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ABSTRACT

This study aimed to investigate the perceptions of principals. vice principals. and
teachers on sclection criteria and recruitment procedures for Al Ain public school
principals. The study was guided by three research questions and used the quantitative
research method. Data for this study were collected through a questionnaire divided into
three sections. The first section included demographic information of participants. The
second part included 48 items about recruitment and selection. which measure agreement
or disagreement of participants over the items in the five components. These components
were application requirements. selection responsibility, selection methods. selection
criteria. and recruiting procedures. The third part included an open-ended question
eliciting participants' suggestions for improving the recruitment and selection of school
principals. The questionnaire was sent to Al Ain public schools, and was completed by
550 male and female participants of principals, vice principals. and teachers. The means
and standard deviations were used to describe the perceptions of school principals, vice
principals. and school teachers on the five components mentioned above. Then, statistical
analysis (i.e.. means and standard deviations) was used for descripting the perceptions.
The Mann-Whitney Test was used to find out whether perceptions of participants diftered
according to gender and the Chi-Square test was used to find out whether perceptions
differed according to position and cycle. The results of the study showed general
agreement of participants on the five components of recruitment and selection.
Interestingly, agreement tluctuated on some items such as the language requirement, who
should have responsibility for selection, and duration and conditions of recruitment.
Regarding gender, the study found that male and female participants in the sample

generally had not had significant differences in their views about the five components but



there were difference on individual items. Regarding position. the study found that
principals. vice principals. and teachers had significant differences in their views.
Teachers reported highest agreement scores while the principals reported the lowest
agreement scores for all the five sections of recruitment and selection. According to
school cycle. the study found significant differences in the application requirements and
selection responsibility components. Cycle 3 participants reported highest scores for

those sections. The study concluded with some recommendations for policy and practice.
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CHAPTER ONE: INTRODUCTION

Background
A central element of most definitions of leadership is that it involves a process of

influence (OECD. 2001a). According to O'Brien (2008). leadership implies a capacity to
make decisions. to set a direction with and for a group of people (p. 3). At the core of
most definitions of leadership are two functions: providing direction and exercising

influence (Leithwood. 2003).

Bush and Glover (2003) define leadership as a process of influence leading to the
achievement of desired purposes. It involves inspiring and supporting others towards the
achievement of a vision for the =chool which is based on clear personal and professional
values. Caldwell. Leithwood. and Murphy (2003) define management as the
implementation of school policies and the efficient and effective maintenance ot school
activities. Kotter (1996, p. 11) offers an even more succinct definition. He indicates that
leadership is concerned with establishing direction. aligning people. motivating and
inspiring. while management involves planning and budgeting, controlling and problem
solving. and organizing and staffing.

The importance of leadership in leading organizations is emphasized in many
writings. Simply leadership is considered one of the most important tactors for the
success of any organization (Thody. 2000). Coles and Southworth (2005) argue that in
the tield of education. effective leadership is critical to a school’s success because “the
quality of leadership can make a ditterence between a school which struggles and one

which strives for the highest levels of attainment. between a school where pupils and staff



are pulling in different directions and one where everyone collaborates and works
towards a shared purpose™ (p. 17}.

O'Brien (2008) argues that effective school leaders possess “the capacity to
generate a vision with associated objectives and can provide a map or means of how to
achieve the mission™ (p. 35). Sergiovanni (2001) argues that it “is not by chance that
some leaders are more effective than others. even when all are faced with similar
demands and constraints™ (p. 2). He argues that effective leaders have a better
understanding of how the worlds of schooling and school leadership work. They have
their skills of getting people connected to each other, to their work. and to their
responsibilities.

Research shows that the school principal has a significant impact on student
achievement and the knowledge. skills. and dispositions that a principal brings to the
leadership of a school attect nearly all tacets of the learning environment (New Schools
Venture Fund. 2008). School culture. teacher quality and retention. statt professional
development. student behavior. and parent satisfaction are all influenced by the principal
(p- 5). Eftective school leadership is essential to improve the efficiency and effectiveness
of schools. Leadership can contribute to improve student learning by shaping the
conditions and climate in which teaching and learning occur (OECD. 2008).

In Ontario (2001). Begley & Johansson. 2003. and Walker. Begley & Dimmock,
2000. researchers developed profiles of school leaders with a comprehensive image of
effective leadership and identified the key functions. All three profiles incorporate
descriptors of effective practice relating to three common key dimensions: management

of school culture. instructional leadership. and organizational management. These



researchers provided growth strands for school leadership to show that school principals
have changed. Growth strands described and identified by the writing teams described
school leadership practices in their respective countries. The growth strands described in
the protiles show that school principals’ practices have changed over five dimensions:
from a tendency towards reactive responses to proactive responses: from reliance on
personal preferences in decision making to a focus on consensus, to an outcomes-based
focus. and to sensitivity to and accommodation of multiple environmental influences;
from rigid adherence to tixed procedures to procedural flexibility, and to conceptual
fidelity: and from in-school focus to interschool focus to school within a greater
community focus: and from limited repertoire to a broad repertoire of strategies (Beglev.
2008. p. 28-29).

In line with these changes. the roles and responsibilities of school leaders have
expanded and intensified. Given the increased autonomy and accountability of schools.
leadership at the school level is more important than ever (OECD, 2008. p. 4). In today’s
climate of heightened expectations for more student achievement. principals are
pressured to improve the quality of teaching and the learning of students. Principals are
seen to play a vital and multifaceted role in setting the direction for schools as positive
and productive workplaces for teachers and vibrant learning environments for students
(Davis. Darling-Hammond, LaPointe. & Meyerson. 2005, p. 8).

What can be inferred from this change in the profiles and images of school
principals is that selection of new school principals should also change. The change in
principals’ work necessitates selecting schools leaders who possess certain personal

qualities and professional skills, which means there should be a change in the criteria for



selecting school principals. Huber and Pashiardis (2008) argued that “direct changes in
the educational system have a particularly strong impact on the school leader’s role™ (p-
176). In addition. in most countries. the tasks and structures of schools and of the
education system are changing. These changes strongly influence the leadership of
schools. For these reasons. it is essential to select suitable principals for school leadership
positions. They added “there is broad international agreement about the need for school
leaders to have the capacities needed to improve teaching. learning, and pupils.

development and achievement” (p. 176).
Problem statement and purpose of study

As countries seek to adapt their education systems to the needs of 21st century,
the expectations for school leaders have changed protoundly. Many countries have made
schools more autonomous in their decision making while adopting at the same time
standards and accountability requirements and demanding that schools adopt new
research-based approaches to teaching and learning (OECD. 2008).

The emirate of Abu Dhabi is undergoing significant transtormation as it is quickly
becoming a major global economic player. The Abu Dhabi vision is to produce a society
that is confident in its growing role as a world’s economic center. The root of turning this
vision into a reality lies at the heart of quality education (ADEC, 2010. p.1). School
leaders have a very important and considerable role to carry out this vision. They play a
vital role in implementing the new educational model that has been developed in order to
enhance the academic experience and educational quality of our schools (ADEC. 2010).

The increased accountability demands at the Abu Dhabi Education Council,

changes in assessment. monitoring of data, and competitive orientation have forced



schoal leaders to redefine their roles to respond to new expectations. The expanding roles
of school leaders make the selection process of principals a critical function in placing
eftective principals in schools (Lavazos & Ovando. 2012).

In 2011, ADEL initiated its new school model {MSM). All Abu Dhabi schools
should be transformed to the N5M in 5 years. The NSM is a new approach to learning
that will confront existing challenges in the public school sector to drive tangible and
specific improvements in education delivery. It is intended as a comprehensive
foundation for learning that will enable desired student outcomes by developing major
components of the educational experience: teaching quality. learning environment. school
leadership, and parental involvement (ADEC. 2011, p. 3).

