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Abstract 

Principal preparation programs often leave aspiring leaders with misaligned perceptions 

of the role.  The knowledge, skill set and attributes taught within preparation programs 

should accurately mirror the reality of the position.  Because perceptions are developed 

from experiences, the following research question guided this study; are leadership 

preparatory programs equipping aspiring leaders with the knowledge, skill set, and 

attributes applicable to the real-world experience of school leadership?  Principal 

preparation programs aim to give aspiring leaders the quality experience needed to feel 

ready for campus leadership, but often leave them with perceptions that vary from reality.      

The purpose of this study was to examine aspiring leaders’ preservice perceptions of the 

principalship based on their preparation programs, and compare those perceptions to their 

actual experiences as principals.  This was a qualitative study with ten participants, 

comprising a convenience sample of nine assistant principals and one principal within 

their first through fifth year of the role, from ten elementary schools in a large suburban 

school district in Texas, Gavin ISD (pseudonym).  The data were gathered through ten 

recorded one-on-one cognitive interviews, during which five questions were asked of the 

participants.  The content analysis technique was utilized to transcribe the interviews for 

accuracy and the responses were analyzed for trends and commonalities relating to their 

principal preparation programs, which guided their perceptions of the role.  The results of 

the study revealed that the preparation programs attended by the school leaders 

interviewed for this study, did not provide real-world experiences, were not rigorous and 

were misaligned with the realities of their current position.  In conclusion, the cognitive 

interviews and research revealed that principal preparation programs are in need of 
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revamping to become more aligned with real-world skills that will be applicable to the 

daily responsibilities of the campus leader. 
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Chapter I  

Introduction 

There are many perceptions of campus leadership which could often leave an 

individual aspiring to be a principal, with reservations about the role.  The knowledge, 

skill set and attributes gained within the various preparation programs should accurately 

mirror the reality of the position but are often misaligned.  Curtis (2002) asserts that 

brand new leaders often have ambitious plans and dreams about turning around a school 

into a world-renowned institution but find that their hopes come second to other 

unpleasant endeavors.  There is so much paperwork and time devoted to federal, state and 

local initiatives.  The work hours are long and many find themselves in their offices and 

schools after dark (Curtis, 2002).  The responsibilities of a principal weigh heavily on 

their emotional sustainability, which often causes the leader to feel helpless and 

inadequate.  Principals form e-mail chains and ask numerous questions during the few 

required new principal meetings to ensure their experiences are similar, and often do not 

know what to ask during district meetings with veteran principals.  An abundance of on-

the-job training and inquiry takes place in order to fulfill their roles.   

There are several positions within campus leadership that preparation programs 

prepare aspiring leaders for, including the principal and assistant principal role.  

Preparation programs aim to give aspiring leaders the quality experience needed to feel 

ready for campus leadership, but often leave them with perceptions that vary from reality.  

The assistant principal role is a viable and extremely critical position in the entire 

organization of education, because it is the main training ground for becoming a principal 

(Madden, 2008).  Research states, however, that the assistant principal position solely 
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does not provide solid training or the appropriate preparation for assistant principals to 

pursue the principalship (Fields, 2002; Goodson, 2000; Mertz, 2000).  In 2001, No Child 

Left Behind (NCLB) changed the accountability standards, which are higher than they 

were prior to the reauthorization of the fifty-year-old Elementary and Secondary 

Education Act (ESEA), placing more instructional leadership responsibilities on the 

principal.   Currently, the Every Student Succeeds Act (ESSA) enables the states to have 

a bigger role in the accountability of schools.  Because principals are being held even 

more accountable for instruction, aspiring campus leaders need to be fully prepared for 

the role.  Wagner (2007) stated that aspiring principals need more problem solving and 

change management experiences within their preparation programs.   

This study focused on the perceptions that campus leaders had prior to their 

current role as principals.  Because the researcher is an elementary campus administrator, 

the study focused on the preparation of elementary campus leaders, which includes the 

principal and the assistant principal. It focused on traditional principal preparation 

programs within a college institution, including face-to-face content and coursework. One 

alternative program was researched for the understanding of differences within each 

program type. With regards to administrators’ levels, there are various differences 

between the elementary and secondary school leaders such as discipline, managing 

school staff, academics and the ages of the students. Regardless, the differences do not 

affect the way a school leader should perform.  Active leadership is still vital to the 

growth and progress of a campus.  The school leader, whether they be at the elementary 

or secondary level, must be prepared for the principalship.   
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Background of the Problem 

New leaders are not prepared to take on the roles, responsibilities and assignments 

they are given because their graduate school or leadership academy does not understand 

the day to day duties of the position (Glanz, 2004).  Research states that over 90% of 

practicing principals report that hands-on experiences or collaboration with colleagues 

has proven to be more job training and position readiness than actual preparation 

programs themselves (Farkas, 2003).  67% of practicing principals reported that the basic 

leadership preparatory programs in graduate schools are completely out of touch with the 

reality of the daily responsibilities of a principalship and the demands of running a school 

building (Farkas, 2003).  According to Secretary Arne Duncan’s remarks (2010), “The 

majority of programs provide inadequate clinical training and mentorship by successful 

school leaders.  And the curriculum has a limited connection to the real-world needs of 

principals” (Duncan, 2010).  

In order to fulfill the role of a campus leader in the state of Texas, he or she must 

meet the following five requirements set by the Texas Education Agency (TEA).  An 

applicant must: 

• Hold a master’s degree from an accredited university by the Texas Higher 

Education Coordinating Board or U.S.  Department of Education Database 

• Hold a valid teaching certificate 

• Have two years of creditable teaching experience 

• Successfully complete a principal preparation program 

• Successfully complete and pass the required exam (TEA, 2016) 
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The Texas Education Code, applied to most educational institutions, includes 

all the laws and rules passed by the state legislature.  Texas Education Code 21.046 

lists all the information about the qualification to be certified as an effective 

principal in the state of Texas.  It states:  

(b) The qualifications for certification as a principal must be sufficiently 

flexible so that an outstanding teacher may qualify by substituting approved 

experience and professional training for part of the educational 

requirements.  Supervised and approved on-the-job experience in addition 

to required internship shall be accepted in lieu of classroom hours.  The 

qualifications must emphasize: 

• Instructional leadership 

• Administration, supervision and communication skills 

• Curriculum and instruction management 

• Performance evaluation 

• Organization; and 

• Fiscal management 

(c) Because an effective principal is essential to school improvements, the 

board shall ensure that: 

1.  Each candidate for certification as a principal is of the highest caliber 
 
2.  Multi-level screening process, validated comprehensive assessment 

programs, and flexible internships with successful mentors exist to 

determine whether a candidate for certification as principal possesses the 

essential knowledge, and leadership capabilities necessary for success 
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(d) In creating the qualifications for certification as a principal, the board 

shall consider the knowledge, skills, and proficiencies for principals as 

developed by national organizations and the State Board of Education 

(TEA, 2016) 

Based on the above qualifications, it is highly necessary to have a quality 

preparatory program that will provide all the required skills necessary to pursue a 

principal position, and not just leave aspiring leaders with unrealistic perceptions.  It is 

stated that over 90 % of all administrator credential programs have the requirement of 

completing an internship portion, these experiences vary widely in their design 

particularly in regards to the authenticity of the hands-on experiences, length and 

complexity, support, and quality of supervision (Murphy, 1992).  The challenge for the 

education system as a whole is getting the preparation programs right (OEDC, 2013). 

Statement of the Problem 

Aspiring leaders are entering into their first-year principalship with perceptions 

that vary from actual reality.  Administrator preparatory programs do not provide enough 

hands-on experiences, which could contribute to many leaders leaving the field.  In a 

report given to principals from the Australian Institute for Teaching and learning, it was 

found that more than 80% of current school leaders agree that a more realistic and better 

public image of school leadership would assist with retention of school leaders (ACER, 

2013).  Because preparation programs lack the hands-on experiences needed to prepare 

aspiring school leaders, misguided expectations and perceptions lead them away from the 

career.   
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A report issued by the Institute for Educational Leadership by Hale and Moorman 

(2000) highlights principal shortages.  The report discusses a survey given to 

superintendents that had to fill a principal position at least once in the previous years.  It 

asked about the shortage, surplus, and the average amount of qualified candidates.  Fifty 

percent of the superintendents reported a shortage of qualified candidates for the position 

that needed to be filled.  Assistant principals often filled these positions, which is on a 

rush basis due to the lack of qualified individuals.  The Institute for Educational 

Leadership suggests that quickly filling the principal position with assistant principals is 

the reason why there is a lack of proper and adequate training for assistant principals.  

They assert that they are not spending enough time in the assistant principal role before 

promotion.  Most states are experiencing a serious shortage of candidates for both 

principal and superintendent positions.  The shortage is due to high retirement rates 

coupled with several other factors.  Principal positions require an enormous amount of 

time and energy, and school leaders are under intense pressure, both internally and 

externally, to raise student achievement.   

 Many educators say that salaries for these positions are not worth the additional 

stress and workloads they entail.  In fact, demographic data show that, unlike the national 

teacher shortage, there are plenty of credentialed school and district administrators 

available, but they are choosing not to use their certifications to move into other leadership 

positions (Education Commission of the States, 2005).  This is happening at a time when 

effective school and district leadership has been shown to be a critical element in improving 

student learning, closing the achievement gap, and creating school environments where 

continuous improvement is expected (Education Commission of the States, 2005).   
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It is pertinent that aspiring leaders are not left with misaligned perceptions and 

expectations.  They need to know what they are getting themselves into because retaining 

effective principals is a big challenge.  Twenty-five thousand instructional leaders leave 

their districts and schools each year, which is one quarter of the country’s principals.  

Children’s lives are affected each time assistant principals and principals leave a school.  

There are about fifty percent of assistant principals and principals leaving the field in just 

their third year in the role (School Leaders Network, 2016). 

Purpose of the Study 

The purpose of this study was to examine aspiring leaders’ pre-service 

perceptions compared to their actual experiences as principals; are preparatory programs 

leaving aspiring leaders with false perceptions and unrealistic expectations? This 

qualitative study focused on the aspiring leaders’ perceptions held before entering into 

the principalship.  Their current responsibilities and job duties were compared to their 

prior expectations.  The information gathered will provide preparatory programs with 

quality information to enhance their instruction and provide better hands-on experiences.   

Primary Research Question 

Research suggests there is a disconnect between the principalship and the duties 

within the job.  Prior research also asserts that the assistant principalship may not be the 

most productive ground for shaping future principals (Bloom & Krovertz, 2001), thus 

furthering the need for an adequately deigned leadership program.  The following 

research question guided the study:  
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1. Are leadership preparation programs equipping aspiring leaders with the 

knowledge, skill set, and attributes applicable to the real-world experience of 

school leadership? 

Research Design 

A cognitive interview technique was used and included a focused session with in-

depth interviews of school leaders regarding their perceptions of the position and an 

analysis of their preparatory program.  Cognitive interviewing (CI) is an approach, rather 

than a procedure.  The interviewer should remain attentive and write notes for anything 

that should be clarified further and the interviewee should be put at ease and encouraged 

to recall their experiences without interruption.  CI differs from other forms of 

interviewing by relying on the process of memory retrieval and helps to reduce the 

amount of fabrication of the interviewee’s experiences.  Narrative is the most common 

structure used as the interviewee recalls their experiences after a series of questions 

(Waddington & Bull, 2007).   

For the purpose of this study, ten school leaders compromising assistant principals 

and principals from Gavin ISD (pseudonym) in their first five years of service were 

invited to participate.  This study was designed to ascertain their perceptions, gain insight 

about their preparatory program, and compare experiences.  The principals recruited had 

varying backgrounds and diverse experiences.  The study focused on their prior 

perceptions of the principalship, formed from the preparatory program in which they 

participated in.  Their educational and career background and institute from which their 

graduate degree was granted will also be included in the study. 
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Assumptions, Limitations, and Scope 

The primary goal of this study was to analyze campus leaders’ prior perceptions 

of their role to determine if they were prepared as expected, from their preparation 

programs.  Preparatory program experiences were compared to their current reality to 

determine the alignment.  The study examined the knowledge, skills, and attributes that 

are relevant to the principalship.  This study aimed to provide information to strengthen 

preparatory programs and allow for powerful professional development on leadership 

roles, such as the principal.  Research studies have been designed to identify 

characteristics of effective leadership programs.  Some of the characteristics of effective 

programs include (Browne-Ferrigno, 2003):  

1. Mission and purpose in a clear sense 

2. Curriculum alignment and integration 

3. University program alignment 

4. Certification 

5. Professional development (PD) 

Limitations of this study included that perceptions are not always accurate and qualitative 

research is subjective and susceptible to bias on the part of the researcher.  The data 

collected from this study was from elementary school leaders thus the data may not 

generalize to secondary principals, or be representative due to the small sample size in 

such a large district.  The participants had to reflect back to their pre-service expectations 

and there were several scheduling conflicts.  It was difficult to get participants to commit 

due to extra activity outside of daily duties without compensation.  Lastly, there is only 

one preparation program for the assistant principal and principal role, however the 
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assistant principal position is the groundwork for the principal.  A major limitation is that 

there were nine assistant principals interviewed and only one principal. 

Definition of Terms  

Aspiring Leader: Ambition an educator holds to pursue a leadership position, such as 

team leader, assistant principal, principal, or any other position where a group or 

organization is lead. 

Assistant Principalship: The participation and practice of an assistant principal. 

Attributes: Qualities and characteristics. 

Instructional Leader: Instructional leadership is a critical aspect of school leadership.  

The work of instructional leaders is to ensure that every student receives the highest 

quality instruction each day (University of Washington: Center for Educational 

Leadership, 2015). 

Perception: The attitude or understanding of what is being observed. 

Preparatory Program: A program designed to provide the necessary skills and training to 

prepare for the job or task. 

Principal: The leader of a school and surrounding community. 

Essential Skills: Essential Skills are the skills needed for work, learning, and life.  They 

provide the foundation for learning all other skills and enable people to evolve with their 

jobs and adapt to workplace change (Literacy Link South Central, 2015). 

Significance of the Study 

The knowledge and information gained from this qualitative study is a 

compilation of principal perceptions in years one through five, insight to their preparatory 

programs, and discussions about real experiences and challenges faced on the job.  The 
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information determined if school leaders were equipped with the skill set and attributes 

needed to perform the role adequately.  It will allow preparatory programs to align their 

instruction with the principal role, while providing pertinent information to districts and 

colleges to increase the quality, robustness, and strength of their programs.    



 
 

 
 

Chapter II  

Review of the Literature 

Introduction 

In order to study the preparatory programs and perceptions held by aspiring 

leaders prior to the principalship, a literature review was conducted.  Current literature 

suggests the need to strengthen preparatory program design for aspiring school leaders.  

Aspiring school leaders have been left with false expectations and various perceptions 

regarding their transition into school leadership after concluding their preparation 

programs.  The literature reviewed in this chapter exposes the misalignment between 

aspiring leaders’ pre-service perceptions and their current leadership role.  It supports the 

phenomenon that aspiring leaders are not equipped with the necessary skill set to 

adequately perform the daily responsibilities of the school leader. 

This literature review provided a brief history of the origins and tasks of the 

principalship, outline the national and state standards, and describe the importance of 

effective leadership.  It will describe what universities and institutions are currently doing 

to prepare aspiring leaders, and how it contributes to the false expectations and 

perceptions.  Finally, a conceptual framework based on suggested approaches for a 

quality principal preparation program including practical experiences, will be framed.  

The conceptual framework will guide the research methodology and provide a base of 

how the cognitive interview questions were formed.   
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Origins and tasks of the Principalship  

In American Public Schools, Rousamaniere (2013) argues that the principal is the 

most contradictory and intricate person within educational leadership, an administrative 

leader of educational policy and a facility manager as well as an advocate for school 

change and supervisory stability.  With the authorization to be an employer, supervisor, 

professional figurehead, and inspirational leader, the principal’s core training and identity 

is still that as a classroom teacher (Rousmaniere, 2013).  The complex role of the 

principal is not an accidental byproduct of history; rather, the principal’s position at the 

nexus of educational policy and practice was an intentional component of the role when it 

was originally conceived (Rousmaniere, 2013).  It is highly significant that professional 

development and adequate training take place for the role of the school leader, as many 

will eventually become a principal.  The way a district prepares a new leader, particularly 

an assistant principal, is with the expectation that there will be many observations of 

various leadership practices “over time” and will learn the attributes, knowledge, and 

skillset for the position (Golanda, 1991). 

