important by-product is that principals themselves are re- A
examining their own priorities to discover ways to spend more time and to work more effectively with ;
teachers on improving instruction.

] Interested universities, school systems, and intern candidates may obtain more information about 4
the project from the National Association of Secondary School Principals, 1201 Sixteenth Street, N.W., ]
Washington, D. C. 20036. i
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COOPERATIVE EDUCATIONAL LEADERSHIP PROGRAM
(Learning Institute of North Carolina)

Several North Carolina school administrative units (Burlington, Charlotte-Mecklenburg, Durham,
Greensboro, High Point, New Hanover, Raleigh, Winston-Salem/Forsyth), the School of Education at the
University of North Carolina (Chapel Hill), the Department of Education at Duke University (Durham), 3
the State Department of Public Instruction, the Richardson Foundation, and the Learning Institute of 3
North Carolina have joined in a project to find better means of early identification of potential ed- ;

ucational leadership, assess the potential, and direct the persons so identified into programs of ad-
vancement .

The activities of the Project, which became operational in the summer of 1968, take place in the

form of an administrative leadership identification and advancement program consisting of three com-
ponents.

One component consists of the development and refinement of procedures for the early identifica-
tion of young persons in education with the potential of advancing into positions of effective lead-
ership, the most important feature of the Project in its first year of operation. The Richardson
Foundation staff will be involved in the design and implementation of this phase of the project, and
will conduct a continuing study of its effectiveness. Variations of the many reliable methods of
assessing potential leaders developed in recent years by business, industry and government will be s
applied to education. Persons competent in the use of these techniques will be consulted and appro- ;

is developed.

A second component consists of the administrative fellowship program, which has as its goal the [
placing of teachers in leadership roles in their school systems. These assignments, in addition to 3
their normal teaching duties, might take the form of departmental chairman, team leaders, directors
of some elements of school self-study programs, and the like. A one-week orientation conference is
held immediately prior to beginning the regular employment period in the fall, and participants at-
tend three three-day seminars during the course of the school year. Fellows receive a $500 stipend
for a year of their appointment.

The third component consists of a period of approximately 14 months in a full-time administra- 3
tive internship program conducted cooperatively by the employing school system and the two universi- 1
ties. The program begins with attendance at summer school sessions at either the University of North i
Carolina or Duke. During the regular school year interns are employed by the participating school
systems through funds provided partially by the project and partially by the employing agency; a sal-
ary of $6,500 is provided for the l4-month period. During the school year a series of seminars for
the interns is conducted jointly by UNC and Duke. A second summer school attendance concludes the
internship program. At some point in the project, interms spend a short period engaged in concen-
trated work and study in the area of their interest at the State Department of Public Instruction.

Eligibility. Preference is given to candidates under 35 years of age, who have had three to five
years of teaching experience, and who are at the pre-master's degree level. While not a requirement
at the time of application, applicants should be employed by one of the participating school systems
during the year in which they participate in the program. Candidates for the internship program must
qualify for admission to the graduate school at Duke or UNC.

Candidates for either program may be self-nominated or recommended by others through submission

of a completed application form; they may specify the pProgram for which they wish to be considered or i
leave the decision to the selection committee. 3

Selection. Selection is based on a combination of personal recommendations, academic records,
tests (Kuder Occupational Inventory Survey and Biographical Inventory), and interviews and discussions E
with a selection committee composed of representatives from their school system, from Duke and UNC, 1

Administration of the Program. The project has an executive committee composed of representa- .
tives of each of the sponsoring agencies, except the school systems, and an advisory committee with 1
similar representatives, including the school systems. The Learning Institute acts as coordinating :
and fiscal agent for the Project and serves as the secretariat for the executive and advisory com-
mittees. While the cost of part of the project will be borne by the universities and the participat-
ing school systems, the major source of funds is a $200,000 grant from the Richardson Foundation, Inc. ‘
of Greensboro, N. C., for the pilot year. Additional information on the program is available from 4
the Learning Institute of North Carolina, 1006 Lamond Avenue, Durham, North Carolina 27701. 1
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INDEX TO PROGRAM FEATURES

Elementary school administration - 5, 6, 7, 8, 10, 11, 12, 15, 16, 17, 18, 20, 21, 23, 24, 25, 26,
27, 28, 29, 31, 32, 34, 35, 37, 38, 39, 40.

Examinations, preselection - 5, 10, 11, 12, 15, 17, 18, 21, 24, 25, 26, 31, 34, 35, 37, 38, 39, 40
General administration - 8, 10, 15, 20, 27, 31, 33, 40

Junior college administration - 20

Middle school administration - 34

Salary, extra - 15, 20, 29, 31, 32, 34, 35

Secondary school administration - 7, 8, 10, 11, 12, 15, 16, 17, 18, 20, 21, 24, 26, 27, 28, 29, 31,
33, 34, 35, 37, 38, 39, 40

Supervision - 6, 8, 15, 17, 20, 24, 25, 27, 31

University affiliated programs - 10, 11, 12, 15, 18, 21, 24, 26, 27, 29, 31, 37, 38, 40

This study was designed and
written by Suzanne K. Stemnock,
Professional Assistant,
Educational Research Service
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The EDUCATIONAL RESEARCH SERVICE,
operated by the American Association of
School Administrators and the Research
Division of the National Education Asso-
clation, Is avallable on a subscription basis
to school systems and other agencies con-
cerned with educational administration. A
subscription to the Service provides prompt
Information service upon request, together
with a large number of timely research re-
ports and professional publications.

EDUCATIONAL RESEARCH SERVICE ".iR-
CULARS, reporting current practi.es in
various areas of local school administra-
tion, are Issued six to ten times a year.
Subscribers to the Service receive one
copy of each Circular automatically. Larger
quentities, when ordered directly from ERS,
are avallable to subscribers at a special
discount (2-9 copies, 16%; 10 or more,
30%). Nonsubscribers may purchase sin-
gle copies at the price indicated on the
cover of each Circular, or larger quantities
at the regular NEA discount (2-9 coplies,
10%; 10 or more, 20%).

PLEASE NOTE: Subscriptions to the ERS
CIRCULAR are not accepted separately
from a subscription to the complete
service.

A subscription to ERS is $80 a year and
may begin on the first of any month. For
complete information, write to:

EDUCATIONAL RES..*RCH SERVICE
Box.5, NEA Building -

1201 Sixteenth Street, Northwest
Washingtog. D. C. 20036