("hampan (2005) argues that "quality schools require quality leadership and
quality leadership cannot be assumed without a coherent, integrated, consequential. and
systematic approach to leadership recruitment™ (p. 1). Anderson (1991) draws the
attention to the fact that the selection process is central in hiring the most capable
principals but unfortunately. many districts recruit and select principals in a haphazard
fashion. often overlooking the most capable candidates.

A study for (Clark. Martorell and Rockoft 2009) found that the number of years a
principal was an assistant principal had no bearing on how effective he or she was as a
principal. In the U.A E. the current system of promoting a vice principal into the position
of a principal is not enough to provide the education system with effective leaders who
are able to lead school improvement and student learning.

Therefore, the purpose of this study was to investigate the selection criteria of

public school principals in Al Ain Education Oftice. This was achieved by reviewing and



identifying the best international criteria and practices in the selection of school
principals and investigating the perceptions of principals. vice principals. and teachers on
those selection criteria and recruitment procedures. It was hoped that the study could give
policy makers some recommendations to help them formulate and improve school

principals’ selection and recruitment policies and procedures.

Research questions

This study attempted to answer the following questions:

. What are the perceptions of school principals. vice principals. and teachers on

school principals’ selection and recruitment in Al Ain public schools?

t9

Did the perceptions of school principals. vice principals, and teachers difter based
on position, gender. and cycle?
3. How could the selection and recruitment of school principals in Al Ain public

school be improved?

Significance of study

The current study focuses on identifying effective selection criteria for school
principal and recruiting approaches. It will also highlight teachers™ and administrators’
perceptions on the proposed selection criteria, giving them voice into this important issue.
Findings from this study will help educational policymakers to improve the selection
criteria and procedures of school principals. Further. they can lead to improving training
and preparation programs in the UAE universities. The researcher think that the most
important thing about this study is the current school principals qualifications, selection

criteria. selection methods and recruitment procedures should be modity based on the



changes in Abu Dhabi Fducation system. Results of this study could help ADEC to

identity areas of strength and weakness in selecting and recruiting school principals.

Scope and limitation of study

This study conducted in Al Ain public schools. The Questionnaire administrated
to both male and female public schools for school principals. vice principals. and
teachers. The findings of this study highlight the perceptions of the principals. vice
principals, and teachers in Al Ain Public schools. The results cannot be generalized to

other government school in the country or to private schools.

Definition of terms

School leadership.

School leadership can encompass people occupying various roles and functions such as
principals. deputy and assistant principals, leadership teams. school governing boards and

school level staft involved in leadership tasks (OECD, 2008. p.18).

ADEC.

The Abu Dhabi Education Council (ADEC) is the educational authority for the emirate of
Abu Dhabi, the largest emirate of the United Arab Emirates and the home of the country's
capital city. Organized in 2005 by the UAE's president Sheikh Khalifa bin Zayed Al
Nahyan. ADEC is responsible primarily for the management and administration of the

emirate's public schools.



Selection.

Selection is a process of choosing the best person for a particular job. In other words. it is

the process of determining a successful applicant to get the job offer from among those

who have applied for the job (Bose. 2006).

Recruitment.
Recruitment is an activity of getting interested applicants and providing a pool of

prospective employees so that the management can select the right person for the job

from this pool (Bose. 2006. p. 207).

Organization of study

This study is organized in five chapters. The first chapter introduces the topic of
study, states the problem of study, research questions. significance of study. scope and
limitation. definition of terms. and organization of study. The second chapter presents the
literature review of school leadership, recruitment and selection of school principals.
public school in the UAE, and current system of public school principal selection in Abu
Dhabi. The third chapter describes the methodology of the study. It includes the research
method. instruments. population and sampling, and data analysis techniques. Chapter four
presents the findings of the study. Chapter five provides analysis and discussions.

conclusion, and recommendations for policy. practice. and research.



CHAPTER TWO: LITERTURE REVIEW

Introduction

The purpose of this study was to determine and improve criteria used to select and
recruit school principals for public schools in Al Ain Educational office. This study
reports perceptions of school principals. vice principals, and school teachers about
current and suggested selection and recruitment criteria and procedures. This chapter
describes the school leadership. characteristics of school leader, school principal.
recruitment and selection of school principals, criteria for selection of school principals.

international experience about selection and recruiting.

school leadership

Much of the literature highlights the importance of school leadership in successtul
education reform and that better preparation of principals is an essential element of
school improvement (Mulkeen. Chapman, Delaeghere & Leu. 2007). Pont. Beatriz,
Musche and Moorman (2008). School leadership can encompass people occupying
various roles and functions such as principals, deputy and assistant principals. leadership
teams, school governing boards and school-level statt involved in leadership task(OECD,
2008, P. 18). Hashim, Razikin, Yusof, Rashid. and Hassan (2010) argued that “School
leadership is vital in providing the tocus and direction of schools” (p. 2). In tact, school
leadership is the most significant school-related contributor to what and how much

students learn at school (Leithwood. Louis. Anderson, & Wahlstrom. 2004).

The Interstate School Leaders Licensure Consortium (ISLLC) standards are
comprised of six function areas that describe and define strong leadership: (a) setting a
shared vision of learning: (b) developing a school culture and instructional program that

9



supports  student learning and staff professional growth: (c) ensuring effective
organizational management. which includes resources for a safe. efficient. and effective
learning environment: (d) collaborating with members of the faculty and community.
responding to the diverse interests and needs of the community. and securing community
resources: (e) acting in an ethical manner with integrity and fairness: and (f)
understanding. intluencing. and responding to the political. social. legal. and cultural
contexts (Council of Chief State School Ofticers. 2008).

[Leadership involves steering organizations by shaping other people’s attitudes.
motivations and behaviors: management is more closely associated with maintenance of
current operations (Bush and Glover, 2003). In addition. Louis and Miles (1990) also
distinguish between "management’. referring to activities in the administrative and
organizational areas. and “leadership” referring to educational goals and to inspiring and
motivating others. Dimmock (1999) provides a distinction between school leadership.

management and administration while also recognizing that responsibilities of school leaders
often encompass all three: irrespective of how these terms are defined. school leaders experience
difficulty in deciding the balance between higher order tasks designed to improve staff, student,
and school performance (leadership). routine maintenance of present operations (management)

and lower order duties (administration).

The major difterence in managers and leaders is that managers are concerned with
directing and leaders are concerned with influencing (Crow. Matthews. & McCleary,
1996: Turnbull et al., 2009). Educational leadership includes “administrative tasks like.
for example. managing resources or planning and coordinating activities as well as tasks
concerning the quality of leadership, such as promoting a cooperative school culture in

combination with a high degree of collegiality. developing perspectives and promoting a

10



shared school vision, and stimulating creativity and initiatives from others™ (Huber.
pashiardis. 2008. p. 179). According to Portin et al.. (1998). leadership deals with areas
such as supervising the curriculum. improving the instructional programs of the school.
working with staff. and building a close relationship with the community. While.
management. includes factors such as supervising the budget. maintaining the school

buildings and grounds. and complying with educational policies and acts (p. 5).