The literature suggests that the assistant principal, along with the principal 

position first appeared in the early 20th century (Tripkin, 2006).  There is not much 

information regarding this position and little suggests what exactly the position entailed.  

The assistant principal and principal roles are similar and one is just a stepping-stone to 

the other.  Panyako and Rorie (1987) state that the original purpose of the assistant 

principal was to relieve the principal of some of the administrative and management 

duties that could be accomplished by someone other than the principal.  In 1981, 

Shockley and Smith mirrored this by stating that the purpose of the assistant principal 
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position was to assist the post-World War II principal with the increasing demands of the 

job.  It was stated that an assistant principal actually had to fulfill the job duties that were 

undesirable to allow the principal to be free of tasks that interfered with his or her role as 

instructional leader.   

It is important to understand the relationship of the assistant principal to the 

building principal (McIntyre, 1988).  Recent studies note the importance of the assistant 

principal in the school system, particularly with regard to curriculum, staff development, 

and instructional leadership (Glanz, 1994).  The celebrations, successes, failures, and 

decisions depend solely on the principal.  The principal must provide opportunities for 

growth to the assistant principal by sharing responsibilities and assisting with all their 

needs.  It is critical for an assistant principal to be equipped to build on the foundation of 

leadership with the principal.   

Tripkin (2006) stated that the Austin and Brown (1970) study is one of the most 

significant research analysis produced thus far in regards to the principalship.  The study 

surveyed 1,000 principals and 1,000 assistant principals.  The results revealed that the 

assistant principal is almost 100% hands-on with all issues directly related to the school 

(although rarely getting full responsibility), and there were more than 70 duties that were 

major responsibilities of the assistant principal, yet prior training was not in place.  The 

study also revealed additional duties of the assistant principal with regards to discipline 

and attendance.  The study also revealed that assistant principals are responsible for 

monitoring instructional practices; leading professional learning communities (PLC); 

assisting parent issues and concerns; supervising programs; analyzing grades; facilitating 

admission, review, and dismissal (ARD) meetings; retaining highly qualified teachers; 
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finding substitute teachers; assisting with the campus budget; building calendar and 

master schedules; and other duties as assigned.  The results of the Austin and Brown 

(1970) study are relevant to this study because it showed the need for school leaders to be 

fully prepared for their role because they have many daily job requirements.   

The assistant principal and principal are so keenly connected, since the assistant 

principal is the base position for the principal, therefore the need exists for a robust 

program to prepare the school leader for the principalship in its entirety. 

National and State Standards 

 Since this study is being conducted and analyzed in the Gulf Coast region of 

Texas, it is necessary to review the national and state standards regarding principalship, 

and the respective principal certification.  The state of Texas has two administrative 

certifications; principal (068) and superintendent (195).  There is no difference between 

the assistant principal and principal certification.  The National Board Policy for 

Educational Administration (NBPEA, 2015) issued a new set of standards, formerly 

known as the ISLLC standards (2008).  Stated in the NBPEA (2015), the Council of 

Chief State School Officers published the first standards for educational leaders in 1996, 

followed by a modest update in 2008 based on the empirical research at the time.  Both 

versions provide frameworks for policy on education leadership in 45 states and the 

District of Columbia.   

The global economy is transforming jobs and the 21st-century workplace for 

which schools prepare students.  Without question, such changes are creating myriad 

challenges for educational leaders.  At the same time, they present rich and exciting 

opportunities for educational leaders to innovate and inspire staff to pursue new, creative 
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approaches for improving schools and promoting student learning.  For example, there 

are many new positions that promote early literacy, instructional coaching and peer 

mentoring.  The profession of educational leadership has developed significantly.  

Educators have a better understanding of how and in what ways effective leadership 

contributes to student achievement.  An expanding base of knowledge from research and 

practice shows that educational leaders exert influence on student achievement by 

creating challenging but also caring and supportive conditions conducive to each 

student’s learning.  They relentlessly develop and support teachers, create positive 

working conditions, effectively allocate resources, construct appropriate organizational 

policies and systems, and engage in other deep and meaningful work outside the 

classroom that has a powerful impact on what happens inside it.   

Given this growing knowledge—and the changing demands of the job—

educational leaders need a set of standards to guide their practice in directions that will be 

the most productive and beneficial to students (NBPEA, 2015).  The most current 

Professional Standards for Educational Leaders are outlined in (Appendix D). 

Collectively, the set of standards provides the groundwork for school leaders and they are 

the driving force of the position.  Within preparation programs that provide hands-on 

experiences, it is there that aspiring leaders will be able to preview the way in which 

these standards are utilized daily.   

Along with the national standards are the seven competencies for the principal 

certification standards for the State of Texas.  Those can be found in the Texas 

Administrative Code, Chapter 241 outlined in (Appendix E).   
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 The state required exam, TExES, is the exam that all educational leaders in the 

State of Texas have to pass prior to receiving the required certification.  The three 

domains that the exam covers are listed below: 

• Domain I: School Community Leadership 

• Domain II: Instructional Leadership 

• Domain III: Administrative Leadership  

In addition to the national and state standards for educational leaders, the Every Student 

Succeeds Act (ESSA) signed by President Obama on December 10, 2015, which replaces 

the previous version of the law, No Child Left Behind (NCLB), provides five major areas 

of reform for K-12 public education which include: 

(a) college- and career-ready students  

(b) great teachers and leaders  

(c) equity and opportunity  

(d) higher standards and greater rewards for excellence, and   

(f) the promotion of innovation (USDOE, 2010). 

With this reauthorization layers more accountability on the school leader which makes it 

not only necessary, but most critical for the school leader to have the quality training 

needed, to be the overseer of instruction for all student success campus-wide.  This can 

only be done with the hands-on experiences that come within a meaningful preparation 

program.   

Importance of Effective Leadership 

In order to ensure that our schools are led by effective principals, the field of 

principal preparation needs to be much more systematic and rigorous.  Many researchers 
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such as Marzano, Murphy, Moorman, Levine, McCarthy, and Cotton, have examined the 

effectiveness of principal preparatory programs and have critiqued various areas.  For 

example, it was found through their research that principal preparation is connected with 

student achievement.  Marzano (2005) examined the effectiveness of leadership abilities 

compared to student achievement.  He conducted a meta-analysis of 69 studies over 35 

years.  His research was the first of its kind, identifying leadership traits and principal 

actions and uncovering 21 leadership behaviors.  Leithwood’s (1998) study prior to 

Marzano was similar in regards to the connection between principal leadership and 

student achievement.  His study found that the way a building is run by the campus 

leaders, was reflective of the success or failure of student success.  Murphy’s (1992) 

qualitative study, A Framework for Rebuilding Initial Certification and Preparation 

Programs in Educational Leadership: Lessons from Whole-State Reform Initiatives, 

examined whether meaningful reform was taking place in preparatory programs in 54 

universities in six states and the methods used.  The findings were that university 

programs were very inconsistent and did not adequately prepare school leaders for 

principalship.  The resources and content used were poor, weak, and outdated.  The 

qualitative study completed by Cotton (2003) determined effective principal 

characteristics and behaviors, in relation to student outcomes.  It was found that effective 

principals are:  

• Able to sustain programs which promote high levels of student learning 

through vision and goal orientation 

• Instructional leaders 

• Able to use student data for program use 



19 
 

 

A 2005 study by Columbia University’s Teachers College President, Arthur Levine, 

concluded that the quality of most preparation programs for principals, superintendents, 

and other education leaders was “very disappointing,” especially at a time when high-

quality educational leadership is critically needed for schools across the country (Cheney, 

Davis, Garrett, & Holleran, 2012).   

Traditionally, the processes and standards by which many principal preparation 

programs screen, select, and graduate candidates often lack rigor and do not 

adequately equip principals for the multi-faceted role of effective instructional 

leader.  Too many of them admit students based on educational background 

information alone, without probing for important qualities such as resiliency, 

results orientation, belief in all children’s ability to learn, commitment, and 

integrity required to do the job well.  Once enrolled, the focus is often on earning 

a credential through a series of courses without having deep school-based 

experiences that allow students to practice, make mistakes, and learn firsthand 

what it takes to run a school.  And, most programs do not provide the kinds of 

transitional supports needed to ensure that their newly minted principals succeed 

and stay on the job.  Finally, most programs do not hold themselves accountable 

for the on-the-job performance of their graduates.  (Cheney et al., 2012, p.  8)  

To dramatically improve our nation’s public schools, we must focus on the essential role 

of school leaders.  Leadership preparation has become one of this decade’s primary 

approaches to educational reform and improvement of student achievement (Orr, 2011).  

“While teacher quality is the single biggest factor influencing student achievement, 
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strong principals are key to teacher development and retention.  In fact, principals 

account for 25 percent—and teachers 33 percent—of a school’s total impact on 

achievement” (Cheney et al., 2012, p.  8).  Preparatory programs need to begin boosting 

the rigor by providing more hands-on experiences for leaders to run schools and have a 

positive impact on children.   

Current Principal Preparation: Universities and Institutions 

Traditional leadership preparatory programs at universities and institutions have 

been misaligned with what the role encompasses and therefore many leaders are 

unprepared.  In an ever changing educational field, it is imperative for university and 

preparatory programs to recognize the necessary changes, provide professional 

development, study new innovations and initiatives, and provide the best training to put 

out the absolute best leaders in education.  The position requires much “on the job” 

training, hence the importance for aspiring school leaders to be exposed to as much as 

possible, prior to stepping into the role of principal.  In 2005, Levine completed a four-

year study that enlightened the educational world.  The study suggested that educational 

administration and preparation programs were by far “the weakest programs” that schools 

could offer.  The report examined the programs themselves and their capacity to educate 

principals and superintendents in the skills and knowledge necessary to lead today’s 

schools and school systems:  

School leadership programs mainly educate three types of students—current and 

future school administrators, teachers earning a degree primarily for salary 

enhancement, and future researchers in school leadership.  Witness the fact that 

for almost two decades, practitioners have themselves called for more training and 
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support to meet these changing job pressures and expectations.  The programs that 

are oriented toward practitioners can be described as pre-service for students 

hoping to obtain jobs in school administration and in-service for students who 

already have positions and/or want to advance in the profession.  The study found 

the overall quality of educational administration programs in the United States to 

be poor.  The majority of programs range from inadequate to appalling, even at 

some of the country’s leading universities.  Collectively, school leadership 

programs are not successful on any of the nine quality criteria: 

1.  Purpose: The program’s purpose is explicit, focusing on the education 

of practicing school leaders; the goals reflect the needs of today’s leaders, 

schools, and children; and the definition of success is tied to student 

learning in the schools administered by the graduates of the program. 

2.  Curricular coherence: The curriculum mirrors program purposes and 

goals.  The curriculum is rigorous, coherent, and organized to teach the 

skills and knowledge needed by leaders at specific types of schools and at 

the various stages of their careers. 

3.  Curricular balance: The curriculum integrates the theory and practice 

of administration, balancing study in university classrooms and 

work in schools with successful practitioners. 

4.  Faculty composition: The faculty includes academics and practitioners, 

ideally the same individuals, who are expert in school leadership, up to 

date in their field, intellectually productive, and firmly rooted in both the 
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academy and the schools.  Taken as a whole, the faculty’s size and fields 

of expertise are aligned with the curriculum and student enrollment. 

5.  Admissions: Admissions criteria are designed to recruit students with 

the capacity and motivation to become successful school leaders. 

6.  Degrees: Graduation standards are high and the degrees awarded are 

appropriate to the profession. 

7.  Research: Research carried out in the program is of high quality, driven 

by practice, and useful to practitioners and/or policy makers. 

8.  Finances: Resources are adequate to support the program. 

9.  Assessment: The program engages in continuing self-assessment and 

improvement of its performance (Levine, 2005). 

 Academics have sought through with minimal success to assess and reassess the 

knowledge based under administrative practices.  A major effort was mounted by the 

National Policy Board of Educational Administration in the early 1990s to develop a 

high-consensus knowledge base for educational administration in the USA.  Although the 

effort was intended well, it was not sufficient enough.  “When placed alongside the 

efforts of institutions in other countries such as Malaysia, to rethink the meaning and 

substance of administrative practice, there can be little doubt that educational 

administration preparation is firmly rooted with its feet in mid-air” (Hallinger & 

Leithwood, 1996).  Foley (2001) further noted that principals reported the need for 

additional training in these areas as well, indicating that they did not receive it as assistant 

principals.  The university curriculum is out of balance.  Most master’s degree programs 

for principal preparation require students to complete 36 credit hours or 12 semester 
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courses.  These courses are heavy on theory and light on actual practice.  They generally 

give equal attention to the topics of management, supervision, finance, school law, 

leadership and research.  Many universities offer only one course on curriculum and 

instruction, and that course usually deals with those topics in theory, not practice.  There 

were many universities, whom have preparation programs, that had an accreditation 

review by the National Council for Accreditation of Teacher Education (NCATE) and the 

Educational Leadership Coordinating Council (ELCC) in an effort to improve program 

quality.  (Orr, 2011)  

Leading improvement in student achievement receives little—if any—attention.  

 Creating courses centered on improving student achievement can bring 

some much needed balance to the academic and the clinical approaches to 

preparing school leaders.  In a balanced program, aspiring principals 

would read research reports and scholarly works and would write about 

and reflect on ways to apply research-based practices in schools.  Highly 

skilled educators—trained mentors—would guide them as they use what 

they have learned to address real problems in schools. Future principals 

need to get hands-on experience by working with school leadership teams 

as they investigate achievement gaps and work to solve them.  The 

aspiring leaders would get practice in planning and initiating changes in 

curricula, teaching practices, student support services and school 

organization.  By working on real problems and witnessing the results of 

strategic interventions, they would acquire the practical knowledge and 

understanding that are impossible to duplicate in lecture courses.  If you 
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want high-performing schools, hire principals who can lead them to 

success.  It’s a simple formula, and several decades of solid research have 

proved that it works.  So why don’t states and school districts do it more 

often? The obvious answer is that states don’t have enough high-quality 

principals to go around.  Despite what we know about the critical role of 

the principal, states continue to support principal preparation and licensing 

policies that never will produce a steady supply of high-performing 

leaders.  (Southern Regional Education Board [SREB], n.d.)  

 Some schools are lucky enough to have excellent principals.  What’s missing is a 

reliable leadership development system that takes luck out of the equation—a system that 

identifies, recruits, and develops people who have proven records of raising student 

performance and closing achievement gaps.  It makes no sense for policymakers to create 

high-stakes systems for school accountability and then gamble that every struggling 

school will find a high-performing principal who: 

1. Understands which school and classroom practices improve student 

achievement 

2.  Knows how to work with teachers to bring about positive change 

3. Supports teachers in carrying out instructional practices that help all students 

succeed 

4. Can prepare accomplished teachers to become principals (SREB, n.d.) 

“In today’s hit-or-miss leadership development environment, principals of this caliber are 

scarce.  They constitute our real principal shortage” (SREB, n.d.).  “States across the 

country are making big bets on turning around the lowest-performing schools and on 
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upgrading both the expectations for learning (e.g., Common Core) and for teaching (e.g., 

teacher evaluation).  But too few are focusing their attention on the crucial role that 

principals have in making these reform strategies successful and, by extension, in 

improving student achievement.  Principals have a multiplier effect.  They attract, 

develop, and retain great teachers.  They set the tone for school culture.  They are the 

catalysts to turn around low-performing schools.  Given their potential impact and given 

the fact that many principals do not currently have the skills or supports to realize that 

impact, ensuring that every school has an excellent principal should be central to every 

state’s strategy” (New Leaders, 2012).  In the United States, “university-based programs 

are designed to prepare administrators for a variety of positions.  At the school level, 

these include department heads, assistant principals, and principals” (Alkin, 1992).  

Educational administration programs overall have several common weaknesses.  They 

are recruitment and selection methods, models used to guide learning from experiences, 

and the content of training programs (Murphy, 1992).  Therefore, in the United States, 

reform reports continue to emphasize the recruitment, selection, training, development, 

and renewal of high-quality school administrators (Scrotnik & Durden, 1996).  Several 

surrounding universities and institutions were examined and a variety of preparatory 

program information was revealed.   

