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The _Americatv_Association of School AdthiniStratots-Tbe-
lieves--ithat ischool_-adininistiators- must be guaranteed reason-
able ;professional= and personal rights in order to fulfill COT-
petentlytthe vital task of administering the nation's -schools.

The -AMA _Platform requires the Association and its
members to moil- diligently -toiestablish.=and=rhaintain_ quality
education programs ip-.the-sehOols of Atherita. To do that,_the-

, Association--belieyeS-That, among other things, school adminis
trators must secure "salaries and working conditions comnien-
Surate -with= respOnsibilities-xo -attract and:retain:a_ competent
staff."-_ N.,

The :1975= Delegate Assembly adopted-iherfolldwing_ TO=
olution: 'Administrative -DisrrifsSa1:7-AkSA. Shall -reactivate
the:National Commission on Administrator Relationships and

_shall.-- take= other ,appropriateactionitogUarantee- due -:proce-sr,
-arid,emplOyment_fights--_of-schooki,administratOrs."-

And; Goal- 4 of the official Goals --and-= Sub-Goals, adopted
1)y_'ihe A-ASA- Execntive:_Conim itted states:

"4. ToAttain ProfesSionalan-d_EConoinic--W_ell,13eing for
Members.

Sub-Coals:

TO- iprotect professional -rights .and- respnrisihil-

booklet,. AASA 140- -Adviser Thomas A. Shah-
'non, Deputy Superintendent, San- Diego City Schools, has out-
iii edraliAdministtatoes Rights. This booklet does-not



represent any official- policy position of AASA. It does, how-
ever, offer a 10-point Bill of Rights covering members of the
administrative profession.

AASA believes that the articles enumerated in this 'Bill of
Rights should be put into practice. The achievement of these
rights will create for administrators a secure job environment.
Only in such an environment can the administrator devise and
implement the best possible learning situation for the millions
of young. citizens attending the schools.

4 5

Paul B. Salmon
Executive Director
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Preface

In June, 1972; the-United:States Constitutimr-warsineor-
porated- into the -_employment contractual relationship of
teachers and the public educationatritistittitions-which-employ-
them-. That was the =month in which the United States Su-
preme-Court-decided _the- Roth- and' Sinderman, cases. In -those
cases, the nation's High Court=outlined-the- circumstances in
whichthe-Alue_proceiS" clause:of-the-Fourteenth Amendment
requires that a teacher proposed for dismissal is entitled_ to
Some forth-Of:notice_and hearing-prior to:distriisSaLby apüblic
university, even in- states where no teacher = tenure statute is n
effect._ _

The Roth and Sinderman cases gave rise to an inquiry
which persists today: Under -what circumstances, if any,_ isza
-school -administrator entitled= to notice and hearing prior
disiniSsal?Inzwhat-way, if any, is "Ongtitutional--"due-proceSe'
integrated_ into:a=school administrator's.:ernployment- contract?
To answer -- thek_questions,:it is necessary first to examine the
unique position- ofzthe school adininistratorand:employinent
relationships-midi:a-school distritt. Then, Stith -position and
relationship must be =compared to that of -a .teachertg=deter-
mine whether there_ is-sufficient-similarity-to wan ant the-appli-
-cation_bf the constitutional principles enunciated in
Sincterritan to -a:zproposed_ dernotidn- or-dismissal of- the schoi-)1
administrator.

The --imigne -position of -the -schOol_ administrator in the
operation of a school district was _perceptively described= in a,
-1973 decisionoi:the Cal4ornia-iCourt-of Appeal. ThezPlaintiff-
Avas-a dean :of students in-a California -high school- WhOzwaszin-

6
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formed that he was being reassigned for the ensiling_ school
year to classroom teaching because, _generally, the district
superintendent had Jost confidence in him and the working
relatiOnship between them had deteriorated. The Board of

':Education afforded-the dean a hearing and approved the de-
Motion. The dean sued: In its opinion, the Court of Appeal
,held that a school administrator

._attains ,no tenure in his status as such. He serves as an
administrator at the pleasure of the appointing power.
NOthing in the, statutes- (of -California) . . . limits the
authority of the appointing power to remove an admin-
istrator for any reason satisfactory to that appointing
power .