Characteristics of effective school Leaders

Citven the manifold tasks and responsibilities of school leadership. as well as the
necessary competencies. school leaders might be propagated as a kind of *multitunctional
miracle beings" (Huber, 2004). Bennis (cited in Castallo et al., 1992) found six common
characteristics of effective leaders: (a) ability to develop and communicate a vision. (b)
ability to communicate, (c) persistence, (d) consistency, (e) focus. and () empowerment.
Studies in some the Organization for Economic Cooperation and Development (OECD)
countries have shown that how school leaders are effect on student attendance: The role
of school leader: among OECD countries, 93% of students attend schools whose leaders
ensures that teachers’ work retlects the school’s educational goals; over 86% of students
attend schools whose leader takes the initiative to discuss a problem teachers may have in
their classrooms; half of students attend schools whose leader observes classes: 61% of
students attend schools whose leader considers exam results when making decisions
regarding curriculum development; and over a quarter of OECD students attend schools
whose leaders who are unexpectedly absent (OECD. 2012. P.18) . From this we can
conclude that. the new characteristic for school principals are: ensure that teachers™ work

retlects the school’s educational goals. discuss a problem teacher. observes classes,

11



considers exam results when making decisions regarding curriculum development. and
take over lessons from teachers. On the other hands. the new characteristic for school
leaders are communication. cooperation. coalition building. As decentralization of
educational decision making is implemented in a variety of forms, the implications for
school leaders vary accordingly (OECD. 2004). So. decentralization requires school
leaders to engage more in communication. cooperation and coalition building (OECD.
2008). Leithwood et al. (2006) outline four core practices of effective leaders: setting

directions. developing people. redesigning the organization, and managing the

instructional program.

= Setting directions: This means developing shared goals. monitoring organizational
performance. and promoting effective communication

» Developing people: This means enabling teachers and other staft to do their jobs
effectively. offering intellectual support and stimulation to improve the work, and
providing models of practice and support.

e Redesigning the organization: This means creating a productive school culture,
modifying organizational structures that undermine the work, and building
collaborative processes.

= Managing the instructional program: providing resources to support collaborative
instructional practice and supporting staff in their classroom use of the most

effective instructional that have an impact on student learning.

As more countries grant greater autonomy to schools such as in designing
curricula and managing resources to raise achievement, the role of the school leader has
gown far beyond that of administrator (Schleivher, 2012). School leaders can define the

12



school’s educational goals. ensure that instructional practice is directed towards
achieving these goals. observe and evaluate teachers. suggest modifications to improve
teaching practices. shape their professional development. help solve problems that may
arise within the classroom or among teachers and liaise with the community and parents.
They are also in a position to provide incentives and motivate teachers to improve the
quality of instruction (Iallinger. and Heck. 1998). The OECD comparative review of
school leadership suggests that an important role for school leaders is that of
collaborating with other schools or communities around them (2012). Figure below

shows how a few countries have detined the roles of school leaders:

Leadership academy. Australia | Ontario School Leadership | National Professional
Fram_eworlf Qualification. England
e Strategic leadership e setting direction |  shaping the future
e Instructional leadership ¢ building relationships e leading learning and
e Human resource and developing people teaching
management e developing the e developing selt and
e Organizational development organization others
e (Change management e leading the e managing the school
e Aspects of lifelong learning instructional program e securing
e administrative e securing accountability accountability
e strengthening
i | community

OECD 2012.P. 20

From the table. there is a common features and an agreement on roles of school
leader among three associations that leader supposed to leading the instructional program,

developing people. developing the organization. and securing the accountability.

School prineipal
One consistent finding in the research literature on etfective schools is that good

schools have good leadership. Chubb and Moe (1990) suggest that one of the most
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important factors in effective schools is the principal. They argued that effective schools
seem to be headed by principals who have a clear vision of where they are going. who are
knowledgeable enough about teaching to help teachers and students work toward desired
ends, and who are able to protect schools from the kinds of demands that make it difficult
for schools. On the other hands. “In schools where achievement was high and where
there was a clear sense of community, that the principal made the difference™ (Karier.
1985. p. 219). Similarly, Edmonds (1982) and Lezotte (1991) reported that effective

schools have etfective principals. and without them the schools will underperform.

Research indicates that school principals heavily intluence teacher working
conditions and affect the ability of districts to attract and retain talented teachers
(DeAngelis. Peddle, & Trott, 2002: Regional Educational Laboratory Midwest. 2008). In
fact, the single most powerful force for improving school effectiveness and for achieving
excellence in education is the school principal (Anderson., 1989; Leithwood. Louis.
Anderson, & Wabhlstrom. 2004; Sykes. King, & Patrick. 2002). A professional school
principal is the educational leader and manager of a school. and he/she is responsible for
the performance of all people under his direction (Botha, 2004). Research findings
indicate that school principals are one of the most powerful determinants of the overall
quality and effectiveness ot schools (Daresh. 1998). Also. research findings describe the
principal as the guiding light for effective schools and the leader of school improvement
(DuFour & Eaker. 1988; Sackney. 1991 Steller. 1988).

Literature on school reform suggests that principals play a critical role in the
success of strategies to improve teaching and learning (Mulkeen. Chapman. Delaeghere

& Leu, 2007). That means “the knowledge they have of good teaching and learning
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practices, the leadership they provide for the school and community, and the ongoing
support they give to teachers are all elements important to implementing successful
school reforms™ (L.eu. Mulkeen. David & Joan, 2005, p. 62).

Principals should also be less administrative and more orientated toward being
educational leaders in the sense of being experts in teaching and learning. and in
establishing an environment that facilitates this (Botha, 2004). In essence. “the principal’s
role in the new educational dispensation represents a balance between instructional
leadership and management” (Portin et al., 1998. p. 5). Gorton et al. (1988) suggest that a
good principal appear to require highly developed professional and personal skills.
Protessional skills include planning of curriculum. instruction. evaluation. organization,
financial management. and political processes. Personal skills include leadership.
communication. and group processes (pp. 197- 198).

Mathibe (2007) found that schools in the present-day need highly qualified
principals who can create not only an environment for effective teaching and learning,
but also who can market school in the outside community (p. 14). This view is in line
with the thinking that schools should be led by skilled personnel who have the
appropriate training and credentials for school leadership and management. The workload
of school principals is becoming more and more unmanageable, and many principals lack
the time for and an understanding of their leadership task (Caldwell, 2002: Edwards,
2002: Budhal. 2000).

Anderson (1991) concluded that the role of the principal is probably one of the
most influential positions affecting school effectiveness. He thinks that “although better

preparation. selection. induction, and evaluation of school leaders will not provide a total
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solution to educational problems. it offers an important beginning™ (p. 112). Anderson
found that “an effective preparation process based on a clear view on the principal’s role.
combined with better recruitment. selection. induction, and evaluation techniques. can
help revitalize schools™ (p. 112). Thus. developing. selecting. and supporting school
leader is key to providing with an excellent education. For that all. we see the role of
principals become more complex and required from them more tasks. So. the policy
maker should be taking on consideration the importance of principal recruitment and
selection. It should have policies and strategies that ensure that qualified individuals are
recruited and selected to be principals.

Given these realities. principal selection, development and evaluation has been the
subject of much attention and research in recent years (New %chools Venture Fund,
2008). Selecting the right people to develop for leadership roles is a process worthy of
investing time and money up front. to ensure candidates are a good fit for the principal
role. It is important for an organization to begin with a clear understanding of the
requisite skill set and talents necessary for a principal to be successtul.

Studies of Leithwood et al. (2004) and Hallinger (2005) also found that a
principal constitutes a key role in student performance and concluded that school
principals tend to impact student learning through their influence on teachers and
structures. These studies have shown that the principal is a link to student achievement,

which heightens the importance of selecting the right principal for every public school.

Recruitment and selection of school principals

Effective recruitment and selection of school principals continue to be one of the

most challenging human resource tasks in educational organizations (McCarthy, 1999;
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Pounder & Young. 1996: Pounder & Merrill. 2001). By recruiting high quality school
principals. schiiols become more effective and. therefore. the goal of excellence is more
attainable (L.ezotte & Peterson. 1991: Renihan. 1999: Sackney. 1991). Further, French
and Rumbles (2010) argue that “recruitment and selection has an important role to play in
ensuring work performance and positive organizational outcomes™ (p. 169). Due to the
importance of recruitment and selection of school principals, in 1992. a special report
from the Mational Association of Secondary School Principals called for "all stakeholders
to unite in a rational attack on the common problems associated with the recruitment.
identification. selection, preparation. and development of school administrators" (p.34).
Chapman (2005) show that “quality schools require quality leadership and quality
leadership cannot be assumed or acquired without a coherent. integrated, consequential,

and systematic approach to leadership recruitment. retention, and development™ (p. 1).