 The University of Houston Administration & Supervision program develops 

professional leadership, ethical, interpersonal and intrapersonal skills.   Through 

specialized coursework, preparing for the Texas Examinations of Educator Standards 

(TExES) Principal (068), and clinical-based internships, students will have the ability to: 
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• Work in complex, ambiguous, fast-paced, and often-uncertain contexts unique 

to schools 

• Have a high commitment to the safety and dignity of students 

• Maintain a strong work ethic and a desire “to get things done” 

• Understand the professional knowledge base for school administration and use 

it to think reflectively, critically, and creatively in dealing with problems and 

dilemmas 

• Show confidence in self to (a) be an independent learner, (b) act on informed 

intuition, (c) know that seldom are there absolutely right answers to the 

endless situations encountered, and (d) be able to live with the consequences 

of independent actions 

• Exhibit leadership with students, teachers, support staff, parents, and other 

community members to build and maintain a learning community within the 

school district and community 

• Recognize the moral dimensions of schooling and maintain a high level of 

caring and ethics in motives, judgments, and interpersonal behavior 

Unique features of this program: 

• All faculty, including adjunct professors, have experience as campus and/or 

district leadership 

• Program designed to be completed in one calendar year 

• An internship course is embedded into the curriculum each semester 

(University of Houston, 2016) 
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The courses consist of basic concepts of administration, communication, budget, 

instructional supervision, statistics and research, culture and climate, policy and law, and 

school leadership.  However, the principal internship is not a full-time experience on a 

school-based campus.   

 Lamar University provides an online program as preparatory for the assistant 

principalship.  Lamar University's online Program Certificate in Principal Education 

“prepares teachers with a master's degree in the skills and competencies they need to 

become effective, accountable administrators and leaders of diverse, nurturing learning 

communities” (Lamar University, 2016).  It consists of 18 credit hours and can be 

completed in as little as 9 months.  Although the coursework does consist of leadership 

theories, community relations, policy and law, accountability, human resource 

management, it is an online program.  The 8-week principal internship states it is 

designed to give the prospective principal job-related experience under the joint 

supervision of a school administrator and faculty of Lamar University.  “Examining 

management issues include operations resources, facilities, and safety and the study of 

the instructional, and administrative proficiencies necessary for effective schools are also 

included” (Lamar University, 2016).   

 Texas State University has a 2-year preparatory program.  “The Education and 

Community Leadership Program is committed to developing leaders that understand the 

process and conditions necessary for building and nurturing strong and healthy 

organizations including schools, families, and communities.  Commitment to this 

philosophy is demonstrated with a broad-based rigorous curriculum, a strong and relevant 

instruction, and the monitoring of students at various points in the program including the 
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ongoing use of the fitness form.  This process is student-centered and set up for student 

success.  Texas State’s Master’s Degree plus Principal Certification program is a 36 

semester-hour program, including a two-semester, field-based practicum.  The courses 

consist of “vision, professional development, understanding environments, supervision of 

instruction, curriculum design and school law, administration and staff personnel and 

various leadership seminars” (Texas State University, 2016).  Although the program 

asserts two-semester field-based experience, when speaking with the department, it was 

stated that there are few times in each semester when the student will actually be on 

campus.   

 Sam Houston State University has a 30-hour program available.  “The program 

curriculum emphasizes school administration and organization, effective leadership 

strategies, campus business management, and federal, state, and local school regulations.  

Students in this program will also possess the skills necessary to evaluate programs for 

overall school improvement, implement research to improve instruction and curricula, 

and understand how diverse populations and special programs affect a school and its 

community.  The courses include organization, school law, special programs, business 

management, role of the principal, building capacity for teaching and learning, programs 

evaluations, culturally proficient leadership and advancing educational leadership.  There 

is also an internship described as an intensive study and field experience in problems 

relating to a specific job at the elementary, middle or senior high school level” (Sam 

Houston State University, 2016).   

 The principal preparatory program at Houston Baptist University claims to 

prepare graduate students to enter into principalships or assistant principalships in 
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elementary, middle, or high schools as well as district-wide administrative positions such 

as program directorships and supervisor or coordinator positions.  The program is 

designed specifically to enhance abilities in planning, organizing, delegating, supervising 

and leading through a variety of activities, procedures and experiences.  The coursework 

consists of classroom management, the role of the principal, leadership and evaluation, 

administrative theory and practice, technology, how children and adolescents learn, and 

educational research.  Of these required courses, the online component allows students to 

fulfill requirements if decided.   

 The 30-hour online program at Texas Southern University was examined as well.  

Classes for the Master’s Degree in Educational Administration will include a 

concentration of study in school administration, instructional leadership, school law, 

fiscal responsibility, the organization and management of schools and internships.  The 

programs are designed to prepare candidates for positions of leadership in varied 

educational settings.  Current issues and trends that are appropriate for 21st-century 

leaders will also be an inclusive part of the program.  Courses will be offered on a 

rotational basis.  However, this program is all online.  The INSPIRE TEXAS Principal 

Certification claims to support the journey toward becoming an effective leader.  The 

comprehensive training is 100% online and includes a one-year, supervised internship 

that can be completed anywhere in Texas.  Eligibility for the Standard Principal 

Certificate will be confirmed at the conclusion of training.   

 Based on the above universities and institutions studied, commonalities in the 

coursework were found.  According to a 2006 survey by Public Agenda, a nonprofit 

research organization that reports public opinion and public policy issues, nearly two-
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thirds of principals felt that typical graduate leadership programs and other institutions 

"are out of touch" with today's realities (Butler, 2008).  Although Texas does not have 

alternative certificates for principals, it does permit potential principals to receive training 

through entities other than universities.  “Texas law allows regional education service 

centers, public school districts, or other entities to develop principal preparation programs 

based on state guidelines and customized to meet candidates’ needs.  These programs 

may allow candidates to bypass some preparation requirements by substituting 

experience and professional training directly related to the state’s seven standards for 

leadership” (Southern Regional Education Board, n.d.).  Based on the program 

expectations and requirements, compared to current research, there is a need for enhanced 

leadership preparatory program.  “It is contended by several researchers that that 21st 

century schools require leaders experienced beyond that of school manager to encompass 

the varied roles of visionary, community builder, budget analyst, facility manager, social 

worker, therapist, and curriculum expert” (Darling-Hammond et al., 2007; Dembowski, 

2006; DiPaola & Tschannen-Moran, 2003; Fullan, 2007).  Preparatory programs 

nationwide have been questioned as to rather they are preparing leaders for 21st century 

schools.  Levine (2005) critiqued and questioned whether higher education institutions 

have what it takes to restructure their preparatory programs to encompass the skill set to 

lead the 21st-century schools (Figure 1) (National Association of Secondary School 

Principals [NAASP] Executive Summary, 2010). 
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Figure 1. NAASP themes and skills of 21st-century school leaders. 

 

Figure 1 depicts a study concluded by NAASP (2010) based on the characteristics of 

principals in their 30-year analysis of the principalship.  Skills required to fill the role of 

the principal were assessed and studied.  There were 10 skills identified: 

1.  Setting instructional direction 

2.  Teamwork 

3.  Sensitivity 

4.  Judgment 

5.  Results orientation 

6.  Organizational ability 

7.  Oral communication 

8.  Written communication 

9.  Developing others 

10.  Understanding your own strengths and weaknesses (NAASP, 2010). 
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 Darling-Hammond (2007) has the same outlook about principal preparatory 

programs and states that the problem with principal preparatory programs is two-fold: (1) 

lack of knowledge on the best ways to prepare and develop highly qualified candidates 

and, (2) lack of established methods for assessing the effectiveness of a program's impact 

on the graduates or on the graduates' performance in their leadership role.  He states that 

preparatory programs center around collections of management courses, policy laws, 

administration requirements, and a plethora of requirements.  There is not much of an 

emphasis on how student learn, effective teaching strategies, professional development, 

change management and curriculum (2009).  Such programs do not equip leaders with 

the necessary skillset needed to handle the day-to-day issues and concerns in schools.  

It’s highly important that leaders are prepared and they have the knowledge and skillset 

to model for teachers what it takes to get children moving forward.  Leadership is 

contagious and it starts with effective leaders in order to make change happen. 

 With the current preparation programs reviewed by The Wallace Foundation in 

2016, they saw some of the same deficiencies that Arthur Levine (2005) noted in his 

study with regards to principal preparation programs.  It was detailed that the curriculum 

within the preparation programs does not parallel to the real work that is required of the 

school leader and there are not enough meaningful hands-on experiences provided for the 

aspiring leader. 

Conceptual framework: Preparing Effective School Leaders 

Principal preparation is the pathway for aspiring principals to develop the knowledge, 

skill set, and attributes they need to be effective school leaders.  Prior research found that 

university-based preparation programs lack substance, rigor, and much of the information 
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learned is not relevant (Elmore, 2000).  Over a decade of research shows that principal 

preparatory programs lack real world models and rigor (The Wallace Foundation, 2016).  

The Wallace Foundation, a philanthropic organization that funds programs to enrich 

student learning and promote the arts in the classroom, has been involved in school 

leadership programs since 2000.  Its involvement in school leadership programs was 

spurred by the belief that principals are crucial to student achievement.  This belief was 

reinforced by a landmark study that found school leadership was the second (to teaching) 

most important influence on student success (Leithwood, 2004).   

 Four reports, prepared for the Wallace Foundation in the fall of 2015, by the 

American Association of Colleges for Teacher Education (AACTE), American 

Association of School Administrators (AASA), American Institutes for Research (AIR), 

and University Council for Educational Administration (UCEA), had similar findings to 

each other as well as other recent research and practice studies that support the 

importance of school leadership in student achievement.  From those reports, the Wallace 

Foundation stated five themes about the role of the school leader in student achievement 

and progress.   

1. District leaders are largely dissatisfied with the quality of principal preparation 

programs, and many universities believe that their programs have room for 

improvement.      

2. Strong university-district partnerships are essential to high-quality preparation but are 

far from universal.  
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3. The course of study at preparation programs does not always reflect principals’ real 

jobs. 

4. Some university policies and practices can hinder change.   

5. States have the authority to play a role in improving principal preparations, but many 

are not using this power as effectively as possible (The Wallace Foundation, 2016). 

Effective principal preparation, according to research, integrates coursework about school 

leadership with practical experience in schools so that aspiring leaders learn what’s 

needed for the job, exercise those skills and apply the knowledge in a meaningful way, 

and receive feedback from experienced practitioners (The Wallace Foundation, 2016).  

While the research is clear that school leaders matter to teacher effectiveness and student 

achievement – and there is an emerging consensus on the components of high-quality 

preparation – the field has not kept pace with the need for change.  The four Wallace 

funded studies, which included the viewpoint of school leaders, teachers, and 

superintendent responsible for hiring school leaders, suggested the following actions: 

• A redesigned principal preparation building on what is known from research 

utilizing high-quality program models, including the provision real experiences 

• Stronger connections being built between universities and districts   

• Ensuring that state policymakers create the structures that not only support the 

proliferation of high-quality programs but also actively encourage it (The 

Wallace Foundation, 2016) 

Wallace’s work over the last decade suggests a pipeline for effective leadership would 

have four necessary and interlocking parts: 
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1. Defining the job of the principal and assistant principal.  Districts create clear, 

rigorous job requirements that detail what principals and assistant principals must 

know and do, and that emerge from what research tells us are the knowledge, 

skills and behaviors principals need to improve teaching and learning. 

2. Providing high-quality training for aspiring school leaders.  Principal training 

programs, whether run by universities, nonprofits or districts, recruit and select 

only the people with the potential and desire to become effective principals in the 

districts the programs feed into.  The programs provide the future leaders with 

high-quality training and internships that reflect the realities education leaders 

face in the field. 

3. Hiring selectively.  Districts hire only well-trained candidates for principal and 

assistant principal jobs. 

4. Evaluating principals and giving them the on-the-job support they need.  Districts 

regularly evaluate principals, assessing the behaviors that research tells us are 

most closely tied to improving teaching and student achievement.  Districts then 

provide professional development, including mentoring, that responds to what the 

evaluations find for each individual (Wallace Foundation, 2011). 

Understanding the word leadership and the philosophy behind it is critical with 

regards to preparing aspiring school leaders for the principalship.  “Every person who 

enters the field of education has both an opportunity and an obligation to be a leader” 

(DuFour & Marzano, 2011, p.  1).  The word leadership holds an abundance of power 

and is such a distinctive word.  When leadership is evaluated and its meaning is 

examined, past and present leaders come to mind.  My definition of leadership contains 
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drive, positivity, motivation, commitment, sincerity, and general concern.  Within a 

school setting, it would be evident that such leadership exists from the culture and 

climate of the school through following the mission and vision.  A true leader sets moral 

standards and models appropriate character.  Positive relationships are built with 

students, staff, parents, and the outside community to ensure a positive environment 

conducive to learning for all students.  Leaders are faced with daily challenges and meet 

many issues head on.  They must be ready and skilled to be of service to the organization 

in time of desperation.  Each leader is unique and handles situations according to their 

comfort level; which is why it is vital to have a preparatory program with substance to 

teach school leaders how to handle issues on all counts.   

Powerful leaders such as Robert Marzano, Richard DuFour, John C.  Maxwell, 

Stephen Covey, and John Gordon have been influential in the necessity of good and 

effective leadership characteristics of the principalship.  “Effective leaders recognize that 

they cannot accomplish great things alone” (DuFour & Marzano, 2011, p.  2).  Strong 

leaders were developed through appropriate preparatory programs and mentors and aided 

in the development of leadership theories such as The Great Man Theory and 

Transactional & Transformational Leadership and various behavioral theories.  Aspiring 

school leaders should have the opportunity of exposure through preparatory programs.   

Leadership theories should be a vital component of a preparatory program that is 

teaching good leadership capabilities.  Leadership in education is the drive of the success 

of our future students.  It is important for leaders to drive the focus of the school in order 

to have the outcomes that are expected and spearhead the culture and climate.  Strong 

leaders set clear direction and tone and set a positive example for the school.  Good 
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leaders allow others to lead and help build capacity in them.  “We assert that it will take a 

collaborative effort and widely dispersed leadership to meet the challenges confronting 

our schools, and we stress that virtually everyone that has elected to enter the field of 

education has the potential to lead” (DuFour & Marzano, 2011, p.  2).  Leaders have 

many stakeholders on their team and set widespread examples that will linger even if they 

are not in the building.  Leaders should leave a lasting impression on each and every staff 

member, student, parent, community member and other stakeholders that are a part of 

building learning success within the whole child.  Greater attention should be paid to the 

training of principals.   

A report by Arthur Levine (2005) noted that leadership programs at many schools 

lacked rigor and were of low quality.  New models have been introduced to educate and 

train the next generation of school leaders.  The most successful programs, according to 

Stanford professor Linda Darling-Hammond and her colleagues, tend to have the 

following key characteristics: 

• A focus on instruction, organizational development, and change management 

• Curricular coherence that links goals, learning activities, and assessments 

around a set of shared values, beliefs, and knowledge about effective 

organizational practice 

• Field-based internships that enable principals-in-training to apply leadership 

knowledge and skills under the guidance of an expert practitioner 

• Mentoring or coaching that supports modeling, questioning, observations of 

practice, and feedback 
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• Problem-based learning strategies—such as case methods and projects—that 

support reflection and link theory to practice 

• A structure that enables collaboration, teamwork, and mutual support among 

principals-in-training 

• Collaboration between universities and school districts to create coherence 

between training and practice, as well as pipelines for recruitment, preparation, 

hiring, and induction 

• Vigorous recruitment of high-quality candidates with experience as expert, 

dynamic teachers and a commitment to instructional improvement 

• Financial support that enables principals-in-training to complete an intensive 

program with a full-time internship (Hechinger Report, 2011) 

 A report from McKinsey and Company (Barber, Whelan & Clark, 2010) points 

out that not only is the role of school leadership important, but is also highly critical as 

school management evolutions widen, it maintains the importance deserved from 

leadership.  Schools are becoming more confusing with effective leadership instill in 

educators the necessary skills and knowledge needed in the 21st century.  The nation as a 

whole is facing pressures of having all students meet the high standards and it is 

necessary for improving leadership development at the highest level to take place.  What 

will it take to ensure that all public schools have leaders equal to the challenges facing 

them? That is a very real question that has been on the minds and hearts of all 

stakeholders surrounding children’s lives.  More and more states have been investing the 

time, money and energy into improving the quality of the leadership programs and 

providing more training and rigorous mentoring to newly hired principals (The Wallace 
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Foundation, 2013).  While these signs of heightened attention are encouraging, there is 

still a long way to go before the majority of the nation’s aspiring principals get the 

training they need to succeed.  Experience and new research suggest that heeding the 

following five lessons could help propel many more districts toward the goal of having 

strong leadership in every school (The Wallace Foundation, 2013): 

1. A more selective, probing process for choosing candidates for training is the 

essential first step in creating a more capable and diverse corps of future 

principals. 