,Obsetving=thatethe Legislature and the courts treat-school ad-
nlinisOators differeritifrom schoolteachers,,the Court said:

Tfie distinction issnot without reason. Certification, as--a
classroom =teacher and permanent status as such tome
after proof of-teaching,capacity; that status does not Cat
for day4o-day-cooperation irta wide variety, Of adiniriis-
tiative decisionS,soften dtaIing=with noveli situations. But
a,setorid or third leVet administrator bears to his.Superiors
a relationship of the Most intimate nature, requiring corn-
plete-thist by. the top=admin,istrators in-the judgment,-.and
cooperative nature-of the subordinate. The loss- Of -that-
-trdstiis:-not a Matter susceptible of proof-sitch=aSinOIVed
in the cases -Where a, classrOOm leather is disinissed! or
demoted= fOr objeCtive acts. Of misconduct. To =introduce
into the administrative structure the, elements of dis-
charge, for "cause" and of formal hearing would b_ e to
Make effective school administration

The employment relationship:between,a,schoel administrator
and a district is strictly contractual nature. AlLthejob secu-
ritya school administrator has is in-the employment-contract,
and the state laws =and local school board regulations -which -are
incorporated in the_employment contract by reference.lxcept
in isolated cases,,there are no statutes, school- board:regulations
or eity/county=charter provisions granting "tenure" to admin-
istrators independent of the employment contract. But, this

6



does-not-alter the fact that-:the -United:States-Constitution ap-
plies equally to all_persons.

Under .the Roth and Sinderinan cases, certain "liberty"
and "property" rights held -by teachers were identified under
the-Constitution. The nation's Supreme'Court said that

. where a person's good name, reputation, honor or
integrity is at stake because of what the government is
doing to him,_ notice a_ ndarLopportunity to be :hear& are
essential.

The Court held that where these elementsare in dispute Fir a
dismissal or demotion situation, ,

... due process would accord an opportunity to refute the
charge ...

Moreover, since- a dismissaLbrings a stigma or other disability
that forecloses freedom to t ke advantage of other-employment
opportunities, the- courts 11 imply -a "due procest" require-
ment for a hearing because

. . . -to= be deprived not only of _present government em-
ployment but of future = opportunity for it is- of no small
injury.

And, finally, if a priniaryror dominant reason fornot renewing
a teacher's contract Of employment is -based on- a real _claim
whiCh falls within the ambit of the First Amendment "free
speech" clause of-the United_States Constitution, a -hearing:is
required- by the "due- process" clause of -the Fourteenth
Amendment.

Thomas A. Shannon



Administrator
Dismissal:

Three Options

In the areas- of a right to- maintain- a good reputation, a
stigma against future employment, and the exercise of "free
speech" rights, there would seem to be no rational reason why
school administrators should be treated diffetently from teach-
ers, at least as to -the- threshold- question- of whether or not a
hearing on dismissal or demotion should be held. In fact, the
United States Supreme Court refused to review a federal Cir-
cuit Court of Appeals decision which held that a school- admin-
istrator is constitutionally entitled- to notice and impartial
hearing on a- dismissal based= upon allegations affecting "lib-
erty" and "property" rights. The Court said that a school
administrator

... is deprived of "liberty" if the state damages his- stand-
ing in the community by charging him with an unsavory
character trait such as dishonesty or immorality. (In thisr9'
case) Plaintiff's complaint alleges facts showing an attack
by defendants (school board members) submitted to jus-
tify his dismissal accused him of misrepresentations, sup-
plying -false information, and withholding important in-
formation. In such a case, due process must provide notice
and an opportunity to refute such charges.

The Court also said that plaintiff-superintendent's complaint
alleged facts showing a deprivation of "property" because the
contract of employment was still in effect at the time of the
dismissal.