According to Ashok Khurana. Parveen Khurana and Hira Lal Sharma (2010),
“Recruitment therefore is a process of searching for prospective employees and
motivating them to apply for the job™ (P. 65). Bose (2006) define recruitment as an
activity of getting interested applicants and providing a pool of prospective employees so
that the management can select the right person for the right job from this pool. She says.
“As recruitment stimulates people to apply for jobs. it is a positive process: it precedes

the process of selection™ (p. 206).

After recruitment of the candidates. selection of suitable employee is made.
According to Bose (2006). the selection leads to employment of workers. It is a process
of choosing the best person for a particular job. In other words. it is the process of

offering jobs to one or more candidates from among those who have applied for the jobs
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in the concern (p. 210). Selection is a discriminatory process wherein suitable applicants

are provided employment and unsuitable applicant are rejected (Ashok Khurana. Parveen

Khurana and Hira [.al Sharma. 2010).

Bratton and Gold (2007) ditferentiate between the two tenms of recruitment and
selection. Recruitment is the process of “generating a pool of capable people to apply for
employment to an organization™ (p. 239). Selection is the process by “which managers
and others use specific instruments to choose from a pool of applicants a person or
persons more likely to succeed in the job(s). given management goals and legal
requirements” (p. 239).

On the other hands. Chandra Bose (2006) shows that recruitment is a positive
process because its aim is to create a large pool of applicants for the jobs a concern. and it
is a simple process. Selection establishes a contractual relationship between the employer
and the worker. and it is a negative process. as its aim is to ensure the employment of
competent people for the available jobs, and it is a complex process.

In many African countries, the mechanism for recruiting teachers to become
principals is unsystematic and not necessarily based on professional criteria (Mulkeen,
Chapman. Delaeghere. Leu. 2007). UNESCO (1996) notes that education systems nearly
everywhere are managed poorly and administered inefticiently. It argued that many
school principals are poorly prepared for the task and they needs comprehensive training
programs in educational planning. administration, leadership and management. Mulkeen.
Chapman. Delaeghere. Leu (2007). believe that “The weakness of school leadership is
often reinforced by the mechanisms for the selection of school principals™ (p. 38). The

dominant tradition has been to recruit from within the teaching profession, often as a
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reward for good performance. long years of service. or ideological compatibility with the
existing political orientation of government (Dadey & Harber 1991).

Pilbeam and Corbridge (2006) provide a useful overview of potential positive and
negative aspects noting that:

The recruitment and selection of employees is fundamental to the functioning of an
organization. and there are compelling reasons for getting it right. Inappropriate
selection decisions reduce organizational effectiveness. invalidate reward and
development strategies, are frequently unfair on the individual recruit. and can be
distressing for managers who have to deal with unsuitable employees (p. 142).

The recruitment, selection. and development of school principals are matters of
great importance for all school systems because effective educational leadership is
absolutely vital to bringing about improvements and advances in all those activities.
institutions, and processes that foster the provision of education and students (Chapman.
2005).

Recruiting and selecting capable candidates for school leadership positions may
be the most important task facing decision makers in the next few years (Anderson,
1991). Unfortunately. the processes and standards by which many principal preparation
programs traditionally screen. select, and graduate candidates are often ill-detined.
irregularly applied, and lacking in rigor (National Policy Board for Educational
Administration [NPBEA], 2002). As a result, many aspiring leaders are too easily
admitted into and passed through the system on the basis of their performance on
academic coursework rather than on a comprehensive assessment of the knowledge.
skills. and dispositions and experiences needed to successtully lead schools (NPBEA,

2002). In a study conducted by Graham (1997) involving over 500 elementary. middle

and senior high school principals, more than two-thirds (68%) considered themselves to



be general managers. while only one-fourth (25%) perceived themselves as instructional
leaders. As a result, an increasing number of districts are creating intense support systems
for principals to build the skills they need to eftectively lead schools (Davis. Darling-
[fammond. LaPointe. & Meyerson. 2005). OECD (2012) argued that leadership programs
can have a substantial impact on how schools work and on the quality of the school. For
example in England. research on the impact of leadership-development programs shows
that schools whose leader participated in the Mational College for School Leadership’s
development program improved more quickly than others. The results show that “43% of’
schools with a leader who had been certified with a Mational Professional Qualification
for tleadship showed an improvement in their overall performance rating between 2005
and 2008. compared with only 37% of non-MPQH-led schools™ (P.24).

A study with data from the United States found that better-trained school leaders
recruit, select and retain teachers with stronger academic backgrounds. especially in
schools in low-income areas. which leads to better student outcomes (Baker & Cooper,
2005). If an effective recruitment process is in place and qualified candidates found.
future personnel and selection problems would be minimized and future high achievers or
innovative leaders would be attracted to the school system (Tekeste. 1996). It has been
demonstrated that "well-designed recruiting programs result in greater employee
commitment, higher productivity, and higher quality of work™ (Castetter, 1992, p. 112).
According to the National Association of Secondary School Principals (ERS, 1999). the
selection of school administrators needs to be based on "qualities of leadership rooted in
established knowledge, skills and professional growth that result in dedication to good

instructional practice and learning” (p. 100). It means that an appointee should already
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"have established his or her credentials or shows promise of performing as a leader once
in the post” (p.101).

['he selection process is the key activity wherein decisions are made about which
personnel will fill positions that become vacant. Selection requires a position-matching
plan designed to link available personnel with the position requirements (Tekeste, 1996).
Selection procedures and interviews are usually structured around information relating to
the work history of the candidates, their education and training, present social adjustment,
mental ability. motivation. and maturity (Tekeste, 1996). The purposes of selection as
outlined by Castetter (1992) is to “fill existing vacancies with personnel who meet
established qualifications. appear likely to succeed on the job. will find sufticient position
satisfaction to remain in the system. will be eftective contributors to unit and system
goals. and will be sufficiently motivated to achieve a high level of selt-development™ (p.

147).

Ten strategies were suggested to help school districts develop strategic plans for

recruitment and selection of administrators (Anderson, 1988). They included:

1. Develop written policies.

(8]

. Develop specific selection criteria.

3. Identify the specific opening in vacancy announcements.
4. Create a pool ot qualified candidates.

5. Recruit widely.

6. Involve a broad base of people in screening and selection.

7. Train those who select principals.
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8. Lise multiple means of assessment.
9. Consider varied information sources about candidates.
10. Help the new principal succeed at the job.

Chapman (2005) argued that “the most controversial area associated with
principal recruitment and selecting is that concerned with the setting of standards for
educational leadership. the selection of candidates for leadership programs, and the
licensure/certification of leaders™ (p. 11). There are those who argue that the presence of
standards and mandatory requirements creates hurdles that function as disincentives for
people who might otherwise consider applying for leadership positions. Others argue that
the determination and assessment of standards and certification is necessary in order to

enhance professionalism and ensure quality.