2. Aspiring principals need pre-service training that prepares them to lead improved 

instruction and school change, not just manage buildings. 

3. Districts should do more to exercise their power to raise the quality of principal 

training, so that graduates better meet their needs. 

4. States could make better use of their power to influence the quality of leadership 

training through standard-setting, program accreditation, principal certification 

and financial support for highly qualified candidates. 

5. Especially in their first years on the job, principals need high-quality mentoring 

and professional development tailored to individual and district needs (The 

Wallace Foundation, 2013). 

As noted by Linda Darling-Hammond (2013), many “exemplar” teachers in the 

classroom initially believe that their talents would be wasted in a principal role; however, 

when they are informed that principals are leaders in such things as “building the quality 

of instruction,” their viewpoints change and they become much more interested and 

vested in taking on that kind of leadership role (The Wallace Foundation, 2013).  
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However, principal training has failed to provide the necessary tools for most qualified 

candidates, including in over 500 university programs where the majority of candidates 

are trained (The Wallace Foundation, 2013).    

In other settings, evidence suggests that, although there is no shortage of potential 

principals, there is both concern about the quality of leadership and about the question of 

whether the structures and cultures within which leaders work, and through which they 

are trained, are adequate (Walker et al., 2003).  Formal and informal structures that are 

enduring cultural values, and norms have all been variously identified and defined as 

impacting successes of any new policy initiative or strategies to improve principal 

recruitment, retention, and development.   

Leadership institutes nationally have been established to identify new initiatives 

in educational leadership and to provide overall understanding and direction in the 

provision of quality leadership for schools and effective lifelong professional 

development for school leaders.  An allocation of resources occurred to support new 

leadership programs and initiatives.  National approaches to setting standards, 

determining certification requirements and evaluating impacts have come under 

consideration and review (Chapman, 2005).  There is increasing emphasis on the need for 

coherent, integrated, consequential, and systematic approaches to leadership recruitment, 

retention, and development.  The approaches must be the cooperative support, direction, 

and commitment of all interested stakeholders, requiring commitment conversations 

among school principals, representatives of professional associations, employing 

authorities, government, universities, and members of the broader community.   
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The importance of effective principal leadership is articulated clearly in national 

standards guiding administrator preparation and practice (Council of Chief State School 

Officers [CCSSO], 1996; National Policy Board for Educational Administration, 1989, 

2002).  Effective school leadership also is evident in ten skills which include; setting 

instructional direction, collaboration, empathy, judgment, results orientation, 

organizational ability, oral communication, written communication, coaching, and 

understanding own strengths and weaknesses—practiced by exemplary principals 

(National Association of Secondary School Principal [NASSP] Leadership Skills 

Assessment, 2001).  “It is imperative that leadership preparation programs recruit and 

train candidates who have the skills and desire to assume administrative positions in 

schools” (Whitaker & Vogel, 2005, p.  8).  University faculties need to work closely with 

administrative practitioners to help clarify roles that districts can play in the pre-

preparation of school leaders (Browne-Ferrigno, 2003).   

The Southern Regional Education Board identifies the following characteristics of 

high quality preservice principal internships:  

• Collaboration between the university and school districts that anchors 

internship activities in real-world problems principals face  

• Provides for appropriate structure and support of learning experiences  

• Ensures quality guidance and supervision an explicit set of school-based 

assignments designed to provide opportunities for the application of 

knowledge, skills, and ways of thinking that are required to effectively   

perform the core responsibilities of a school leader, as identified in state 

standards    
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• Research a developmental continuum of practice that progresses from 

observing to participating  

• Leading school-based activities related to the core responsibilities of 

school leaders, with analysis, synthesis, and evaluation of real-life 

problems at each level  

• Field placements that provide opportunities to work with diverse students, 

teachers, parents, and communities  

• Handbooks or other guiding materials that clearly define the expectations 

and processes   

• Schedule of the internship to participants, faculty supervisors, directing   

principals, and district personnel  

• Ongoing supervision by program faculty who have the expertise and time 

to provide frequent feedback that lets interns know how they need to 

improve  

• Directing principals (coaches) who model the desired leadership behaviors 

and who know how to guide interns through required activities that bring 

their performance to established standards 

• Rigorous evaluations of interns’ performance of core school leader 

responsibilities, based on clearly defined performance standards and exit 

criteria and consistent procedures (SRBE, n.d.) 

 Leaders of the University Council for Education Administration have asserted that 

reorganizing, rethinking and revising our practice in various areas would be the only way 

to build programs that have the support for learning through leadership (Young & 
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Kochan, 2004).  Leadership programs have been out of touch with the current realities of 

everything it takes to run school districts in the world today (The Wallace Foundation, 

2003).  In the 4-year study by Arthur Levine (2005), he raised the stakes in this debate by 

harshly assessing the quality of educational administration programs.  Based on a survey 

of practicing principals and education school deans, chairs, faculty, and alumni as well as 

case studies of 25 school leadership programs, Levine concluded that “the majority of 

[educational administration] programs range from inadequate to appalling, even at some 

of the country’s leading universities” (2005).   He in particularly found that principal 

candidates were so out of touch and misaligned with the realities of school management, 

though Levine did not go deeper with the actual content of the courses.  In light on the 

actual analysis done by Levine with the increasing demands on school leaders nationally, 

the question of what candidates are actually being taught has taken the forefront in 

regards to leadership qualities and reality models.  Educational scholars of administration 

have given the term ‘scant’ to principal preparation (Lashway, 2003).   

A recent effort to analyze the state of administrator preparation conducted by the 

National Commission for the Advancement of Educational Leadership Preparation 

(NCAELP) commissioned six papers that yielded essays on topics like the challenges of 

reforming administrator preparation (Young et al., 2002), the need to rethink the 

foundations of leadership preparation (Murphy, 1992), promising training programs across 

the country (Jackson & Kelley, 2002), and a “self-evaluation” for preparation programs 

(Glasman et al., 2002).  Preparatory programs can be strengthened when universities and 

institutions become partners with school districts to acknowledge the realities, 

responsibilities, and complexity of the assistant principal’s role.  With such collaboration, 
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more administrators can lead more effectively.  It is now the time to have extremely well-

prepared educational leaders who are comfortable with and understand the instructional 

practices, have the ability to provide the critical support to their staff and students, and who 

are willing to go against the odds for student success (Young & Crow, 2017).   

Clinical experiences offer the opportunity for aspiring leaders to utilize their 

knowledge learned from textbooks and apply it in real-world experiences.  If there are not 

any effective principals in today’s schools, the national goal set to transform all failing 

schools will just about be impossible; however, there is hope and promise with an effective 

principal in each and every building (The Wallace Foundation, 2013).  This can be 

accomplished by providing real-world experiences to aspiring leaders through realistic 

experiences.   

Summary 

The literature reviewed provided a history of school leaders and a conceptual 

framework for the research and to support the critical need to revamp preparatory 

programs to mirror the reality of educational leaders.  The literature has revealed that a 

principal plays a vital role in a school and is a critical factor to student success, and the 

culture and climate of the staff.  The literature also revealed there is a scarcity of prepared 

administrators with the necessary skill set required to perform in such capacity.  Through 

the various duties and responsibilities that the principal holds, to be set up for success is a 

must.  There are many preparatory programs that just offer the bare minimum training to 

fulfill state certification requirements.  Unfortunately, the online programs that are 

available are becoming more sustainable and appropriate for the working aspiring 

administrator, which in turn are making such a high certification become quickly 
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attainable.  Due to the high demand of school leadership positions, many preparatory 

programs are designed to finish within a year including an internship.  The internship is 

designed to be completed online and partial face-to-face visits with a mentor on a 

campus.  It is necessary to build capacity in aspiring leaders through real-life experiences.   

The literature has continued to reveal that the principalship is of high stature especially 

when working with children.  It is important to have a strong sense of judgment on 

decisions when working with young lives.  Having a strong sense of the principal roles 

and responsibilities is crucial for all aspiring administrators.  It is imperative to be 

instructionally sound, solid with policy, steadfast with discipline management, and 

transformational with leadership.  With respect to preparatory programs themselves, 

research shows that exemplary principal preparation programs have a strong conceptual 

framework, with a coherent curriculum that includes research-based practices and is 

aligned with professional standards.  Research on adult learning clearly indicates that best 

practices for leadership development programs include experiential learning components 

where participants are able to apply what they are learning and practice those skills in a 

realistic and authentic setting (New Leaders, 2012).   

Furthermore, the literature revealed that through a robust preparatory program with 

clinical and practical experiences, aspiring school leaders can have the experiences they 

deserve, to uphold their perceptions and expectations of the role of the principalship.   

 

 



 
 

 
 

Chapter III  

Methodology 

 
Introduction 

 
The purpose of this study was to examine aspiring leaders’ pre-service 

perceptions compared to their actual experiences as principals; are preparatory programs 

leaving aspiring leaders with false perceptions and unrealistic expectations? The 

methodology of this study was designed to examine current principals’ preparation 

experiences, how those experiences cultivated perceptions of the principalship, and how 

those perceptions matched the reality of being a principal.  This was accomplished by 

collecting data from the participants of the study through cognitive interviews, which 

derived qualitative data from their perceptions of the role compared to real-life 

experiences as a school leader.   

As the literature review indicated, effective and successful school leadership and 

reform efforts rely on having principals adequately trained to improve instruction and 

transform schools (The Wallace Foundation, 2008).  For this study, a qualitative design 

was used to extract data from assistant principals and principals with varying experiences 

as a school leader.  The qualitative design was used to understand and analyze their 

experiences in their traditional preparation programs, perceptions held as an aspiring 

school leader, and how those perceptions mirror their current reality.   

Conducting present-day research will allow for traditional preparation programs to 

be provided with the data needed to revamp a quality preparation program that is more 
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realistic and hands-on to better prepare aspiring school leaders to be renowned change 

leaders of their campus. 

Research Question 

1.  Are leadership preparation programs equipping aspiring leaders with the knowledge, 

skill set, and attributes applicable to the real-world experience of school leadership? 

Setting 

 Schools are centered in the heart of communities because it is there where students 

are able to receive a quality education that prepares them for the future.  Since 1959, this 

school district has been servicing students to pursue futures beyond what they can imagine, 

within most of the Sugar Land metropolitan area.  This district is a large suburban district 

in the state of Texas and is one of the most diverse districts in the nation.   This school 

district currently includes:  

• 75 campuses which include 47 elementary, 14 middle schools, 11 high schools and 

4 unique secondary campuses (1 technical institution, 2 alternative centers and 1 

high school) 

• Over 74, 000 students 

• Over 10,000 employees and substitutes 

Although this school district is among one of the most renowned and most nationally 

diverse school districts in the world, there currently is not a principal preparation program 

for aspiring school leaders.   There was a program previously that had a high success rate, 

however there is not information on why the program ceased other than time and costs.   

There are current plans to revamp the program and provide more hands-on experiences for 

aspiring school leaders, within the near future.   This study of the perceptions held by 
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aspiring leaders from university institutions and alternative programs will enable the future 

program to be designed with a more realistic approach.   

 There were ten elementary school leaders that participated in the study and the 

cognitive interviews took place within the offices at their respective campuses within the 

school district.   The following tables (1-3) profile the district where the research was 

conducted.  However, the participants received their principal certifications from various 

universities and were interviewed based on their unique experiences within their program 

location. 
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Table 1  

Student Information 

District Profile 

Total Students: 72, 910 

 Enrollment Percent 

Student Distribution 72, 910 100% 

African American 20, 580 28.2% 

Hispanic 19,295 26.5% 

White 12,684 17.4% 

American Indian 262 0.4% 

Asian 17,972 24.6% 

Pacific Islander 106 0.1% 

Two or more races 2,011 2.8% 

Economically Disadvantaged 24,538 33.7% 

English Language Learners (ELL) 11,947 11.4% 

At risk 32,800 45% 

Note: The table above is information derived from the 2015-2016 TAPR report retrieved 
from the Texas Education Agency.  It shows the district’s student demographic breakdown. 
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Table 2  
 
Staff Information 
 
Total Staff: 8,837.2 

 Teaching Staff Percent 

Staff Demographics 8,837.2 100% 

African American 1,282.5 28.5% 

Hispanic  615.8 13.7% 

White 2,250.2 50% 

American Indian 8 0.2% 

Asian 241.3 5.4% 

Pacific Islander 13 0.3% 

Two or more races 93 2.1% 

Note: The table above is information derived from the 2015-2016 TAPR report retrieved 
from the Texas Education Agency.  It shows the district’s staff demographic breakdown. 
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Table 3  

Professional Staff Information 

 Professional Staff Percent 

Professional Staff Total 5,768 100% 

Teachers 4,503.7 51% 

Professional Support 1,005.3 11.4% 

Campus Administration (School Leaders) 227 2.6% 

Central Administration 32 0.4% 

Note: The table above is information derived from the 2015-2016 TAPR report retrieved 
from the Texas Education Agency.  It shows the district’s professional staff information 
breakdown. 

 

Description of Research Design 

This study utilized a qualitative design approach and analyzed and compared the 

responses of the school leaders about their perceptions of the role with regards to their 

preparation experiences.  Data were gathered through one-on-one cognitive interviews with 

the researcher. 

Research Questions 

1.  What university or institution did you receive your certification from to be an assistant 

principal? 

2.  Describe your preparatory program and how it has contributed to your position. 

3.  What specific skills did you learn that prepared you to be an assistant principal? 

4.  What skills did you learn “on-the-job” that you would have been more knowledgeable 

about if it were learned in a preparatory program?  
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5.  Describe the skills that you learned from the preparatory program; how were they 

applicable to your daily responsibilities? 

Subjects 

 Current school leaders participated in the study; 9 assistant principals and 1 

principal.  The convenience sample was recruited through email.  All school leaders were 

within their first through fifth year of campus leadership.  Current assistant principals are 

those who currently assume the role of assistant principal and current principals are those 

who currently assume the role of principal.  All campus school leaders who were within 

their first five years of campus leadership were invited to participate in the study because 

they were still learning the necessary skill set and had not been seasoned into the position.  

There were ten different campus school leaders selected from ten different elementary 

schools.  The elementary campus school leaders were selected to gather holistic data on 

their prior perceptions of the position based on experiences from various respective 

principal preparation programs.   
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Table 4  

Breakdown of Participants: Assistant Principals and Principals 

School Assistant principals Principals 

A 1 0 

B 1 0 

C 1 0 

D 1 0 

E 1 0 

F 1 0 

G 1 0 

H 1 0 

I 1 0 

J 0 1 
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Procedures 

The Committee of Protection of Human Subjects (CPHS) at The University of 

Houston granted permission for the researcher to conduct this study as outlined in 

Appendix A.  A total of 19 new school leaders, including assistant principals and principals 

within their first through fifth year were asked to participate.  There were 9 assistant 

principals and 1 principal that participatd in the face-to-face cognitive interview session.  

The interviews were scheduled with the researcher and lasted between 30-45 minutes.   

Data Collection 

The data collection method used in this study was in the form of cognitive 

interviews.  The interviews were used to assist the researcher by gaining insight on the 

prior perceptions that school leaders had about the principalship and determine if their 

preparatory program mirrored their current school leadership role.   

The cognitive interview questions were designed to ascertain information about 

aspiring school leaders’ preparation programs and gain perspective on if they felt prepared 

with the knowledge, skill set and attributes necessary for the principalship.  They enabled 

the researcher to determine if the participants’ perceptions and expectations aligned with 

their present role in campus leadership.  The questions contained open-ended responses to 

explore the various preparation programs and receive insight to their perceptions of the 

school leadership position through discussion.   