It is important to note that a clear line must be drawn

9
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between the situation-Where_a_school administrator is-demoted
or dismissed-during the operative termof the contract, on the
onehAndand where the employment contract is not renewed
at -the completion Ofits.term,-on_the Other hand.

In the first case, all the _principles of contract law apply and-
-the judiciaLinquity in a lawsuit_ brought -by the:sthool'admin-
istrator is-diretted toward- the -issue of whether or -not -there
-was sufficient evidence=to-Warrant-breaking:the_contraCt by-the-
School= distriCt. The -COurts will- not tolerate breaking Of cork;
tracts -for-light, frivolous -and non -objective reasOns. The -bur=
den-of_ prOof is- on the- d istric trand'_ itgi a -heavy on e._ Whery_the

-employMent contract runs- out,:the courts- examine-the ques7
_tiOn of whether or not the original employment contract,
statute, school-board- regulation or city/count-f -chafter ,pro-
viSion_ -provides a.-=basis of expeCtatiOn- that the employment
contract will--be renewed to persuade the court to- order the
unWillingischool-==board to -renew the contract.

It-must =be iemphaSized- that the right to _notice_aticVhear,--
=Mg prior to dismissal, or demotiOn, is not a- job guarantee:
Rather, it is-a protection against nnreaSonable, arbitrary and
capricious- demotibn or -dismiSsal. It will- -not protect against
sanctions -for _incompetency, immorality;_ uncooperatiVerteSs
and other valid= grounds-for terminating an adMiniStrator'i.
-emplOyment -COntratt. It will- only- iaCilitate determining
whether or not -such -grounds .actually -exist. Also, this right
does not mean that the-same-grOundslordemOtion or dismissal
of a_ teacher will apply -in- the_ case-of the_ school administrator:
_And; this_right-to-notice.and-hearine-mayinot exiStin alL'cas-es-
at -law,;notably_ _the non-reneWal: cif- employment -Contract.

Under thcipresen t state of, the a school= administrator
whose- employment -cOntract is-not renewed_ -has virtually_ no
-recourse. Notwithstanding:the- emotional- proprietary interest
in-the job-Or deep -feelings ofresentmentat having-been:dealt
with-"Unfairly,"=the adininistratoris Out_ofajob. The-chances
of -Convincing a _ court to =order an unwilling, school boarci
reinstate _the_ administrator -are -virtually

-13ut-,-Such-isliot-the-case when_thereis-ah attempt to-deMote
or-dismiss -a school m iniS tra tor- dnring-the=operatii;e::tertn-of
-the contract ofemployment. _In thatisitnation,_the- adMinistra-



tor has three options:

1. Fight to retain the position;

2. Resign and accept a lesser position in the district;
and,

3. Resign and==leave -the- district to- seek- other employ-
ment.

1., Fight to retain =the position. This decision must- be
madeinlight-of all'of the-facts, including -(a)- the--impad -Upon
orderly governance and administration of the=edticational.pro-
gram- of the district; -(b) the -effect a "fight" may .have'nupon
on e's -oWn,-health- and-family; -(c)-± the =possibility- that=rumors,
exaggerations- of fact and blatant lies- may redound to one's
long - range= detriment; (d) =recognition- that School=adininistra-
ton'historically -have _nest been too,successful. in- winn ing;suth_
disputes; and '(e) recognition_- hat even- without grOinids =for
dismiSsalior demotion,-one can still be-"frozen out "-of_a-job_by
reassigning- d utiess, and responsibilities --to- others =or- be "Waited-
out" :of--a- job -by- simply permitting -the :term -of the employ,
ment contract- to- tertniri a te -without_renewal.

-Of course, this 'litany of horribles"'-doesn't necessarily,
mean - that -a- schooladitinistratbr-'should never "fight" to--re-
tain his -or her .pOsition. It only ,means- the adMiniStrator
should, -be completely aware Ofiall:of the-.potential problems=
which - s uch, a-decision en tails. Only a reallsOc appraisal of the
_chances --for successrand ,the-possible consequences,- of a. "fight'.'
-witl-:=Leact=co_lhe right-decision= in each individual--case. Legal
counsells.inecesSary in=thiS appraisal; as isadVice_froin-thepro,
leSsionaliassociation.