Criteria for selection of school principals

The case study prepared by Mew School Venture Fund (2008) found that
“selecting the right people to develop for leadership roles is a process worthy of investing
time and money up front, to ensure candidates are a good tit for the principal role” (p. 6).
It is important for an organization to begin with a clear understanding of the requisite
skill set and talents necessary for a principal to be successful. Developing specitic
selection criteria is one of the most important processes for selecting highly qualified
school principals. Additionally, an effective recruitment and selection procedure
produces positive feelings in the selection committee (Baltzell & Dentler. 1992; Marshall

& Grey. 1992).
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Chapman (2005) argues that there are significant differences among countries
with regard to approaches to the identitication of people with leadership capacity and the
provision of pre-service development. In a small number of countries it is believed that
incoming principals require the completion of a university course in leadership and
administration and certification and licensure to become practicing principals. While in
many other countries people believe that pre-service training programs at university are
not necessary and that adequate preparation for leadership is on-the-job experience (p.
19).

For example. in the United States. a Master’'s degree in Educational
Administration remains a common requirement in most states in applying for a leadership
position (Hillman, 1992 cited in Wong. 2004). In Ontario. Canada prospective school
leaders have to follow the Principal Qualification Program PQP offered by ten
universities in Ontario (Huber &West. 2002). Hong-Kong. prospective principals should
acquire a certification for principalships (CFP) in order to meet requirements for the
specific position, while serving principals are required to undergo a continuous
development program for about 50 hours per year during a three-year cycle.

Huber and Pashiardis (2008) work on Recruitment and Selection focuses on the
important issue of the selection of educational leaders. The authors argue that the
importance of this process has been underscored by recent findings which indicate that
school leadership is critical to its success. They describe and critically present an analysis
of different issues of principal recruitment and selection for preparation and development
programs. Moreover. Huber and Pashiardis believe that direct changes in the educational

system have a particularly strong impact on the school leader’s role. In most countries,
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"the tasks and structures of schools and of the education system are changing. These
change processes strongly influence the leadership of schools™ (p. 176). It is essential to
select and develop suitable or effective individuals for school leadership positions. It is

essential also to develop appropriate selection procedures and criteria for school leaders.

International experience about selection and recruitment

This section offers an overview of current literature practices to select and recruit
school leaders in developed countries. We include examples from Europe, Asia, Australia
and M™orth America. This overview is international drawn from experience and a
synthesis of existing literature from “the recruitment and selection of school leaders™
chapter of Huber and Pashiardis (2008). The overall approach and organization of
recruitment and selection will be presented in this section. This gives an indication of
how the processes are organized and help in building a framework for the international

experience.

In England’s decentralized organized education system, the responsibility for the
selection lies with the schools. Altogether, the selection and appointment procedure of
school leaders can be divided in the following seven phases: Continuous Preparation.
Defining of Meed. Attraction. Selection. Appointment. Induction. and Evaluation (NCSL.
2006). The selection procedure starts with long listing and the applicants will be invited
to interviews. According to the results of interviews a short listing selection i made. The
next step, the applicants chosen take part in an assessment center and the selection
process 1s finalized after the assessment center. Teachers aspiring to headship take part in
a training program and development program, the Mational Professional Qualification for
Headship (NPQH), in order to qualify for application. From 2009, it will be mandatory to
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have completed NPQH prior to appointment to a first headship as a prerequisite. The
applicants have to meet further requirements (Eurybase. 1996): Qualified teacher status.
adequate teaching experience. appropriate management knowledge and skills. and a
deputy head teacher experience. After that. various selection methods are employed to
screen the candidates: panel interviews by the committee. presentations by the applicants.
psychological tests. reference checks. and finalizing interviews.

The assessment center as a method to tind suitable candidates was introduced in
1990. An assessment center is a diagnostic tool for determining the presence and strength
of leadership skills. Participants engage in an integrated system of realistic school-based
simulations designed to generate responses to problem situations and behaviors similar to
those required for success in principal positions. Assessors are selected from a pool of
talented individuals who have school leadership experience and training in the
assessment process. It has been found that the assessment center is a valuable tool for
identifying leadership potential (NASSP. 2002). According to Schneider (1997) the
objective of assessment center is to gain evidence for the actual capacity and
competencies of candidates with regard to the criteria described in the National Standards
or formulated by the schools. It is a development model with twelve competencies, which
can grouped to four areas:

Administrative competencies: problem analysis, judgment competences,

organizing competence. decision making competence.

Interpersonal competencies: leadership potential. empathy, stress resilience.

Communicative competencies: oral and written communication.

- Personal versatility: a broad range of interests. motivation. educational value.
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I'he candidates taking part in the AL’ go through four to six position-related
exercises: discussing a case: working on tasks related to every day occurring situation:
analyzing individual position problems and presenting the results; watching a video of'a
lesson and discussion of the prafessional development plan of the teacher: analyzing a
current study on education and instruction in schools. The selection criteria depend on
leadership and management skills, expertise in teaching and learning. NPOQH
qualification tinished: an understanding of budgeting and finances: experience in
collaboration with community and former school leadership experience.

In Liermany centralized selection process in most federal states. The selection and
appointment of a school leader lies within the responsibility of the ministry for education.
In a publication of the German %chool Leader Association (ASD. 2005) of a pool of
applicants 1s regarded as a relevant condition for a successful selection and appointment
procedures. /A new school leader is required to have teaching experience in the respective
school type: good results in previous performance assessments: and completion of a
qualification program. Moreover. additionally qualifications are an advantage, like,
experience as a deputy school leader and in leading teams.

‘fter the applications have been received, the first step of selection method is
general check of the results of the regular ofticial performance assessment by superiors.
additional selection methods are classroom observation and analysis. chairing of
conference and interviews. In all federal states. the professional performance of the
applicant is assessed on evaluation of achievements as a teacher and the criteria for the

tinal selection remain mostly unclear.
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In Singapore. the overall approach is highly centralized by the ministry of
I:ducation (MOE). The ministry is in charge of the selection. training. and development
of school leaders. As a prerequisite for a school leader position. the preparatory program
Diploma in Educational Administration (DEA) was a requirement. And. the mandatory
prerequisite is participation in the *Leader in Education Program’ (LEP). In the selection
procedure. applicants are invited to interviews upon the recommendation of the district
superintendent. The main criteria for the selection are their academic achievement. their
teaching experience. and their evaluation reports. The school leaders should at least hold
a Master’s degree. The final decision regarding the appointment is made by the by Board
of Education.

singapore use a planning model, continuously assessing teachers for different
leadership positions and providing them with the opportunity for training (Mourshed,
Chijioke and Barber (2010); OECD. 2011a). Future school leaders are chosen from
successful teachers already in the education system. Successtul potential school leaders
are selected to attend the management and leadership in schools program at Singapore’s
National Institute for education, based on interviews and leadership-situation exercise.
Once accepted. aspiring school leaders can attend the four-month executive leadership
training. Potential vice principals attend a six-month leader in Education program.
Candidates in both programs are paid during their training. Only 35 people are selected

for the executive leadership training each year.

The overall approach in Australia is decentralized appointment by school. Central
administration was reduced and schools were given more self-management, by which

school committees were delegated an increased level of responsibility. Principal of a
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merit-based selection process highly emphasized. Applicants are expected to have taken
part in onc of the development programs and to hold the Certificate of School
L.eadership. FHowever. this is not a mandatory requirement for appointment to school
leadership positions. All teaching staff are free to apply. Within the frame of merit based
selection. classic selection methods are applied. The written applications are considered.
References are checked and the support of external consultants is used. Also, the
applicants are invited to an interview by the panel.