After the initial interviews, if a follow interview was needed, it was arranged with 

the researcher and participant. 
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Instruments 

 The study participants were required to sign and submit The University of Houston 

consent to research that outlines the participant rights, purpose and procedures of the study, 

risks and confidentitality, benefits and publication statement.   

 The cognitive interview questions were asked to the participants in one-on-one 

interview sessions, audio recorded and transcribed for accuracy.  A copy of the cognitive 

interview questions can be found in Appendix B.   

 The overall purpose of the cognitive interview tehnique was to allow the 

participants to respond to open-ended questions in their own words without using yes or 

no responses, although some may prompt additional questions. The research also 

investigated how school leaders perceived their role before becoming a school leader and 

sought out to determine if the principal preparation prepared them as school leaders.   

Analysis 

 The qualititative data gathered from the instrument was transcribed for accuracy 

and methodically analyzed by the principal researcher.  The conceptual framework was 

used to guide the analysis of data, code the transcripts through content analyses and 

determine what principal preparation programs should consist of to provide the practical 

clinical experience for aspiring leaders. The results produced qualitative data which was 

perception based and provided perspective from school leaders as they prepared to assume 

a position in the principalship.  In the results section of the study, the commonalities, trends, 

and rationales will be presented and quotes will be stright from the interview to provide 

the authentic and raw insight on the principal preparation programs and school leaders’ 

pre-service perceptions.   
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Limitations 

 The data collected from this study was solely from elementary school leaders thus 

the data may not generalize to secondary principals, or be representative due to the small 

sample size in such a large district.  As stated in the introduction to the study, there is a 

difference between elementary and secondary school leaders with regards to job roles and 

responsibilities.  There also were several scheduling conflicts hindering all the 

participants asked to participate in the cognitive interview.  Many school leaders view 

their participation in any additional research or extra activities outside of school as one 

more thing to do.  Their schedules are often extremely full and to get someone to 

participate voluntarily, without compensation, is quite a limitation.  Lastly, there is only 

one preparation program for the assistant principal and principal role, however the 

assistant principal position is the groundwork for the principal. Thus, a major limitation is 

that there were nine assistant principals interviewed and only one principal. 

 



 
 

 
 

Chapter IV  

Results 

 
This qualitative study compared current leaders’ preservice perceptions to their 

actual experiences as principals.  The cognitive interviews addressed the following 

research question: 

1. Are leadership preparation programs equipping aspiring leaders with the 

knowledge, skill set, and attributes applicable to the real-world experience of 

school leadership? 

The participants included nine elementary school assistant principals and one principal in 

a large suburban school district in Texas, Gavin ISD (pseudonym).  This chapter will 

report the results of the analysis of the cognitive interview data, presenting common 

themes and trends identified through coding.   

Description of Subjects  

The first assistant principal (AP1) has been in the role for three years at the same 

elementary school.  This assistant principal’s current school serves a population of over 

880 students.  This assistant principal attended the University of St.  Thomas for the 

principal preparation. 

  The second assistant principal (AP2) has been in the role for three years at the 

same elementary school.  This assistant principal’s current school serves a population of 

over 900 students.  This assistant principal attended the University of Houston-Victoria 

for the principal preparation. 

The third assistant principal (AP3) has been in the role for three years at the same 

elementary school.  This assistant principal’s current school serves a population of over 
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650 students.  This assistant principal attended Sam Houston State University for the 

principal preparation. 

The fourth assistant principal (AP4) has been in the role for three years at the 

same elementary school.  This assistant principal’s current school serves a population of 

over 700 students.  This assistant principal attended the Houston Baptist University for 

the principal preparation. 

The fifth assistant principal (AP5) has been in the role for three years and served 

at two different elementary schools.  This assistant principal’s current school serves a 

population of over 440 students.  This assistant principal attended the University of 

Houston-Main Campus for the principal preparation. 

The sixth assistant principal (AP6) has been in the role for three years and served 

at two different elementary schools.  This assistant principal’s current school serves a 

population of over 770 students and they most recently celebrated their school’s 40th 

anniversary.  This assistant principal attended the University of Houston-Main for the 

principal preparation. 

The seventh assistant principal (AP7) has been in the role for three years at the 

same elementary school.  This assistant principal’s current school serves a population of 

over 680 students.  This assistant principal attended the University of Houston-Clear 

Lake for the principal preparation. 

The eighth assistant principal (AP8) has been in the role for four years at the 

various elementary schools.  She is currently new to this school district.  This assistant 

principal’s current school serves a population of over 650 students.  This assistant 

principal attended the Lamar University-Online for the principal preparation. 
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The ninth assistant principal (A9) has been in the role for three years at the same 

elementary school.  This assistant principal’s current school serves a population of over 

770 students.  This assistant principal attended The University of St.  Thomas for the 

principal preparation. 

The only principal (P1) interviewed is within their first year of the principalship.  

This principal’s current school serves a population of over 770 students.  This principal 

attended Texas Southern University for the principal preparation. 

 

Table 5  

Subjects’ Demographics 

Subjects Gender Years in 
current 
position 

Years of 
experience in 

education 

University Attended 

AP1 Female 3 7 St.  Thomas 
AP2 Female 3 9 Houston-Victoria 
AP3 Female 3 10 Sam Houston 
AP4 Female 3 7 Houston Baptist 
AP5 Female 3 8 Houston-Main 
AP6 Female 3 6 Houston-Main 
AP7 Female 3 8 Houston-Clear Lake 
AP8 Female 4 15 Lamar 
AP9 Male 3 10 St.  Thomas 
P1 Female 1 12 Texas Southern 
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Each of the ten school leaders, assistant principals and principal, were interviewed 

to understand the ways in which their preservice perceptions reflect the reality of their 

current position and daily responsibilities.  It is important to remember that principal 

preparation programs prepare both assistant principals and principals thus the responses 

may vary from the assistant principals and principal.   

Interview Procedures 

All subjects were interviewed in person and their responses were audio recorded.   

All participants were asked the same questions.  The interviews consisted of: 

1.  What university or institution did you receive your certification from to be an 

assistant principal? 

2.  Describe your preparatory program and how it has contributed to your position. 

3.  What specific skills did you learn that prepared you to be an assistant principal? 
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Figure 2. Participants’ years of experience in education. 
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4.  What skills did you learn “on-the-job” that you would have been more 

knowledgeable about if it were learned in a preparatory program?  

5.  Describe the skills that you learned from the preparatory program; how were 

they applicable to your daily responsibilities? 

Question one was created to gain insight to which university or institution the 

participant received their certification from.  Question two was created to ascertain 

information in regards to their preparation program and in what ways has the preparatory 

program contributed to their current position.  Questions three through five were created 

to allow the exploration of skills that were learned within the preparation program and the 

various on the job skills learned that would have been more beneficial examined in a 

preparatory program.  The participants’ responses were transcribed and themes and 

commonalities were analyzed.  The following themes and commonalities were found for 

each question. 

Interview Results 

 This section will explain the trends and commonalities of each of the five questions 

asked to the participants and provide their exact responses.  Although a frequency chart 

was created to pull out the amount of times specific thoughts were shared, each response 

is shared in order to provide complete insight to the question.   

Theme one: University-based certification and preparation.  The first question 

asked was, “What university or institution did you receive your certification from to be 

an assistant principal” and all participants received their certification from a university.  

Participants’ descriptive responses are shown below along with the numerical data (Table 

6) and pictorial model (Figure 3).   
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• University of St.  Thomas. 

• I received my certification from the University of Houston-Victoria Campus. 

• Sam Houston State University. 

• I received my certification from Houston Baptist University. 

• The University of Houston-Main Campus. 

• I received my certification from the University of Houston-Main Campus. 

• From the University of Houston-Clear Lake. 

• Lamar University-Online 

• I received my certification from the University of St.  Thomas. 

• Texas Southern University 
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Table 6  

Subjects’ Principal Preparation University 

Subjects Name of University 

AP1 University of St.  Thomas 

AP2 University of Houston-Victoria 

AP3 Sam Houston University 

AP4 Houston Baptist University 

AP5 University of Houston-Main 

AP6 University of Houston-Main 

AP7 University of Houston-Clear Lake 

AP8 Lamar University 

AP9 University of St.  Thomas 

P1 Texas Southern University 
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Figure 3. Subjects’ principal preparation university. 

 

Theme two: Coursework and practitioners as professors. The second question 

asked, “Describe your preparatory program and how it has contributed to your position” 

revealed that the participants shared a common theme of coursework, field-based learning 

and practitioners as professors.  Within the responses it is notable that many participants 

stated that their principal preparation program offered them the necessary coursework 

required to aid in the preparation of the principal role. In fact, it was mentioned twelve 

times.  In addition, it is evident that these same preparation programs are selecting 

practitioners as professors, which is a critical aspect in preparing future principals, as it 

was mentioned six times from the ten participants.  Participants’ descriptive responses are 

shown below along with the frequency data (Table 7) and pictorial model (Figure 4). 

• Well, the program consisted of the classes at the university and doing the semester 

of internship with the administrator hours that we had to do.  I had Dr. Reyes back 

20%

10%

20%10%

10%

10%

10%

10%

Principal Preparation Program University 
Attended

University of Houston-Main

University of Houston-Clear Lake

University of St. Thomas

Texas Southern

Lamar University

Sam Houston University

University of Houston-Victoria

Houston Baptist University



65 
 

 

then as my, I guess, supervisor for that.  I had to do a lot of the walks, and then she 

would come through and check my observations and my reflections that I did when 

I would sub in for the AP or the principal on our campus. 

• Oh, let me think back [laughs].  It was a lot of group work.  I actually remember 

one class, we did a lot with the budgeting, which was very overwhelming.  I didn’t 

know what I was doing and now I don’t even do anything with the budget.  The 

coursework as a whole as well though. 

• So, our program was actually in partnership with the district and so we ended up 

taking our classes within the district.  Our professors would come down to one of 

the nearby high schools, and so it was like kind of a fast track.  They said that it 

would be about two and a half years for us to finish it.  For the most part, the 

majority of us were able to finish it in two and a half.  I think I took a little bit 

slower and finished like a semester later. 

• Well, I think that the courses that I took were really geared towards leadership and 

so I got a little bit out of each course.  But what I clearly remember is the ethics 

course and I always try to implement all of the things that I learned about ethics.  

Also, the field-based experiences were the ones that really gave me a little bit more 

insight to what the role of a principal is. 

• I attended classes at the University and had previous superintendents and principals 

as professors.  I felt like my experience at an actual university, where I went to 

attend classes, helped me because they contributed a lot with their previous 

experiences to help me with my current experiences. 



66 
 

 

• I liked the flow of it.  When we started our courses it was all aligned with what 

districts were doing.  I learned a lot from practicum 1 and 2, when we were acting 

it out, versus just, you know, reading about it or seeing videos or visual clips.  We 

were actually able to go to schools and different grade levels and meet with 

different leaders and that was more impactful than not. 

• Okay.  My preparatory program at the University of -- I felt is a great program.  I 

had a lot of great professors.  Some of the courses that I remember were the law 

course.  Also on how to manage professionals, staff members and then also 

curriculum and instruction.  I felt like the professors were very knowledgeable, 

although I do not know if a lot of those courses really successfully prepared me for 

a lot of the day-to-day jobs that I do now. 

• It was an online program and we had webinars.  There were webinars and 

PowerPoints and that kind of thing, but we had that in addition to the online aspect.  

The online aspect was mostly reading with some videos.  In terms of the quality of 

it, I would say that it was-- I felt like it was high quality.  We had access to the 

professors or their teaching assistants as needed. 

• It provided an opportunity at St.  Thomas to be in a small classroom where we had 

professors that had been either superintendents or principals.  They provided 

valuable experiences that guided us through the whole program and allowed us to 

learn from what they've experienced in the past and what the division that the new 

education system is taking and the mission of the schools. 

• They did the deficiency plans.  So I went through the deficiency plan program, 

where I had three years to complete the program.  I finished my coursework in a 
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year and a half.  Then I took all of my exams the following year.  So I had one year 

completely free because I went the whole summer day and night and I went every 

day after school. 

 
Table 7  
 
Count of Participants’ Responses of Common Themes Related to Preparation Program 
Description and Contribution to Daily Responsibilities 
 

Subjects Courses Practitioners as 
professors 

Field-based 
learning 

Curriculum Design 

AP1 0 1 1 0 0 

AP2 2 0 0 0 0 

AP3 1 1 0 0 0 

AP4 2 0 0 0 0 

AP5 1 1 0 0 0 

AP6 1 0 0 0 1 

AP7 3 1 0 1 0 

AP8 1 1 0 0 0 

AP9 0 1 0 0 0 

P1 1 0 0 0 0 

Total 12 6 1 1 1 
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Figure 4. Count of participants’ responses of common themes related to. 

 

Theme three: Law course. The third question asked, “What specific skills 

did you learn that prepared you to be an assistant principal” revealed that the 

participants felt the law course was the most valuable.  It is notable in within this 

question to see the high responses for the law course, which is also mentioned 

throughout additional questions.  It seems that the law course was a solid portion 

of the principal preparation programs attended by the participants in this study.  

Participants’ descriptive responses are shown below along with the frequency data 

(Table 8) and pictorial model (Figure 5). 

• I think some of the skills I learned were definitely some of the finance and budget 

because I really didn't have a lot of experience with that.  I did the finance and 

budget course and he was the assistant sup for the district I was in at the time.  Our 

superintendent was actually going through a big, I guess, the legislative part of all 

of it.  I think that the part of it was some of the budget and finance, and definitely, 

some of the school law stuff.  I mean, I think that was one of the most interesting-- 
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just knowing some of the legalities of the actual education process, that when you're 

in a classroom you don't know, and you don't know the whole depth. 

• I would say, and I don’t even know if it was a combination of where I was working 

as a teacher at the time or one particular class, but I would say looking at data and 

using that to be focused on the instructional aspect of it. 

• Okay.  I for sure liked the appraisal part, that was really good.  That was one of the 

ones that we felt really comfortable.  We had one professor, he was a superintendent 

for different states and he was our law professor.  The law class, for sure.  Not only 

just the textbook part but like he gave us real case scenarios that he was involved 

in. 

• Well, throughout the courses, I think I learned several things.  The first thing that I 

think I might have learned a little about is managing the budget.  They gave us an 

entire course on managing the budget and so that kind of gave me a little insight.  

But to be honest, if you ask me to go back and implement any of it, it would be very 

difficult and I would have to re-learn everything that they taught me.  Also the 

PDAS certification portion of it, that gave me some insight on evaluating teachers.  

But I think I would have benefited more on actually going into some classrooms 

and really seeing it in action.  The biggest thing that I've really took with me was 

utilizing the ethical values in decision-making.  So that's probably one of the biggest 

skills that I always try to remember is to maintain my ethics and be very ethical 

whenever I'm making decisions. 

• Well, I felt like some of the skills that I acquired in preparing to be an assistant 

principal, I remember some of them but not as many as I would like.  I know I 



70 
 

 

studied PDAS and then we had a multicultural class that was used to embrace 

diversity and deal with social situations and I also had a school law class that helped 

me prepare. 

• Yes, well, backtracking just a little bit, I was very fortunate because I had a very 

experienced leader where I was a teacher at and I started with a district in 2004.  

My principal that I worked under was very inclusive, very open, and very 

transparent, so she made it easy, because she was like, ‘You can shadow me or you 

can follow me or you can sit in and you can listen and you can see.’ So I was able 

to see budget, I was able to see observation, you know, feedback.  So the way she 

supported teachers, how to magnify on things that you're supposed to notice when 

you go into the classrooms, aside from the University focusing on the ILD and the 

PDAS aspect. 

• I think just more so, like for instance with us, knowing each other as assistant 

principals.  I know they talked a lot about collaborating with other leaders, you 

know, bouncing ideas off.  And so, I feel, you know, with me having a core group 

of friends that are also on the same boat as myself, and being able to call them and 

say, ‘Hey, how are you today?’ You know, ‘Hey, I have this issue.  What are your 

thoughts on this? How have you completed this?’ or, ‘Do you have something that 

you can send me on this?’ And so I do remember them saying, you know, ‘It's very 

good for you to collaborate with other leaders, and to gain more knowledge.’ I also 

really liked the law course, I feel that really gave background on policy. 