2. Resigniand accept-a lesser position=im the district-. This
:: pti a i 1 depends to-a-_greatextent--Ori-the-riature__Of. the dispute
and -whether or not the -sc*ola adminiStrator. could function
satisfactorily-in-the_new- job _in light of the-dispute, GeneralIy;_
'a.schpolladMinistratOr who has performed unsatisfactorily ih-a
position shOuld-be =Considered: for a lesser position within-the
district_ai=aiiirstLalternative-tO outright dismissal=, -if the schoOJ:
administrator is =quatifiett_for aless& positioni:the -lesser ,posi,
tion-exists, -and-the -,educational program- of the district will
:benefit. -If the_ lesser positiOn is-an-adininistratiVe one, the in-

/-11i
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terests of the district in maintaining its leadership training
program and the interests of new administrators and teachers
aspiring to be administrators in moving upwards should be
balanced against the interests of the demoted administrator
who has had a chance and failed, at least in the eyes of current
supervisors. The basic test for such consideration is still the
administrative trilogy of confidence, cooperation and profes-
sional competence.

3. Resign and leave the district -to- seek other employ-
ment. A contractual money settlement, measured in terms of
theperiod remaining in- the employment contract, should be
made. This effort almost always requires the assistance of legal
counsel.

Superintendents represent a special class of persons set-
tling employment contract disputes. They cannot rely on pro-
fessional constiaints, or pressures on their superiors, as middle
management school administrators may. School board xnem
bets generally are not members of the school administrator
profession and cannot be expected to be as sensitive profession-
ally as a superintendent to dismissing or demoting a co-admin-
istrator. Furthermore, the relationship between a superintend-
ent and the school board is so delicate and intimate that
without mutual trust and confidence, neither the school board
nor the superintendent can perform their function, regardless
of who is at "fault" -in the dispute. Consequently, when- the
relationship appears permanently damaged, the superintend
ent can hope to- hang on until a new election of school board
members, take a lesser position, or clear out of the district
altogether.

Substantially the.same factors must be taken into account
by the superintendent as in the case of the co-administrator,
except that the superintendent usually -has = a formal, written
contract effective -for a specific term of years. If the superin-
tendent decides -to leave the district at the pressure of the
school- board, and the contract is still in effect and has not run
its course, the superintendent has some bargaining power left
to extract him or herself from the position in a way that -cush-
ions the impact of the removal upon family and friends so the
superintendent- should= have advice of legal counsel- and en-
deavor- to "settle" the dispute by having the school board "buy

12 12
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out" the contract. A clear- understanding must be attained
with leg.t1 counsel on legal fees priot to the commencement
of negotiations. Generally, it is better for the school adminis-
trator to enter into an agreement with legal counsel to pay the
fee on arr hourly-schedule basis rather than on a contingency
fee basis. The final decision, however, depends on each par-
ticular case.

The only job protection a superintendent has is the con-
tract. Idealfy, the best protection of any professional person is
professional competence. But, the close relationship of a super-
intendenyand school board is such that an impression of -com-
petency is sometimes more significant- than true competeney.
That the perception Of the superintendent's personal and
professional quIlifications held by a school board may be more
significant for a=superintendent in losing a _Position than his
or her realworth. In short, the school board,,in evaluating ihe
superintendent, can be "dead'wrong."

ditionally, most superintendents (like school adMinis-
trators generally) have not been able, in the course of carrying
out their enormous professional responsibilities, to bui:d a
personal estate. When one considers that -to leave a. superin-

ndency invariably entails-leaving the Community, the act of
,en cing an employment contract not only amounts -to the
peifec y valid- exercise of an important right but also re-
dourids, to abelplul personal benefit to the superintendent and*
school administrators generally.