In the United States. distinctive decentralization responsibility lies with the
schools. The teachers must obtain an adequate university degree as a prerequisite to
getting teaching license. In general. the prerequisite for the application of teachers for a
lcadership position as a principal is a Master’s degree in Education, Educational
Leadership. Educational Administration, and principal license. Additionally, applicants
must have taken the respective courses. have professional experience, and have passed a
special test or an assessment center interview. About the selection methods applied. there
is supposed to be an analysis of the curriculum vitae. a sequence of interviews. tests for
licensing, answers to written questions test. reference checks. The assessment center
method came into play in the United States in the 1950s as a tool for personnel selection.
Roza et al. (2003) state that human resources draw on different criteria of selection,
defined as years of teaching experience and leadership competences. The goal of New
Leaders - a national non-profit organization that develops school leaders and designing
leadership policies and practices for school systems across the United States is to
improve student achievement by recruiting, selecting, training and supporting outstanding

school leaders while also working with partner school systems to create the conditions
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that will enable these leaders to succeed once on the job. All 50 states require that public
school principals be certified. While certification requirements vary from state to state.
they usually involve accumulation leadership. of academic credits in education courses
(National Association of State Directors. 1991). Many states require a master’s degree in
education. typically in education administration. and it is now common for persons who
pursue careers in administration to acquire PhD or EdD degrees (National Policy Board.,
1989).

In Canada. the process of attracting and preparing the right people begins before
there is a vacancy to be filled. Potential candidates for school leader need to have an
undergraduate degree: five years of teaching experience; certification by school level:
two specialist or additional honor specialist qualifications (areas of teaching expertise) or
a master’s degree. and completion of a Principal’s Qualification Program (PQP). offered
by Ontario universities. teachers’ federations and principals’ associations, which consists
of'a 125- hour program with a practicum (OECD, 2012).

In Denmark is introducing a ““taster™ course for aspiring school leaders (Moos,
2011). Teachers who may want to have a leadership position can begin to understand the
different components of becoming a school leader through a “taster” course offered by
local school districts or municipalities. Participants take part in one or more modules of a
Leadership Diploma of Education. The course consists of theoretical assignments, case
studies. personal reflections. discussions with a mentor about career opportunities.
personal strengths and area for development. and networking. Participants must also

conduct a project in their own school. Those who want to continue can attend a two-year
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Diploma in Leadership course that includes seminars on economy. personal leadership.

coaching. strategy implementation. change-management and problem-solving.

In the Netherlands. training institutes ofter orientation courses to allow teachers
interested in leadership functions to discover whether they have the required capabilities.
School boards. upper-school managers and school leaders are asked to select candidates
from their own schools. After participating in a two-day training course on various
leadership topics. candidates draw up personal development plan based on a competence
analysis. Orientation toward management then offers further training for candidates who
are interested and suitable (OECD. 2012). The Netherlands is one of the few countries
having introduced the recruitment ot school leaders from outside education (OECD,

2008. p. 162).

In some countries. while having a qualification i1s not mandatory. it may be
actively encouraged. For example. in Finland. school leaders are encouraged to have a
Certificate in Educational Administration or sufficient knowledge of education
administration before applying for a leadership post. New Zealand, which has a highly
decentralized school system, established four development initiatives for school leaders:
an induction program for first-time school leaders: an electronic network for sitting
school leaders (LeadSpace): development centers for school leaders (Principals’

Development Planning Center): and guidelines on professional development for school

leaders (OECD. 2012. p. 27)

Many countries offer pre-service leadership-preparation programs that often lead

to a university degree or specialized qualification. The education ministries in France and
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Korea offer Such programs to groups of pre-selected candidates who will become school
leaders after the training. In countries. these programs are offered in partnership with
universities. local municipalities or other providers. Spain recently made participation in
such programs mandatory. and country’s regional governments are responsible for

providing the training (OECD. 2012).

This section has drawn on a recent comparative international study which
describes current practice from around the world and identifies commonalities and
differences. A according to the case study of countries. some central similarities and

differences can be highlighted on how school leaders are selected and recruited.

First. the overall approach of school leader selection ranges from a distinctive
decentralized one (as in England and the USA) to a centralized one (As in German and
Singapore). Second. a prerequisite for applying for a school leadership position in most
countries is having a teaching license and some experience of teaching. Further
prerequisites. range from range from relying mostly on the previous performance and of
the candidates as teachers. as in Germany. or their participation in a preparatory training
course, to completion of a more extensive development program concluding with a
certificate or a license. as is the case in England and the United States. Third, the
selection methods applied differ widely. While in Germany the emphasis is put on formal
criteria indicating abilities. in Singapore they rely solely on interviews. Although a great
variety of methods are used in the England and the United States, interviews, however,

seem to be indispensable.
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The selection process

The selection process involves certain steps. Each step should help in getting
additional information about the applicant to facilitate decision-making (Bose. 2006). The

objective of the selection process is to hire individuals who will be successful on the job

(Rebore. 2009).

Bose (2006) identitied steps in selection procedure are: receipt of applications,
scrutiny of applications, preliminary interview, and selection test, checking of references.
employvment interview, medical examination, placement and orientation. Rebore (2009)
in selection chapter argued that the selection process should be implemented through a
series of steps that will minimize the chances of hiring individuals who are inadequate
performance. He described these steps are as follows: Write the job description: Establish
the selection criteria: Write the vacancy announcement and advertise the position,
Receive applications: Select the candidates to be interviewed; Interview candidates;
Check references and credentials; Select the best candidates; Implement the job ofter and

acceptance: Notify unsuccesstul candidates.

A written job description is the end product of a process that is commonly
referred to as “job analysis™. The job description is an outline providing specific details
concerning a job and the minimum qualifications necessary to perform it successfully.
The second step in the selection procedure is to establish the criteria against which the
candidates will be evaluated to determine who will be offered the job. Selection criteria
delineate those ideal characteristics that. if possessed by an individual to the fullest extent

possible, would insure the successtul performance of the job. The use of selection criteria
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also can become a method for quantifying the expert opinions of those who will interview

candidates. 1he candidate with the highest score should be offered the position first.

The advertisement should be viewed as an integral part of the selection process. It
is bascd on the job description and should provide potential candidates with sufficient
information to make a decision on whether to apply for the position (p.128). As the
applications are received. they should be dated and placed in a designated file folder. This
will provide a method of monitoring the incoming applications for a vacancy. After the
deadline for receiving applications has been reached. a master list is should be compiled
with the names, addresses. and telephone numbers of those who have applied. One very
eftective method is to send a postcard to each applicant stating that the application has
been received and listing a date by which individuals will be selected for interviews.
Screening the applications is the fifth step in the selection process. It is initiated to

identify those applicants who are to be interviewed tor the position.

Interviewing candidates is a responsibility shared between the human resources
department and other district employees. It is important to include not only those who
will supervise the new employee but also others who have expert knowledge about the
duties which will be performed by the successful candidate. An interview is essentially “a
conversation between two or more individuals conducted to generate information about

the candidate™ (p.138).

Checking references and credentials. the seventh step in the selection process. has
pro-found implications. A candidate’s “Credentials™ include such as a college or

university transcript. administrator or teacher certification document, and a physician’s
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verification of health. Selecting the best candidate who appears best qualified and who
scored the highest against the selection criteria. Once the candidate accepts the offer.
employment may commence at a mutually acceptable time. The final step in the selection

process is to notify the unsuccessful candidates.

In the L'nited Arab Emirates. the study of Al-Taneiji (2012) show that the current
criteria used by the Ministry of Education to promote school vice principals to the school
principal position in L'AE schools. The candidates must already be at the level of vice

principal or subject supervisor. They must have:

A bachelor’s degree.

e Three years of experience teaching in K-12 schools.

e An “excellent” performance record in the last year and a “very good’ performance
record in the previous two years.

e An International Computer Driving License (ICDL).

e A minimum score of 500 in the Test of English as a Foreign Language (TOEFL) or a
score of 5 in the International English Language Testing System (IELTS). (Ministry

of Education. 2008).