• Well, broadly, I would say I learned the basics of what I needed to know regarding 

the law, safety, parents, student rights, LPAC, all of that jazz.  I learned all of the 
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legal stuff I needed.  Quite a bit of situational preparation, you know how to give 

you the mock situation and you have to write about how you would handle it or 

respond to it.  Even got interview prep. 

• I believe that what were two major skills.  I love working with people and I felt that 

I had a lot more to offer outside of the classroom in a sense being able to assist 

teachers in providing a better education for students in the classroom, to effective 

instruction, planning and definitely also a passion for helping students achieve their 

goals. 

• I did the deficiency plan to be an educator, period.  The teaching part of it, I did it.  

I had to get certified to teach and then I went right back.  It took me a year to do the 

principal piece.  A lot of the things that prepared me were the classes because we 

had a lot of people come in from different districts to present.  It wasn't always the 

professors.  It was actual people who were working in school districts that came to 

present to our classes a lot. 
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Table 8 
 
Count of Participants’ Responses of Common Themes Related to Specific Skills Learned 
to Prepare for the Principalship 
 

Subjects Policy 
Course 

Ethics 
Course 

Law 
Course 

Finance and 
Budget 

Appraisal 
System 

Collaboration 

AP1 0 0 3 1 0 0 

AP2 1 0 0 0 0 0 

AP3 0 0 2 0 1 0 

AP4 0 1 0 2 1 0 

AP5 0 0 1 0 1 0 

AP6 0 0 0 1 1 0 

AP7 1 1 0 0 0 1 

AP8 0 0 1 0 0 0 

AP9 0 0 0 0 0 0 

P1 1 1 1 1 0 0 

Total 3 3 8 5 4 1 
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Figure 5. Count of participants’ responses of common themes related to specific skills 
learned to prepare for the principalship. 

 

Theme four: Crucial conversations. The fourth question asked, “What skills did 

you learn “on-the-job” that you would have been more knowledgeable about if it were 

learned in a preparatory program” revealed that the common theme from the participants 

was difficult and crucial conversations.  Difficult and crucial conversations was 

mentioned thirteen times from the ten study participants.  They overwhelmingly stated 

that it should definitely be a part of a quality principal preparation program and that the 

one attended by them lacked professional development in that area.  Although there were 

other aspects discussed, which are shown below, a majority of the participants in the 

study stated that they would have known how to have those conversations with staff had 

it been taught and modeled in the principal preparation program.  Participant’s 

descriptive responses are shown below along with the frequency data (Table 9) and 

pictorial model (Figure 6). 

• I think one of the things that's been really important to learn is those difficult 

conversations.  I can tell you that U of H didn't prepare me to have those difficult 
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conversations with teachers who weren't making the progress; like crucial 

conversations. 

• Definitely how to talk with teachers—like the hard talks.  Oh and the budget! 

• I believe finance and budgeting.  I still barely know how to do that! I wish I would 

have known more, especially since I am at a Title I campus.  Also, maybe how to 

have those conversations that the district calls, ‘crucial.’ 

• Now, I have a list that I can tell you because there is a lot of things that I learned 

on the job.  One of the biggest things is how to conduct ARDs.  I think that 

conducting ARDs is a big part of our job role description and I don't recall learning 

any of that during my actual preparatory courses.  So that I learned a lot of on the 

job experience.  Also being the LPAC administrator and we didn't truly learn 

anything about being LPAC administrators during our courses and so that's what -

- that's an area that I really also learned a lot on the job.  Another big one was also, 

although we had PDAS Certification training, actually being in the classrooms and 

knowing what to look for on our specific campus during our teacher evaluations, 

would have been a lot more meaningful to me than just sitting in a university 

classroom and watching a video about a teacher teaching, instead of actually seeing 

it in action and putting that in and actually practicing it.  The other thing would be 

where I had to document the struggling teachers and that was very difficult for me 

the very first time because, you know, I knew nothing about documenting the 

struggling teachers and discussing their pitfalls.  Actually going through it, through 

the entire process, I learned a lot.  I actually documented a teacher last year and she 

was non-renewed but that whole process was new to me and I wish I would have 
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known a little bit more about it before going into it.  The biggest part which is a big 

part of our job role is managing our discipline.  Really managing discipline, 

knowing what to do on the different cases, how to handle them, how to utilize the 

different systems that we are exposed to and that we have to use to put in the data.  

That's-all of that was new to me so all of that was on the job experience.  But I think 

that's about it [laughs]. 

• I would say I learned a lot more on the job and I think a big thing that I would've 

benefited from was more disciplinary action type classes and also how to coach 

teachers especially when it comes to professional or performance based 

evaluations.  Also would help to know a little bit more about T-TESS versus the 

old system.  I would have loved to sit in on some conferences, especially with those 

difficult teachers. 

• Oh yeah, the policy and guidelines, I know they’re universal, but they're more 

specific when you read them per district and school, because you have your 

handbooks and you have what the district is changing or moving are progressively 

implementing.  I had to educate myself on that.  I also would have benefited from 

just seeing how to handle a difficult teacher and discussing options with that 

teacher—like, non-renewal meetings or crucial conversations. 

• I learned so much on the job! A lot of the things that we know that a principal needs, 

the programs really are not preparing you for that.  And so, I think a lot of those 

serious roles, dealing with special education, dealing with scheduling, talking 

about, you know, ‘How do you deal with a difficult staff member? What does that 

look like’ as an administrator, how to have those hard conversations with teachers.  
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How do you grow teachers that are right where they need to be to help them be 

successful?’ I mean, like I said, you're an instructional leader, you're dealing with 

discipline, you're dealing with parents, you're dealing with the community, you 

know, you're dealing with appraising staff members, you're having to have crucial 

conversations.  And then if you're actually trying to move into the next step as a 

leader, principals deal with a lot of things such as master scheduling, they deal with, 

budget.  We don't get any experience with that. 

• One thing that might have been helpful would have been maybe more practical 

experience or practice-- not experience, practice. 

• Definitely understanding policies, consequences and how to deal with certain 

situations, especially dealing with the community, the parents, and just taking on 

new initiatives without knowing what are the restrictions.  Having a more in-depth 

training on the different systems that the school districts use.  Also, how to deal 

with difficult veteran teachers—having those conversations with them. 

• Well, the coursework, of course, they gave you the theory behind everything that 

you will do and kind of set you up.  Like, this might not be from the textbook but I 

know that there are some things I can take from that book and apply it.  The things 

that I learned was the coaching piece. 
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Table 9 
 
Count of Participants’ Responses of Common Themes Related to Specific Skills Learned 
to On-the-Job 
 
Subjects Crucial Conversations ARD Meetings Discipline Coaching 

AP1 1 0 0 0 

AP2 1 0 0 0 

AP3 1 0 0 0 

AP4 2 1 1 0 

AP5 1 0 1 0 

AP6 1 0 0 0 

AP7 3 1 1 0 

AP8 0 0 1 0 

AP9 2 0 0 0 

P1 1 1 1 2 

Total 13 3 5 2 
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Figure 6. Count of participants’ responses of common themes related to specific skills 
learned on the job. 

 

Theme five: Hands-on experiences and clinical practice. The fifth question 

asked, “Describe the skills that you learned from the preparatory program; how were they 

applicable to your daily responsibilities” revealed the participants’ common theme was the 

lack of hands-on experiences their program offered.  80% of the participants revealed that 

they were in need of hands-on experiences because it was not of quality in their principal 

preparation program.  Participants’ descriptive responses are shown below along with the 

numerical data (Table 10) and pictorial model (Figure 7). 

• I learned about communication.  That has really been applicable to my daily role as 

assistant principal.  The only thing though I did not get a lot of was hands-on real 

stuff, and that is truly the important part. 

• I think a lot of it from the program, and it could have been just my professors, it 

was a lot of that relationship piece and using whatever information you have, how 

to communicate that with your-- with your staff be it either good or bad. 

0

0.5

1

1.5

2

2.5

3

3.5

AP1 AP2 AP3 AP4 AP5 AP6 AP7 AP8 AP9 P1

Count of participants' responses of common themes related to 
specific skills learned on-the-job

Crucial Conversations ARD/Special Education Information Discipline Coaching



79 
 

 

• I think it would probably be the internship part because it's kind of like teaching, I 

guess.  They teach you so much from the textbook but in real life, it's not really like 

that.  I feel like, ‘Okay, even as an AP you learn about it but in real life, it's not 

black and white.’ I think our internship we just happened to have it whoever, 

whichever school we were at.  I think with me in a position where I was a teacher 

it was very hard for me to get time away from my kids so I could actually have 

helped with referrals and get to all the other stuff, that was my biggest issue.  I know 

my AP at that time, she was my mentor; really good.  She was actually given 

permission for me to use some of my sick days.  And put together subs so that I 

could spend like a whole entire day with her.  That, I think was much more realistic. 

• I mean, I can honestly tell you that the only two things that I can recall from the 

preparatory program is the ethics course where they really went really deep into 

telling us to remember how to make the right decisions and to base them on the 

right, right reasons and just maintain your ethical values when you're making those 

decisions.  That’s really something that's stuck with me and I think that's great 

because as an administrator, you have to work with a lot of adults and really make 

decisions about their careers and about the way that they're doing things.  We 

always have to consider, you know, their background kind of what they're going 

through before we just go into drastic decision-making.  I would have loved to 

actually see that in practice though.  Also, the PDAS certification portion.  It did 

give us some background information about PDAS, but not really an insight as to 

what we really have to do with the PDAS process.  And we're now going into T-

TESS, now we have to start all over. 
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• Daily application--I felt I learned a lot but I don't think a lot of the knowledge that 

I learned is useful to my everyday daily responsibilities.  I felt like I needed more 

training to be better equipped for the job –and definitely more hands-on experiences 

because they do that with teaching but I feel like with the APs, and even principals, 

we don't really do that so you really don't see before you go in what it necessarily 

looks like.  It would be different when someone tells you versus you seeing it first 

hand, how it was really going to be. 

• Good question because with regards to my daily application, I just feel like it would 

have helped to see things in actual practice, like documentation.  If you didn't write 

it didn't happen. 

• I think that maybe the overall thing for me is I felt-- honestly, and I will be honest 

to say when I left my program, I felt like I was really inspired.  Like really like, ‘Oh 

my gosh I want to be a principal tomorrow!’ Because I think, like I said, my 

professors were very knowledgeable, I felt like they got me eager to be a leader.  

And I felt like I went through the courses with a positive outlook.  I honestly can’t 

remember a specific skill though, like ‘Oh this is a skill that I can take away.’ That's 

kind of sad! I think it could’ve been because I never was able to get my hands wet.  

I didn’t have a clinical—I do remember that; not have many real hit the actual 

ground experiences. 

• The skillset required to dig deep into accountability data.  Back then the AEIS 

report was still going on.  They’ve done away with that now.  Back then it was still 

in place so we had an exercise where we had to comb through that thing with a fine 

tooth comb and answer questions.  And there was an internship piece attached to it, 
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however, I still didn't get the practical experience of writing up appraisals or 

anything because it was more just looking and not actual ‘field experience.’ 

• I think the main thing is always listening and always trying to understand a 

situation, diffusing a situation.  Whether it's with staff, students, with parents or the 

community.  Just always being fair and accepting whether it's a mistake.  Just 

accepting mistakes and making sure that it doesn't happen again. 

• Classroom management; how to manage a classroom, and how to help teachers 

manage student behaviors.  That's something that's not taught.  It's not textbook, 

because what they say in the book is not actually what happens in real life.  Parent 

interactions, how you handle upset parents.  Also, in this current position, just how 

to build relationships with staff and people.  You don't really learn that in the class.  

That's just something that's on the job, but we as new principals could definitely 

benefit from learning prior to. 
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Table 10 
 
Count of Participants’ Responses of Common Themes Related to Specific Skills Learned 
in Principal Preparatory Program Applicable to Daily Responsibilities 
 

Subjects Communication Relationships Lack of Clinical Experiences 

AP1 1 0 1 

AP2 1 1 0 

AP3 0 0 1 

AP4 0 0 1 

AP5 1 0 3 

AP6 0 0 1 

AP7 0 0 2 

AP8 0 0 1 

AP9 0 0 0 

P1 0 0 2 

Total 3 1 12 
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Figure 7. Count of participants’ responses of common themes related to specific skills 
learned in principal preparatory program applicable to daily responsibilities. 

 
Summary of results section 

 This chapter aimed to reveal the data from the content analysis of the participants’ 

responses about their principal preparation program attended.  The major commonalities 

found were that the courses offered in the principal preparation programs attended by the 

participants stood out as adequate; specifically, the law course.  In addition, many 

participants had practitioners teaching their courses as professors which is a critical 

aspect because it is always practical and more realistic to have professors leading the 

courses whom have walked in the shoes as a principal.  In addition, crucial conversations 

was a huge topic and yielded many responses with regards to wanting more training from 

the principal preparation programs.  Lastly, eight out of the ten school leaders 

interviewed shared that they would have benefited from having clinical experiences that 

allowed for hands-on practice for the principalship. 
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 The next chapter, Chapter 5, presents a detailed summary of the results with 

research to support the findings, implications for further research and a final conclusion 

of the study.   

 



 
 

 
 

Chapter V  

Conclusion 

 
Introduction 

 Principal preparation programs, which are designed to prepare individuals who 

aspire to be assistant principals and principals, continue to surface as lacking real-world 

experiences, misaligned with the realities of the position and non-rigorous.  Research 

proposed that many principals and campus leaders are only exposed to the most critical 

school issues once they are on-the-job; which is often too late (Prothero, 2017).  Many 

new leaders enter into the position with great excitement and anticipation that their 

preservice perceptions will mirror their reality.  More often than not, that it not the case.  

Trying to create a meaningful culture and environment in many schools, especially when 

the population of students does not match the teacher demographics, is not taught in 

traditional preparation programs for principals (Prothero, 2017).  Principal preparation 

programs are in need of revamping to become more aligned with real-world skills that 

will be applicable to the daily responsibilities of the campus leader.   

 This study investigated the extent to which assistant principals and principals’ 

preservice perceptions and skill sets learned solely from their preparation program, were 

applicable to their daily responsibilities of the role.  This was accomplished by analyzing 

the cognitive interview responses from the participants and comprehensively exploring 

their principal preparation programs.  This study also investigated what skill set was 

learned on-the-job, that would have been beneficial to learn before the role.  The 

principal investigator’s research was aimed towards accurately examining the 

participants’ responses about their principal preparation program for quality, coursework, 
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formality, and evaluating their overall preservice perceptions of the principalship.  The 

cognitive interviews addressed the following research question: 

1. Are leadership preparation programs equipping aspiring leaders with the 

knowledge, skill set, and attributes applicable to the real-world experience of school 

leadership? 

Discussion of the Results 

What university or institution did you receive your certification from to be an assistant 

principal? 

 The nine assistant principals and one principal interviewed all attended a 

university-based and not an online institution.  Some leaders had attended the same 

university but in different years.  The responses that they gave were similar from the 

concurrent universities.  Although online preparation programs produce more flexibility 

for the working individual, interestingly all participants attended face-to-face classes 

within their university for principal preparation.   

Describe your preparatory program and how it has contributed to your position. 

 Research suggests that high-quality programs include both faculty members 

knowledgeable in particular fields of expertise and practitioners (The Wallace 

Foundation, 2016, p.  9).  The majority of replies were about the general principal 

preparation courses as being a contribution to their current position, as well as having 

practitioners as professors.  Although there was no mention of specific courses, other 

than law, the coursework was one of the common themes.  There was no mention of 

practicum or clinical experiences.  The Wallace Foundation (2016) states that not all 

university-based coursework is aligned and does not always reflect principals’ real jobs.  
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Furthermore, effective preparatory programs should integrate hands-on experiences with 

practical coursework and receive valuable feedback from experienced practitioners 

(Darling-Hammond, 2007).    

What specific skills did you learn that prepared you to be an assistant principal? 

 Education law is a very critical piece within the principalship.  School leaders 

refer to the law books and district policies to address the daily vexing issues that arise in 

schools.  A principal’s knowledge of the education laws and policies are a critical factor 

in having effective systems in place conducive to the learning and safety of all students.  

An overwhelming amount of responses revealed that principal preparation programs are 

indeed providing the law information needed in order to be an effective school leader.  

80% of the participants responded about policy, ethics and/or school law.   