There are many ways that an employment contract "buy-
out"_ isl:consummatecl. In some states, a straight purchase by
the school board of the remaining term of the contract is per-
mitted and beyond successful- legal challenge. In- other states,
certain techniques must be applied, such as- the supplemental
consultant's contract, where the superintendent resigns but is
retainedfor the remainder of the old superintendent's contract
term as a consultant under a new consultant's contract.

In negotiatipg these employment contract settlements, it
is important -to include all fringe benefits in -the discussions.
Health and disability- plans, retirement contributions, accu-
mulated sick leave days, etc., are valuable items which should
not be sloughed. Any settletrierit contract must be approved in
writing by -the attorney for the school- board and formally ap-

13
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proved by the school board in a public meeting. A jointly
veloped press release should be given to the media at the

time the cF agreement is approved by the school
board in eeting. No unilateral pros releases should
be given by-Lnc school board. This is extremely important for
the long-term professional future of the superintendent.

The state of the law governing the'employment relation-
ship of school administrators today dramatically suggests that
the development of a Bill of Rights for school administrators
is a necessity. The pressures generated by financing schools in
inflationary times, realigning the administrative and teaching
staffs in a pqriod of declining .enrollment, working with in-
creasingly militant and powerful teacher organizations, and
serving school boards that necessarily are politically-oriented,
combine together to call dramatically for such a Bill of Rights
lest the profession of school administration be left- in the dust.

4
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NY BILL OF RIGHTS- -for school= administrators
must contain some provision for fair and reason-

able job security, not only during the term of -the
-contract but also at its renewal: In a sense it is a "mini-ten-
ure," if one accepts the concept that tenure, expressed in a
simple mathematical formula, equals grounds on which a dis-
missal or demotion may be based plus some form of hearing to
determine whether ornot such grounds in fact exist. But, it
should be developed in light of the unique position and func-
tion Of the school administrator. The grounds for demotion,
dismissal or non - renewal certainly- should be different from
those applying to teachers. But they should be artictdated in
the employment contract. Notice and opportunity for a hear-
ing in a demotion, dismissal or- non - renewal of contract form
the basic cornerstones of a school administrator's Bill of
Rights.

Like the first ten Amendments to the United States Con-
stitution in relation to government as a whole, the school ad-
ministrator's Bill of Rights should serve =to secure better the
basic eNpectations the., people of our nation hold -for . their
public schools. Its primary emphasis should be on the im-
provement of public education. This goal is attained by mak-
ing the professional leadership of our public schools more
qualified through clarifying their rights and correlative re-
sponsibilities. While the school administrator's -Bill- -of Rights
certainly affects adMinistrators' job security, it also enables
school administrators to enhance their professional- perform-

16,



.arice and:'thereby improve the educational- program- of their
,communities.

The sadininistrator's, Bill of lights, comprised p -ten
distinct, but - sonietiMes-overlapping. and-. interrelated rights.-
Their develOprrierit depends more -upon the prOfession of
schOOladininistration than _the State -ol-.preserit-laiv-geyerning
the-employment =On tractuat -relatiOnship of schOol adthiiiis-
tratOrS and To m_ ake:the sChoot-administrato
13111'-of lights--wOrk, it must be agree -to -by --ali?ievels= of-Ithe
:profession. And, itfinnst be respectedfhy school-boards.

The right ,to a specific :arid' complete ivritten.
description :of the professibizar cititios and: te-
SpOnSibilitie:ssexpeCtedyta=belulfilled.

Any schOol- administrator With_ any -epeiietice
sotir-21 -adminiStration Will recognize- the need for adequate
*mien job: descriptions- torftChOolzeinplOyeeS, -Linforttinate1y,
as*ie 0es:up the.adMinistratiVe.ladder.iri-sCho4diAiets,lhe.
jOhdescriptionS--AnCoMeincreaSingly.-Vagyeand-4eneral. There
is a-he:Kt-in school diStriCt- adtninistratjOn; 'tOille!,More-speciOc.
in :artittilating:job.-expectatiOnsAppropriate. 'atJentiOn.,a).SO
musf__be ;paid ti' inherently intangible :aspects- of the sc.hool.
administrator's _function. This,- is- important if .thef*hotk ad=
-miriistratOr's, lull- _professional. perforMance is to be jtidged,

The right-to ailull::-and,iinpartia?-,0atitatibri:-of
pro fessional:perforthance- onca-regaiar and--Can.
'timing basis.