Based on Al-Taneiji (2012) study results, a list of proposed criteria and procedures
has been developed such as: at least two years of experience as vice principal in a school,
a “very good” performance record in the previous two years. getting at least 80 points out
of 100 in the personal interview. Got an “excellent’ in the evaluation of the tirst trial year,
basing interview questions on the school principal’s competencies. responsibilities and
future roles. consulting school community (such as teachers. students. and parents) as

part of the promotion process, presenting a written proposal on leading a school.
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Abu Dhabi Education € ouncil (ADEC)

'he core purpose of the principal is to provide professional leadership and
management for a school. and to promote a secure foundation from which to achieve high
standards in all areas of the school's work (ADEC, 2010). Therefore. “the principal is the
leading professional in the school. The principal provides leadership and direction.
enabling a shared vision for the school. and ensures that it is managed and organized to
meet its aims and targets™ (ADEC, 2010, p. 1). To gain this success a principal must
establish high quality education by eftectively managing teaching and learning to realize
the potential of all staff and students. Principals must establish a culture that promotes

excellence. equality and high expectations of all statf and students (ADEC. 2010).

Abu Dhabi is going through a drastic reform of its education system. The Abu
Dhabi Education Council (ADEC) is very excited to introduce a new approach to
teaching and learning — the New School Model. The goal of this new approach is to
improve student learning experiences and to raise the academic outcomes of Abu Dhabi
students to an internationally competitive level necessary to achieve the Abu Dhabi

Economic Vision 2030.

ADEC (2011a) conducted a survey study to identify the roles ot school principal
and responsibilities. As educational leaders, school principals manage, guide and evaluate
the learning and teaching process in their respective schools. To bring this process into
success. “they carry out multiple activities. set. implement and follow up their school
operational plans. evaluate their teachers’ performance. monitor their students™ academic
achievement and ensure they are learning in a safe physical environment promoting

values of responsibility. mutual respect and teamwork™ (p. 2). Moreover. principals serve
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as a key liaison between the plans and directions of Abu Dhabi Education Council
(ADEC) on one hand and parents. students. teachers and community on the other hand
(ADEL, 2011).

The opinions of Abu Dhabi public school teachers on their principal’s
instructional leadership are presented. Teachers were largely in agreement that their
principals were instructional leaders. as nearly 70 percent of them agreed or strongly
agreed that the principal set clear vision for the school. set high standards for both
teaching and learning. understood student learning. and supported teachers’ professional
development (ADEC. 2009). In the survey of Abu Dhabi Public School Teachers (2009),
the second section of survey asked teachers to mark the extent to which they disagreed or
agreed with each of the statements provided regarding the school principal. The mean
scores for the items are moderately high. However. a large proportion of teachers give the
“disagree™ or “strongly disagree™ voice. For example. “12.60% disagree with the
statement that principals set high standards for teaching: 11.32% disagree with the
statement that “principals understand how children learn™; and 12.13% disagree with the
statement “the principal sets high standards for student learning™ (p. 23).

In another study. School leadership. school as work place and teacher satisfaction:
a structural equations model, (2011b) by ADEC investigated the level of teacher
satisfaction in Abu Dhabi public schools. The study identities the main determinants of
teacher satisfaction. the items related to school leadership. school as workplace. and
teacher and school features affecting teacher satistaction. The result of this study show

that “with regard to school leadership. teachers are more satisfied with regard to the
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“principal’s school organization™, but less satisfied with regard to the principal’s
“leadership in teaching and learning™ and their own ““influence on school policy™ (p. 3).
As leaders in schools. principals and vice principals perform an essential role in
cnacting ADEC's vision of providing Abu Dhabi students with a world class education.
Leader role in leading teachers. other school statt and students and their families through
ongoing educational improvements is necessary to achieve this vision (ADEC. 2010).
There is a New School Model in Abu Dhabi Education Council required from
school principal new roles and challenges. The objectives of the NSM are to: foster a
child-centered learning environment: Develop Arabic and English language abilities.
critical thinking and cultural and national identity and to standardize the curriculum,
pedagogy. resources and support across all ADEC schools. The NSM has a strong
emphasis the development of both the “leaders of learning™ and the teachers to support
students in achieving their best. Principals are also encouraged to invite and include
parents as partners in their child’s education. as parents are keenly interested in their
children’s success ADEC, 2012). The Abu Dhabi Educational Council (ADEC) focuses
on developing the educational system in the Emirate of Abu Dhabi in line with the
highest international standards by developing and implementing innovative initiatives
and plans. So, based on the needs of the NSM. it the most important thing to focus more

on the selection of new school principals.

Professional Qualifications for Principals
According to ADEC. Principals recruited to manage and lead schools in the

Emirate of Abu Dhabi must meet or exceed the following qualitications (ADEC. 2010):
* Master’s degree from a recognized university.

* Recognized Teaching Qualitication
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* Minimum of 5 years continual teaching experience. preferred 7 vears plus.

including teaching management experience.
* Recognized qualitication in Educational Leadership
* Minimum IELTS (Academic) 6.5

+ Bilingual Arabic/English preferred

There are another important qualification and prerequisites must need to focus on
and included such as good results in previous performance assessments. principal license,
complete training and development program. and educational administration (Huber &
Pashiardis. 2008). There is no clear criteria and procedures for how the recruitment and
selection for school principals are applied. Abu Dhabi Education Council not identity the
selection responsibility. selection criteria. selection methods. and the recruitment
procedures. This study show how can improve the selection process according to
previous international experiences: there is new modern selection procedures and process
for school principals. The expanding role of school leaders make the selection process of
principals a critical initial function in placing effective principals in schools. and
superintendents have an important responsibility in such a process. Principals have
always played an important role in education; however. the recent focus on improving
academic achievement for all students has increased the urgency to select the best
possible candidate. Previous research reports that effective principals bring certain
competencies to the position. Understanding the competencies or the sum of knowledge.
skills. and attitudes of effective principal is only powerful if those are considered and

assessed when selecting a principal for a school (Cavazos. Ovando. 2012).
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In this Section. the researcher summarizes the criteria of school principal selection
in different countries as table below.

Comparative table of criteria of school principal around the world

ADEL Master degree and teaching qualification. E
Have a qualification in Educational Leadership.

English certiticate (IELTYS).

ME Must be vice principal or supervisor.
Bachelor degree and teaching experience.

Have IELLTS & ICDIL. and an excellent performance record.

Canada Have an undergraduate degree: years of teaching experience

Have master degree. completion of a Principal’s Qualification Program

(PQP).

~ USA Have teaching license.
Master’s degree Educational Leadership: Principal license.

Have passed a special test or an assessment center interview.

Australia Principal of a merit-based selection process highly emphasized.
Have a Certificate of School Leadership.

All teaching staft are free to apply.

Singapore  Diploma in Educational Administration (DEA)
Participation in the *Leader in Education Program’ (LEP)
Academic achievement. teaching experience, evaluation reports.

The school leaders should at least hold a Master’s degree

Germany Have teaching experience; good results in previous performance
assessments: and completion of a qualification program.
Additionally qualifications are an advantage, like, experience as a deputy

school leader and in leading teams.

England Applicant take part in NPQH 1rain_ing program,
Have teaching experience, management knowledge and skills, head

teacher experience.
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CHAPTER THREE: METHOD

The purpose of this study was to describe the perceptions of school principals.
vice principals. and school teachers on the criteria used to select and recruit school
principals for public schools in Al Ain Education Office. This study also aims to improve
the selection and recruitment criteria and procedures. This chapter describes the
methodology. population. sampling. the instrument. validity and reliability. procedures.

ethical consideration and limitation and delimitation.

Research design

For the purpose of this study. a quantitative method approach was used as the
appropriate research approach. Gay et al.. (2009) asserted that quantitative research is “a
collection and analysis of numerical data in order to describe, explain. predict, and
control phenomena of interest” (p. 7). A quantitative method were used in conducting this
study because it maintain control over contextual factors that may interfere with the data
collection and identify a sample of participants large enough to provide statistically
meaningful data (Gay et al.. 2008). In addition. the researcher have little personal

interaction with the participants they study.