In public school law you have a basic legal framework, and within the framework 

you have the roles of state and federal governments, which together establish and operate 

the Texas school system (Walsh, Kemerer, and Maniotis, 2005, pg 1).  Within the realm 

of education, all school leaders should be familiar that everything is based solely from the 

law and there is a law for everything.  Ultimately, how to refer to law books and policy 

guided was a trending commonality amongst the participants, as well as knowing that 

understanding the law is critical.   

What skills did you learn “on-the-job” that you would have been more knowledgeable 

about if it were learned in a preparatory program?  

 Within the current accountability standards that campus leaders are held to, it is 

critical that a principal is well versed and trained in holding crucial conversations 

(Wilhelm, 2016).  Crucial conversations happen when a teacher is underperforming in the 
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area of student achievement, or when they do something unacceptable (Wilhelm, 2016).  

90% of the participants interviewed stated that they would have been much more 

comfortable and knowledgeable in the area of crucial conversations had they been trained 

on how to have those sort of conversations.  This was something that they had to learn 

on-the-job.  They stated that it would have been beneficial to see how to handle a difficult 

teacher or situation in a real setting.  The outcome of such critical situations is often 

determined on how the teacher receives the message from the campus leader conducting 

the crucial conversation meeting.  It is important that a preparation program exposes an 

aspiring campus leader to crucial conversations to be prepared when they arise.  Whether 

it’s dealing with a difficult parent, community stakeholder or a teacher, it is an 

interpersonal skill that a principal must possess and constantly polish in order to be 

effective and lawful.    

Describe the skills that you learned from the preparatory program; how were they 

applicable to your daily responsibilities? 

 Although this question was asked to address the skills learned within the 

preparatory programs to determine how they’re applicable to the daily responsibilities of 

the assistant principal or principal, 80% of the participants stated that there is a 

misalignment and lack of real world-experiences in the preparatory programs.  Thus, they 

were unable to completely narrow in on skills that were actually learned and transferred 

over into their current role and daily responsibilities.   

In a recent survey from the American Association of Colleges for Teacher 

Education (AACTE), it was revealed that aspiring principals should have intensive 

clinical experiences structured to provide candidates with adequate time and opportunity 
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to engage in authentic adult leadership work and reflective practice experiences (The 

Wallace Foundation, 2016, p.  10).   

The analyses of the cognitive interviews support what other studies have found.  

Principal preparation programs should accurately align the coursework and hands-on 

experiences with the daily responsibilities of the school leader.  Aspiring principals’ 

preservice perceptions are misaligned with reality and do not provide a realistic idea of 

the complexity of school decisions and issues faced daily by a principal.  Therefore, 

principal preparation programs need restructuring in order to provide clinical and 

practical experiences for individuals whom aspire to be a principal.  The analyses of the 

cognitive interviews support the need to redesign principal preparation by building on 

what we know from research and high-quality program models, including the provision 

of learning experiences that reflect the job of the principal (The Wallace Foundation, 

2016.) 

Implications for Further Research 

 The findings of this research provide implications for further research on principal 

preparation programs with regards to the misaligned perceptions that aspiring leaders are 

left with, after successful completion of the program.  Perhaps, future research could 

compare the differences between traditional and online principal preparatory programs.  

This could be conducted by utilizing several participants who received their principal 

preparation program solely online or face-to-face.   

 In addition, since this study allowed for principals and assistant principals to 

participate in the study, a future study could solely focus on interviewing principals 
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regarding their preservice perceptions about the principalship.  The study could begin at 

the end of the principal’s first year and ask questions such as: 

1. How did your principal preparation program align with your first year as a 

principal? 

2. Would you say that you felt well prepared to take on the role of the principal, 

after completion of your preparation program? 

3. What were some of the skills that you would have liked to learn in the principal 

preparation program that you had to learn as a first year principal? 

4. If you could go back and help redesign a principal preparation program, what 

would you add? Why? 

5. How do your preservice perceptions align with your work of a first year 

principal? 

Principal preparation programs that are aligned with the actual daily responsibilities of 

the school leader are critical because many principals are finding that they are having to 

learn on-the-job. 

Considering this study is made up of nine females and one male, a future study 

could compare the preservice perceptions of female versus male assistant principals and 

principals.  The study could consist of cognitive interviews that would be analyzed to 

determine the commonalities and themes amongst the males and females in their current 

school leadership role.    

Ultimately, identifying school leaders’ preservice perceptions of their current role 

based on their principal preparation program and in comparison to their daily 

responsibilities of the role, could lead to the development of a strengthened and robust 
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principal preparation program.  The principal preparation program could be refined and 

truly mirror the daily responsibilities of the principal.  The program could help 

individuals aspiring to be a leader to have more aligned preservice perceptions, and 

perhaps know more of what their job role truly consists of.   

Lastly, a future study could include only principals within their first through fifth 

year to compare their principal experiences to the principal preparation programs 

attended.   

Conclusion 

 While the research is clear that school leaders matter to teacher effectiveness and 

student achievement – and there is an emerging consensus on the components of 

high-quality preparation – the field has not kept pace with the need for change (The 

Wallace Foundation, 2016, p.  16).  Principal preparation programs need to be 

restructured, redesigned and defined to include field-based, clinical, and practical 

experiences for individuals aspiring to be a principal.  In addition, the field of education 

is the only profession in which it is allowed to have outside people train educators.  It is 

critical to have practitioners within the preparation program to be able to give realistic 

information to aspiring leaders, since they have walked in the shoes of campus leaders.  

According to The Wallace Foundation, a high-quality curriculum that emphasizes the 

skills principals most need (the ability to be instructional leaders rather than, say, experts 

in school law) and enables candidates to practice important job skills, such as giving 

feedback to teachers, would be beneficial to candidates (2016, p.10).  This aligns with the 

cognitive interview data that shows 90% of participants stated they would have benefited 

from learning how to have crucial conversations.  This could be established through field 
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based internships that expose the reality of the daily responsibilities to aspiring 

principals.   

 The field of education is ever-changing and principals are held accountable for 

more and more each day.  The Every Student Succeeds Act (ESSA) claims to maintain an 

expectation that there will be progress through accountability and ensure all students 

reach their highest potential and graduate, even within the under-performing schools.  

Thus, it is critical for principal preparation programs to provide the best [aligned with 

reality] development to have a high quality principal in every school building.  The 

principal, as well as the entire campus leadership team, serve as the catalyst for teachers 

to be able to provide quality instruction to students and ultimately give them the best 

possible education that they deserve.   Principals must wear many hats and in order for 

their preservice perceptions to not be misaligned, principal preparation programs must 

provide the skill set applicable to the daily responsibilities of the campus school leader.   

According to The Wallace Foundation, university-based principal preparation is 

still, largely, not as effective as it needs to be to produce the leaders our nation’s schools 

and students require (2016, p.  6).  The knowledge, skill set and attributes learned in 

principal preparation programs are misaligned with the daily responsibilities of the role. 

Principal preparation programs serve a critical purpose to teach and inspire future campus 

leaders.  It is important that they provide realistic models, in order for future principals to 

develop the necessary skill set needed, to be an effective school leader and have aligned 

perceptions going into the role. 
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Cognitive Interview Questions 

1. What university or institution did you receive your certification from to be an assistant 

principal? 

2. Describe your preparatory program and how it has contributed to your position. 

3. What specific skills did you learn that prepared you to be an assistant principal? 

4. What skills did you learn “on-the-job” that you would have been more knowledgeable 

about if it were learned in a preparatory program?  

5. Describe the skills that you learned from the preparatory program; how were they 

applicable to your daily responsibilities? 

This project has been reviewed by the University of Houston Committee for the Protection of  
Human Subjects (713) 743-9204 
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UNIVERSITY OF HOUSTON 
CONSENT TO PARTICIPATE IN RESEARCH 

 
 
 
PROJECT TITLE: Principal preparatory programs: from perceptions tor reality 
 
 
You are being invited to take part in a research project conducted by Trenae Hill from 
the College of Education at the University of Houston.  This study is part of a doctoral 
thesis which is a requirement of the program.  This study is being conducted under the 
supervision of Dr.  Wayne Emerson.    
 
NON-PARTICIPATION STATEMENT 

 
Taking part in the research project is voluntary and you may refuse to take part or 
withdraw at any time without penalty or loss of benefits to which you are otherwise 
entitled.  You may also refuse to answer any research-related questions that make you 
uncomfortable.   
 
PURPOSE OF THE STUDY 

 
The purpose of the study is to focus on perceptions that teachers and content specialists 
had prior to becoming an assistant principal.  The study will analyze assistant principal’s 
preparatory programs to determine their effectiveness and if the programs gave them 
the knowledge, attributes and skill set applicable to the real world experience.  The 
information gained from the study will help preparatory programs and their quality as it 
relates to the role of the assistant principal.  The study will take 4-6 months for 
completion.  The audiotaped interviews will take place as scheduled over two months 
and will be transcribed for accuracy.   
 
PROCEDURES 

 
A total of 10 subjects at 10 locations will be invited to take part in this project.  You will 
be one of approximately 10 subjects invited to take part in this study.  The research 
design is a cognitive interview conducted by the researcher, Trenae Hill.  The research 
study interview process will consist of five open ended interview questions.  The 
cognitive interviews will take place in the confidential offices of ten assistant principals 
serving as participants and their respective campuses in Fort Bend ISD.  The five open 
ended interview questions will be asked to the study participants, as well as follow up 
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questions if their responses permit.  The interview will be audiotaped and transcribed for 
accuracy.  The responses in the interview will serve as data and will be analyzed for the 
use of this study.  The data will be examined to look for trends, and similarity and 
differences within various preparatory programs.  The interview will be approximately 45 
minutes.  The questions that will be asked are: 
 
 

1. What university or institution did you receive your certification from to be an 
assistant principal? 

2. Describe your preparatory program and how it has contributed to your position. 
3. What specific skills did you learn that prepared you to be an assistant principal? 
4. What skills did you learn “on-the-job” that you would have been more 

knowledgeable about if it were learned in a preparatory program?  
5. Describe the skills that you learned from the preparatory program; how were 

they applicable to your daily responsibilities? 
 
CONFIDENTIALITY  

 
Every effort will be made to maintain the confidentiality of your participation in this 
project.  Each subject’s name will be paired with a code number by the principal 
investigator.  This code number will appear on all written materials.  The list pairing the 
subject’s name to the assigned code number will be kept separate from all research 
materials and will be available only to the principal investigator.  Confidentiality will be 
maintained within legal limits. 
 
RISKS/DISCOMFORTS 

 
There are no foreseeable risks involved with the participation of this study. 
 
BENEFITS 

 
While you will not directly benefit from participation, your participation may help 
investigators better understand the effectiveness and quality of leadership preparatory 
programs. 
 
ALTERNATIVES 

 
Participation in this project is voluntary and the only alternative to this project is non-
participation. 
 
PUBLICATION STATEMENT 

 
The results of this study may be published in scientific journals, professional 
publications, or educational presentations; however, no individual subject will be 
identified.    
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AGREEMENT FOR THE USE OF AUDIO/VIDEO TAPES  

 
If you consent to take part in this study, please indicate whether you agree to be audio 
taped during the study by checking the appropriate box below.  If you agree, please also 
indicate whether the audio tapes can be used for publication/presentations. 

 
� I agree to be audio taped during the interview. 

� I agree that the audio tape(s) can be used in publication/presentations. 
� I do not agree that the audio tape(s) can be used in 

publication/presentations. 
� I do not agree to be audio taped during the interview.   

 
If you do not agree to being audiotaped, you may not participate in this study. 

 
CIRCUMSTANCES FOR DISMISSAL FROM PROJECT   

 
Your participation in this project may be terminated by the principal investigator if you do 
not keep study appointments. 
 
 
 
 
SUBJECT RIGHTS 
 
1. I understand that informed consent is required of all persons participating in this 

project.   
 

2. I have been told that I may refuse to participate or to stop my participation in this 
project at any time before or during the project.  I may also refuse to answer any 
question. 
 

3. Any risks and/or discomforts have been explained to me, as have any potential 
benefits.   
 

4. I understand the protections in place to safeguard any personally identifiable 
information related to my participation. 
 

5. I understand that, if I have any questions, I may contact Trenae Hill at (281) 634-
7887.  I may also contact Dr.  Wayne Emerson faculty sponsor, at (713) 743-7597. 
 

6. Any questions regarding my rights as a research subject may be addressed to 
the University of Houston Committee for the Protection of Human Subjects 
(713-743-9204).  All research projects that are carried out by Investigators at 
the University of Houston are governed be requirements of the University and 
the federal government.   
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SIGNATURES 
 
I have read (or have had read to me) the contents of this consent form and have 
been encouraged to ask questions.  I have received answers to my questions to 
my satisfaction.  I give my consent to participate in this study, and have been 
provided with a copy of this form for my records and in case I have questions as 
the research progresses.   
 
 
Study Subject (print name): ________________________________________________  
 
Signature of Study Subject: ________________________________________________  
 
Date: __________________________________________________________________  
 
--------------------------------------------------------------------------------------------------------------------- 
 
I have read this form to the subject and/or the subject has read this form.  An 
explanation of the research was provided and questions from the subject were 
solicited and answered to the subject’s satisfaction.  In my judgment, the subject 
has demonstrated comprehension of the information.   
 
 
Principal Investigator (print name and title): ____________________________________  
 
Signature of Principal Investigator: __________________________________________  
 
Date:  
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Professional Standards for Educational Leaders 

Standard 1: Mission, vision and core value 

Effective educational leaders develop, advocate, and enact a shared mission, vision, and 

core values of high-quality education and academic success and well-being of each 

student. 

Effective leaders: 

a) Develop an educational mission for the school to promote the academic success 

and well-being of each student. 

b) In collaboration with members of the school and the community and using 

relevant data, develop and promote a vision for the school on the successful 

learning and development of each child and on instructional and organizational 

practices that promote such success. 

c) Articulate, advocate, and cultivate core values that define the school’s culture 

and stress the imperative of child-centered education; high expectations and 

student support; equity, inclusiveness, and social justice; openness, caring, and 

trust; and continuous improvement. 

d) Strategically develop, implement, and evaluate actions to achieve the vision for 

the school. 

e) Review the school’s mission and vision and adjust them to changing 

expectations and opportunities for the school, and changing needs and situations 

of students. 

f) Develop shared understanding of and commitment to mission, vision, and core 

values within the school and the community 
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g) Model and pursue the school’s mission, vision, and core values in all aspects of 

leadership. 

Standard 2: Ethics and professional norms 
 
Effective educational leaders act ethically and according to professional norms to 

promote each student’s academic success and well-being. 

Effective leaders: 

a) Act ethically and professionally in personal conduct, relationships with others, 

decision making, stewardship of the school’s resources, and all aspects of school 

leadership. 

b) Act according to and promote the professional norms of integrity, fairness, 

transparency, trust, collaboration, perseverance, learning, and continuous 

improvement. 

c) Place children at the center of education and accept responsibility for each 

student’s academic success and well-being. 

d) Safeguard and promote the values of democracy, individual freedom and 

responsibility, equity, social justice, community, and diversity. 

e) Lead with interpersonal and communication skill, social-emotional insight, and 

understanding of all students’ and staff members’ backgrounds and cultures. 

f) Provide moral direction for the school and promote ethical and professional 

behavior among faculty and staff. 

Standard 3: Equity and cultural responsiveness 

Effective educational leaders strive for equity of educational opportunity and culturally 

responsive practices to promote each student’s academic success and well-being. 
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Effective leaders: 

a) Ensure that each student is treated fairly, respectfully, and with an 

understanding of each student’s culture and context. 

b) Recognize, respect, and employ each student’s strengths, diversity, and culture 

as assets for teaching and learning. 

c) Ensure that each student has equitable access to effective teachers, learning 

opportunities, academic and social support, and other resources necessary for 

success. 

d) Develop student policies and address student misconduct in a positive, fair, and 

unbiased manner. 

e) Confront and alter institutional biases of student marginalization, deficit-based 

schooling, and low expectations associated with race, class, culture and language, 

gender and sexual orientation, and disability or special status. 

f) Promote the preparation of students to live productively in and contribute to the 

diverse cultural contexts of a global society. 

g) Act with cultural competence and responsiveness in their interactions, decision 

making, and practice. 

h) Address matters of equity and cultural responsiveness in all aspects of 

leadership. 