Fair and- inipaitial,- evallnation-- of fill'faspects, Of:IWO-Mr
.ance _of, a school _adittini$tiaior is the itey-

I__aSSists-in-theidentifiCation,of.readerS on=a_distritt-wide

18



The right to constructive counseling on a regu-

ilar and continuing basis to upgrade perform-
ance.

This is a follow-tip element of good evaluation. Its effect
is to-improve district administration and boost morale of the
school administrative staff. It leads to more job-satisfaction and
significantly humanizes the entire professional evaluation
process.

The right to pdrticipate in an administrative
staff "in-service" training program to improve
professional perfOrmance in the present posi-
tion and establish a basis for increased- responsi-
bilities in the future.

Administrative -staff training is one of =the top priorities
of the superintendent. It is an- area-that =is ideally suited = for
joint- development by district central staff, the local- adminis-
trators' association and local= colleges of education. In these
times of declining enrollments. and dwindling promotional
opportunities, it should emphasize improying the capacity of
the school administrator to better perform present jobs so that
the'fulfillment of continued professional growth, even it), the

absence of fast promotion, can be highly satisfying. In light
of "affirmative action" programs, effective "in-service" train-
ing programs has assumed a new importance. But the program
Must =be sufficiently =flexible so as not to -force a military-like
"lock-step" approach to eligibility for promotional opportuni-
ties.

The right to be furnished.a list of reasons when
5 dismissal, demotion- or non - reemployment- is

proposed.

Thisl is fundamental to even a- rudimentary system of

10
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"due process" for sehool administrators. It not only serves
to inform the school administrator of shortcomings so they
can be dealt with rationally, either in the administrator's own
defense or as a guide for future self-improvement, but also to
bear witness to other members of the administrative staff that
the- demotion or dismissal action is not being taken for frivo-
lous or arbitrary reasons. It is -the only intelligent- and even-
handed way to deal with fellow professionals in view of the
unique and delicate relationship of trust, confidence and co-
operation that must exist among an administrative staff to
supplement technical competence.

6
The right to -a fair, but private hearing before
the schoollboard-prior to dismissal, demotion or
non-reemployment.

The- school board is -the polity-setting, governing board
of a district. It is -the employing_ agency and has ultimate
authority to hire and fire. It -is only natural that a person
whose professional future is at stake should have the oppor-
tunity to talk- to the ultimate employment authority of =the
district to "tell his or he ide of the story." But, a hearing
before the school board should be in- ordance with clearly
defined procedures to prevent a -fair fact-finding_ and mature
decision-making session from being turned into a name-calling
branriigan. And, if the school: administrator proposed for de-
motion or dismissal has counsel-, the superintendent also should
have counsel. Generally, the hearing should- be in closed ex-
ecutive session of the school board.

7
The right to a private review by the professional
school administrator association of all the facts
and judgments resulting in a proposal to de-
mote,- dismiss or not to renew employment.

School administrator associations are professional organi-
zations and not "appropriate, bargaining units" in the lexicon
of labor relations. The emphasis in the professional approach

20
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'is!Servite- set Vithih:affainclitorls:thatenip,haskes:prOfeSsional
COMtrionaltr incire than,issues that separate the members :of
the district's:.management team according to levels = of :0--
thinistraiiVeresponsibilities, In order:to- maintain-theviability

,this.-approach, each 'Member of the -prOiestion must be
ivy-0144o. -pe rnThit :professional -"'scrutinized= byr
iepreientatiVes,Of ,the,professiori. thetteast .it will do is pro-
vide- assurances.:to adStaff ihat -the- district-leadership: is open
and confident of:- its -ConVictioni- the'most it will do- is correct
-an,injustiee -tlifOugh,advicelarid--cOttrisel,frOtit

8
The.right:to adequate CotripepsettiO4-fitfirOid-_
rngthesociallyimportant, ornpiex:_arqr:Ieariied-
,professionciNer'viceS._

there-is-a_trend;-eSpeeiallynOticeable duririgrinfiatiOnary-
,tirhes,. to :reward= the '-lower paid -ernplOyee in :government
serVice,through-salary increases_ihigher, than proVided'-'tji_e ad=
ininistratiVe leadership this-fact; _operating,togetherwith- :the,
historical compression- faCtor of giyeirierit $eri*-:tharac-
-ter#4_-by a fairly small ;gap,;bietiveen the -.top ariti-:bottorn,

.41 Its_Mtthe.salary4theduleorks,to the-dettinieofichoOP--
adm tra torSLitr- our --inCreasingly, egalitarian society.
it is °doubtful that school administrators,-can, -match -the

teachertfiri-the _-area-Cif coilectivenqptiati0Ai!ori-
salary-arictfiiiikel3enefits,,010,,ini* develop new ,techniques_

,cf_,WOridfig_for,Salary upgrading Vithin_theTcontext ilie744,;

miriistratiVe .function_ and relatiOpship-to -tke -SChockabOita-,
This:h0V-approachlinust begin:IvitILthe superintendent whose
salary iplaCes% a liraeiicali-ceiling_=on:the salaries :Of.the ire'

:aihniitistrative Staff:

The -right_ to voice ti-4idriCt_.
policy inaking.co tsteitt ithkerfrietizageinent,
,pOsitioltand tqueinciividttot _tperiesit
expertise

as



This right to a voice in administrative policy making may
be provided through the regular 'reporting relationship of the
administrative staff by organizational techniques, such as vice-
principals' and principals' councils, administrative advisory
committees, and regular communications in staff meetings. It
can be done also with the assistance of local administrator
associations. While it -is vital to obtain all the relevant input
possible on administrative issues and subject them to the
broadest kind of inquiry, as a practical matter, decisions finally
must be made. The problem is to gather the most viewpoints
possible without bringing administrative policy making to a
turtle's pace or setting up a dual system of administration=
one headed by .the superintendent and the other headed by
the president of the local professional administrators associa-
tion. It is a. delicate balancing, but whatever =the method,
communication lines among =the entire administrative -staff
must remain open and 1, ;ed as a regular and ongoing process
while the exclusive, ultimate responsibility of- the superin-
tendent for administrative decision-making must be preserved
without tarnish.

The right to be accorded= the respect and dig-
1 0 nity due a member of ah honorable and learned

profession and an individual, sensitive, human
being.

This right seeks to guarantee reasonable treatment of
school administrators at all levels by the public and the pub-
lic's educational trustees, the school board. The superintendent
and the school board set the tone at public meetings. When a
member of the public attempts to villify a school administra-
tor at a public schOol board meeting, the person should= be
declared out of order. Insulting and upbraiding statements
have no place in fact-finding and decision-making.

This is not to raise school administrators above criticism
or censure, but to= guarantee them a form of public "due
process" by establishing procedures to channel personal com-
plaints against their performance of assigned responsibilities
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in a -way that permits workable joining of issues and the right
to a fair response. Both of these elements are sloughed when
a school board encourages or perthits personal villification of
school administrators at public school board meetings. A
school administrator simply is in no position to trade innuen-
dos or insults with citizens attending- school board meetings
The "due process" problems are compounded when the school
administrator under attack is either not present at the meeting
or received'no advance notice CO prepare a reasonable defenst,

Under the administrator's Bill of Rights, the demotion,
dismissal or non-reemployment of administrators- would be
accomplished in accord= with a Inown and precise procedure.
Each _party -to such an action would proceed in- a manner
which had the approval of the profession. This would improve
school administration arid, in an indirect but significant way,
redound -to -the betterment of the educational program of
America's public schools.

_
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