Standard 4: Curriculum, instruction and assessment 

Effective educational leaders develop and support intellectually rigorous and coherent 

systems of curriculum, instruction, and assessment to promote each student’s academic 

success and well-being. 
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Effective leaders: 

a) Implement coherent systems of curriculum, instruction, and assessment that 

promote the mission, vision, and core values of the school, embody high 

expectations for student learning, align with academic standards, and are 

culturally responsive. 

b) Align and focus systems of curriculum, instruction, and assessment within and 

across grade levels to promote student academic success, love of learning, the 

identities and habits of learners, and healthy sense of self. 

c) Promote instructional practice that is consistent with knowledge of child 

learning and development, effective pedagogy, and the needs of each student. 

d) Ensure instructional practice that is intellectually challenging, authentic to 

student experiences, recognizes student strengths, and is differentiated and 

personalized. 

e) Promote the effective use of technology in the service of teaching and learning. 

f) Employ valid assessments that are consistent with knowledge of child learning 

and development and technical standards of measurement. 

g) Use assessment data appropriately and within technical limitations to monitor 

student progress and improve instruction. 

Standard 5: Community of care and support for students 

Effective educational leaders cultivate an inclusive, caring, and supportive school 

community that promotes the academic success and well-being of each student. 

Effective leaders: 
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a) Build and maintain a safe, caring, and healthy school environment that meets 

that the academic, social, emotional, and physical needs of each student. 

b) Create and sustain a school environment in which each student is known, 

accepted and valued, trusted and respected, cared for, and encouraged to be an 

active and responsible member of the school community. 

c) Provide coherent systems of academic and social supports, services, 

extracurricular activities, and accommodations to meet the range of learning 

needs of each student. 

d) Promote adult-student, student-peer, and school-community relationships that 

value and support academic learning and positive social and emotional 

development. 

e) Cultivate and reinforce student engagement in school and positive student 

conduct. 

f) Infuse the school’s learning environment with the cultures and languages of the 

school’s community. 

Standard 6: Professional capacity of school personnel 

Effective educational leaders develop the professional capacity and practice of school 

personnel to promote each student’s academic success and well-being. 

Effective leaders: 

a) Recruit, hire, support, develop, and retain effective and caring teachers and 

other professional staff and form them into an educationally effective faculty. 

b) Plan for and manage staff turnover and succession, providing opportunities for 

effective induction and mentoring of new personnel. 
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c) Develop teachers’ and staff members’ professional knowledge, skills, and 

practice through differentiated opportunities for learning and growth, guided by 

understanding of professional and adult learning and development. 

d) Foster continuous improvement of individual and collective instructional 

capacity to achieve outcomes envisioned for each student. 

e) Deliver actionable feedback about instruction and other professional practice 

through valid, research-anchored systems of supervision and evaluation to support 

the development of teachers’ and staff members’ knowledge, skills, and practice. 

f) Empower and motivate teachers and staff to the highest levels of professional 

practice and to continuous learning and improvement. 

g) Develop the capacity, opportunities, and support for teacher leadership and 

leadership from other members of the school community. 

h) Promote the personal and professional health, well-being, and work-life 

balance of faculty and staff. 

i) Tend to their own learning and effectiveness through reflection, study, and 

improvement, maintaining a healthy work-life balance. 

Standard 7: Professional community for teachers and staff 

Effective educational leaders foster a professional community of teachers and other 

professional staff to promote each student’s academic success and well-being. 

Effective leaders: 

a) Develop workplace conditions for teachers and other professional staff that 

promote effective professional development, practice, and student learning. 
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b) Empower and entrust teachers and staff with collective responsibility for 

meeting the academic, social, emotional, and physical needs of each student, 

pursuant to the mission, vision, and core values of the school. 

c) Establish and sustain a professional culture of engagement and commitment to 

shared vision, goals, and objectives pertaining to the education of the whole child; 

high expectations for professional work; ethical and equitable practice; trust and 

open communication; collaboration, collective efficacy, and continuous individual 

and organizational learning and improvement. 

d) Promote mutual accountability among teachers and other professional staff for 

each student’s success and the effectiveness of the school as a whole. 

e) Develop and support open, productive, caring, and trusting working 

relationships among leaders, faculty, and staff to promote professional capacity 

and the improvement of practice. 

f) Design and implement job-embedded and other opportunities for professional 

learning collaboratively with faculty and staff. 

g) Provide opportunities for collaborative examination of practice, collegial 

feedback, and collective learning. 

h) Encourage faculty-initiated improvement of programs and practices. 

Standard 8: Meaningful engagement of families and community 

Effective educational leaders engage families and the community in meaningful, 

reciprocal, and mutually beneficial ways to promote each student’s academic success and 

well-being. 
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Effective leaders: 

a) Are approachable, accessible, and welcoming to families and members of the 

community. 

b) Create and sustain positive, collaborative, and productive relationships with 

families and the community for the benefit of students. 

c) Engage in regular and open two-way communication with families and the 

community about the school, students, needs, problems, and accomplishments. 

d) Maintain a presence in the community to understand its strengths and needs, 

develop productive relationships, and engage its resources for the school. 

e) Create means for the school community to partner with families to support 

student learning in and out of school. 

f) Understand, value, and employ the community’s cultural, social, intellectual, 

and political resources to promote student learning and school improvement. 

g) Develop and provide the school as a resource for families and the community. 

h) Advocate for the school and district, and for the importance of education and 

student needs and priorities to families and the community. 

i) Advocate publicly for the needs and priorities of students, families, and the 

community. 

j) Build and sustain productive partnerships with public and private sectors to 

promote school improvement and student learning. 

Standard 9: Operations and management 

Effective educational leaders manage school operations and resources to promote each 

student’s academic success and well-being. 
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Effective leaders: 

a) Institute, manage, and monitor operations and administrative systems that 

promote the mission and vision of the school. 

b) Strategically manage staff resources, assigning and scheduling teachers and 

staff to roles and responsibilities that optimize their professional capacity to 

address each student’s learning needs. 

c) Seek, acquire, and manage fiscal, physical, and other resources to support 

curriculum, instruction, and assessment; student learning community; professional 

capacity and community; and family and community engagement. 

d) Are responsible, ethical, and accountable stewards of the school’s monetary 

and nonmonetary resources, engaging in effective budgeting and accounting 

practices. 

e) Protect teachers’ and other staff members’ work and learning from disruption. 

f) Employ technology to improve the quality and efficiency of operations and 

management. 

g) Develop and maintain data and communication systems to deliver actionable 

information for classroom and school improvement. 

h) Know, comply with, and help the school community understand local, state, and 

federal laws, rights, policies, and regulations so as to promote student success. 

i) Develop and manage relationships with feeder and connecting schools for 

enrollment management and curricular and instructional articulation. 

j) Develop and manage productive relationships with the central office and school 

board. 
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k).  Develop and administer systems for fair and equitable management of conflict 

among students, faculty and staff, leaders, families, and community. 

l) Manage governance processes and internal and external politics toward 

achieving the school’s mission and vision. 

Standard 10: School improvement 

Effective educational leaders act as agents of continuous improvement to promote each 

student’s academic success and well-being. 

Effective leaders: 

a) Seek to make school more effective for each student, teachers and staff, 

families, and the community. 

b) Use methods of continuous improvement to achieve the vision, fulfill the 

mission, and promote the core values of the school. 

c) Prepare the school and the community for improvement, promoting readiness, 

an imperative for improvement, instilling mutual commitment and accountability, 

and developing the knowledge, skills, and motivation to succeed in improvement. 

d) Engage others in an ongoing process of evidence-based inquiry, learning, 

strategic goal setting, planning, implementation, and evaluation for continuous 

school and classroom improvement. 

e) Employ situationally-appropriate strategies for improvement, including 

transformational and incremental, adaptive approaches and attention to different 

phases of implementation. 
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f) Assess and develop the capacity of staff to assess the value and applicability of 

emerging educational trends and the findings of research for the school and its 

improvement. 

g) Develop technically appropriate systems of data collection, management, 

analysis, and use, connecting as needed to the district office and external partners 

for support in planning, implementation, monitoring, feedback, and evaluation. 

h) Adopt a systems perspective and promote coherence among improvement 

efforts and all aspects of school organization, programs, and services. 

i) Manage uncertainty, risk, competing initiatives, and politics of change with 

courage and perseverance, providing support and encouragement, and openly 

communicating the need for, process for, and outcomes of improvement efforts. 

j) Develop and promote leadership among teachers and staff for inquiry, experimentation 

and innovation, and initiating and implementing improvement (National Board Policy for 

Educational Administration, 2015). 
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Principal Certification Standards for the State of Texas 
Texas Administrative Code, Chapter 241 

 
1.  Learner-Centered Values and Ethics of Leadership.  A principal is an 

educational leader who promotes the success of all students by acting with 

integrity and fairness and in an ethical manner.  At the campus level, a principal 

understands, values, and is able to:  

• model and promote the highest standard of conduct, ethical principles, and 

integrity in decision making, actions, and behaviors;  

• implement policies and procedures that encourage all campus personnel to 

comply with Chapter 247 of this title (relating to Educators' Code of 

Ethics);  

• model and promote the continuous and appropriate development of all 

learners in the campus community;  

• promote awareness of learning differences, multicultural awareness, 

gender sensitivity, and ethnic appreciation in the campus community; and  

• articulate the importance of education in a free democratic society.   

2.   Learner-Centered Leadership and Campus Culture.  A principal is an 

educational leader who promotes the success of all students and shapes campus 

culture by facilitating the development, articulation, implementation, and 

stewardship of a vision of learning that is shared and supported by the school 

community.  At the campus level, a principal understands, values, and is able to:  
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• create a campus culture that sets high expectations, promotes learning, and 

provides intellectual stimulation for self, students, and staff;  

• ensure that parents and other members of the community are an integral 

part of the campus culture;  

• use strategies to ensure the development of collegial relationships and 

effective collaboration of campus staff;  

• respond appropriately to the diverse needs of individuals within the 

community in shaping the campus culture;  

• use emerging issues, trends, demographic data, knowledge of systems, 

campus climate inventories, student learning data, and other information 

to develop a campus vision and plan to implement the vision;  

• facilitate the collaborative development of a shared campus vision that 

focuses on teaching and learning;  

• facilitate the collaborative development of a plan in which objectives and 

strategies to implement the campus vision are clearly articulated;  

• align financial, human, and material resources to support the 

implementation of the campus vision;  

• establish processes to assess and modify the plan of implementation to 

ensure achievement of the campus vision;  

• support innovative thinking and risk-taking efforts of everyone within the 

school community and view unsuccessful experiences as learning 

opportunities; and  
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• acknowledge, recognize, and celebrate the contributions of students, staff, 

parents, and community members toward the realization of the campus 

vision.   

3.  Learner-Centered Human Resources Leadership and Management.  A principal is 

an educational leader who promotes the success of all students by implementing a 

staff evaluation and development system to improve the performance of all staff 

members, selects and implements appropriate models for supervision and staff 

development, and applies the legal requirements for personnel management.  At the 

campus level, a principal understands, values, and is able to:  

• collaboratively develop, implement, and revise a comprehensive and on-

going plan for professional development of campus staff that addresses 

staff needs and aligns professional development with identified goals;  

• facilitate the application of adult learning and motivation theory to all 

campus professional development, including the use of appropriate 

content, processes, and contexts;  

• ensure the effective implementation of the professional development plan 

by allocation of appropriate time, funding, and other needed resources;  

• implement effective, legal, and appropriate strategies for the recruitment, 

selection, assignment, and induction of campus staff;  

• use formative and summative evaluation processes appropriate to the 

position held to further develop the knowledge and skills of campus staff; 

diagnose and improve campus organizational health and morale through 



132 
 

 

the implementation of strategies designed to provide on-going support to 

campus staff members; and  

• engage in on-going, meaningful, and professional growth activities to 

further develop necessary knowledge and skills and to model lifelong 

learning.   

4.  Learner-Centered Communications and Community Relations.  A principal is 

an educational leader who promotes the success of all students by collaborating 

with families and community members, responding to diverse community 

interests and needs, and mobilizing community resources.  At the campus level, a 

principal understands, values, and is able to:  

• demonstrate effective communication through oral, written, auditory, and 

nonverbal expression;  

• use effective conflict management and group consensus building skills;  

• implement effective strategies to systematically gather input from all 

campus stakeholders;  

• develop and implement strategies for effective internal and external 

communications;  

• develop and implement a comprehensive program of community relations, 

which uses strategies that will effectively involve and inform multiple 

constituencies, including the media;  

• provide varied and meaningful opportunities for parents to be engaged in 

the education of their children;  
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• establish partnerships with parents, businesses, and other groups in the 

community to strengthen programs and support campus goals; and  

• respond to pertinent political, social, and economic issues that exist in the 

internal and external environment.   

5.  Learner-Centered Organizational Leadership and Management.  A principal is 

an educational leader who promotes the success of all students through leadership 

and management of the organization, operations, and resources for a safe, 

efficient, and effective learning environment.  At the campus level, a principal 

understands, values, and is able to:  

• implement appropriate management techniques and group processes to 

define roles, assign functions, delegate authority, and determine 

accountability for campus goal attainment;  

• gather and organize information from a variety of sources for use in 

creative and effective campus decision making;  

• frame, analyze, and creatively resolve campus problems using effective 

problem-solving techniques to make timely, high-quality decisions;  

• develop, implement, and evaluate change processes for organizational 

effectiveness;  

• implement strategies that enable the physical plant, equipment, and 

support systems to operate safely, efficiently, and effectively to maintain a 

conducive learning environment;  
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• apply local, state, and federal laws and policies to support sound decisions 

while considering implications related to all school operations and 

programs;  

• acquire, allocate, and manage human, material, and financial resources 

according to school district policies and campus priorities;  

• collaboratively plan and effectively manage the campus budget;  

• use technology to enhance school management; and  

• use effective planning, time management, and organization of work to 

maximize attainment of school district and campus goals.   

6.  Learner-Centered Curriculum Planning and Development.  A principal is an 

educational leader who promotes the success of all students by facilitating the design 

and implementation of curricula and strategic plans that enhance teaching and 

learning; alignment of curriculum, curriculum resources, and assessment; and the 

use of various forms of assessment to measure student performance.  At the campus 

level, a principal understands, values, and is able to:  

• use emerging issues, occupational and economic trends, demographic data, 

student learning data, motivation theory, learning theory, legal requirements, 

and other information as a basis for campus curriculum planning;  

• facilitate the use of sound research-based practice in the development and 

implementation of campus curricular, co-curricular, and extracurricular 

programs; facilitate campus participation in collaborative school district 

planning, implementation, monitoring, and curriculum revision to ensure 

appropriate scope, sequence, content, and alignment;  
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• facilitate the use and integration of technology, telecommunications, and 

information systems to enrich the campus curriculum; and  

• facilitate the effective coordination of campus curricular, co-curricular, and 

extracurricular programs in relation to other school district programs.   

7.  Learner-Centered Instructional Leadership and Management.  A principal is an 

educational leader who promotes the success of all students by advocating, nurturing, 

and sustaining a campus culture and instructional program conducive to student 

learning and staff professional growth.  At the campus level, a principal understands, 

values, and is able to:  

• facilitate the development of a campus learning organization that supports 

instructional improvement and change through an on-going study of relevant 

research and best practice;  

• facilitate the implementation of sound, research-based instructional strategies, 

decisions, and programs in which multiple opportunities to learn and be 

successful are available to all students;  

• implement special campus programs to ensure that all students are provided 

quality, flexible instructional programs and services to meet individual student 

needs (i.e., guidance and counseling programs and services);  

• use interpretation of formative and summative data from a comprehensive 

student assessment program to develop, support, and improve campus 

instructional strategies and goals;  

• facilitate the use and integration of technology, telecommunications, and 

information systems to enhance learning;  
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• facilitate the implementation of sound, research-based theories and techniques 

of classroom management, student discipline, and school safety to ensure an 

environment conducive to teaching and learning;  

• facilitate the development, implementation, evaluation, and refinement of 

student activity programs to fulfill academic, developmental, social, and 

cultural needs; and  

• acquire and allocate sufficient instructional resources on the campus in the 

most equitable manner to support and enhance student learning (TAC: 

Chapter 241, 2016). 
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