A questionnaire was built to collect quantitative data on the degrees of
participants” agreement on the questionnaire items. It also included open-ended questions
to get their viewpoints on the ways in which the selection and recruitment of school

principals can be improved.
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The population of the study

To obtain the number of the population. a list of all Al Ain public schools was
obtained from the Abu Dhabi Education Council website. The population of the study
consists oif principals. vice principals. and teachers in Al Ain public schools. Abu Dhabi
public schools are categorized to different cycles: KG. Cycle 1(Grade 1-5); Cycle 2

(Grade 6-9): and Cycle 3 (Grade 10-12), and common cycles.

‘ccording to Online Statistical Reports (2012). the number of public school staft
in Al Ain Education Office is 98 principal. 101 vice principal and the number of teachers

15 4846. Table 1 below describes the number of public school staff by role and cycle.

Table 1
Number of public school staff by role and cycle
Staft role KG Cycle 1 Cycle 2 Cycle 3 common Total
Principals 13 27 17 11 30 98
Vice principals 6 33 24 &5 23 101
Teachers 566 1357 798 635 1490 4846
Total 585 1417 839 661 1543 5045

ADEC. (2012). Online statistical Reports
Sampling and participants:

The researcher used stratitied sampling technique to select a representative
sample of different schools and participants. Gay et al (2009) argued that “when a
research goal is to compare the behavior of participants from ditterent subgroups of the
population. stratitied sampling is the best approach™ (p.127). Stratitied sampling is “the
process of strategically selecting a sample in such a way to guarantee desired
representation of relevant subgroups within the sample™ (Gay et al, 2009, p. 138). The

stratified random sampling is to divide population into separate levels. or strata and
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randomly sample from the separate strata. That means. random sampling is done from
each subgroup. In stratified sampling. the population to be sampled is divided into groups
(strata), and then a simple random sample from each strata is selected. For example. a
school could be separated into cycles. These would be the 'strata‘. Selecting participants

by “simple random and stratitied random sampling are most commonly used in survey

research™ (Gay et al. 2009. p. 181).

Proportional stratified sampling

Proportional stratified sampling is the process of selecting a sample in such a way
that identitied subgroups in the population are represented in the sample in the same
proportion in which they exist in the population. Gay et al. 2009 note that using
proportionally sized groups requires accurate information about the size of each group.
And “if this information is not available, proportional group studies are not

recommended™ (Gay et al. p. 128).

The general rules determine the sample size if the population size is around 5000
(N= 5000). 10% will be adequate and more confident with a sample ot 500 (Gay et al,
2009). The population is 4846 teachers in Al Ain. The desired sample size is 10 % of the
4846 teacher or 484 teachers. It was found that 500 teachers would be an appropriate

sample for this study.

Gay and Airasian (2000) also suggested that for a smaller population, say N=100
or fewer. there is little point in sampling: survey the entire population. For that, the

researcher selected all school principals and vice principals as the sample. The schools
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were divided according to gender into two groups. and according to cycle into five

groups: Cycle 1. Cycle 2. Cycle 3, Common Cycle. and KG.

Teachers sampling

The researcher used proportional stratified sampling. First, the researcher
identifies the population wf teachers in public schools. Then. the population to be sampled
was divided into five strata (KG. Cycle 1, Cycle 2, Cycle 3. and Common cycle). Then.

the researcher identifies the desired sample of teacher (500).

The Table 2 shows the desired sample of teachers for each cycle. For example, the
number of teachers in Cycle 1 is 1357 that is mean the percentage of teacher is 28% from
the total population. Atter that. the researcher identify the desired Cycle 1 teachers

number by take 28%0 for desired sample (500) that is mean the desired Cycle 1 number is

140.

Table 2

Desired number af teachers:

Mumber of

Cycle A Percentage Desired number
Cycle 1 1357 28% 140
Gyele 2 798 16% 80
Cycle 3 635 13% 65

Common 1490 31% IS5
KG 566 12% 60
Total 4846 100% -

Desired sample

43



After that. the researcher calculates the desired sample of female and male

teachers as table 3 show.

Table 3
The number of female and male sample :

Cycle Pop Sample Pop. female  Pop. male 5. female 5. male
Cycle ] 1357 140 1193 (88%) 164 (12%) 123 17
Civcle 2 798 80 430 (54%) 368 (46%) 43 g
ele 3 635 65 395(62%) 240 (38%) 40 28
{‘smmon 1490 155 776(52%) 714(48%) 80 75
kg 566 60 566 (100%) 0 60 0
Total 4846 500 3360 1486 346 154

To calculate the number of desired school. the researcher identities the number of
public school then the researcher calculate the number of desired female and male
schools as table 4 and Table 5 below show.

Table 4

Public Schools (2012/2013)

Cycle 1 Cycle 2 Cycle 3 Common KG Total
31 18 11 32 19 ]
Table 5

Desired number schools

Female Male Desired female Desired male Total desired

Co schools schools schools schools number
Cycle | 17 14 5 =3 7
Cycle 2 10 8 3 3 6
Cycle 3 6 5 3 2 5
Common 15 17 4 4 8
KG 19 0 4 0 4
Total 56 44 I 4 30
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The population of vice principals were 101. the teachers 4846: and the principals
were 98 (ADEC 2012). The sample size of vice principal was 101: and teachers was 500;
and principals was 98. Atter receiving the questionnaires from participants. the response

rate for vice principals was 73%. teachers 85%; and principals 62% (Table 1).

The highest response rate was from teachers and the lowest response rate was
from principals. The total targeted sample size 699 and 550 was returned, so the total

response rate was 80% as Table 6 shows.

Table 6

Response rate

Vice principals  Teachers  Principals  Total
Population 101 4846 98 5045
Sample size 101 500 98 699
Returns 74 424 61 559
Response rate 73% 85% 62% 80%

Demographic information of the participants

One hundred seventy eight of the participants were males and 381 females. Three
hundred twenty three of the participants had more than 10 years and 118 of participants
had experience between 4-6 years, ninety seven participants had 7-10 years of
experience. and there were only 21 participants with experience between 1-3 years. Table

7 presents general demographic information on the participants.
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lable 7

f'qrrj'.lq_ flr'fi..ﬂrf'l “jjfﬂugruphu' i '.lljnrm_'n_'r:-rr“'_;
Independent Variables N

. Percent
Gonder Muole 178 31.8%
Female 181 68 2%

Wice principal 74 13.2%

L urrent job Teachers 424 75.8%
Principals 61 10.9%

1-3 years 21 3.8%

Experience freEEE 18 2A.)%
7-10 years a7 17.4%

More than 10 years 323 57.8%

Cycle | 169 30.2%

Schowl cycle Cycle 2 95 17.0%
Cycle 3 77 13.8%

[ ommuiin 163 29.2%

K 33 9.8%

The instrument

The researcher develisped a questionnaire as an instrument. The questionnaire was
developed for principals. vice principals, and teachers (See Appendix A for English

version and Appendix B for Arabic version). It was developed to cover three parts:

- First Part: This part of questionnaire asked participants for demographic data

(gender. current job. years of experience. school cycles).

- Second Part: This part contains the closed-ended questions about the selection

and recruitment process of school principals based on the review of the literature.
- Third part: this part of the questionnaire included the open-ended questions.

The items of the questionnaire related to selection and recruitment of School

principals were measured using a 5 point Likert scale. A Likert scale requires an
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individual to respond to a series of statements by indicating whether he or she strongly
agrees (SA), agrees (A), undecided (17} or neutral (N). disagrees (D). or strongly
disagrees (SD). lzach response is assigned a point value (positive statement) from a score
5 to 1. The researcher used Likert scale type questions to know the opinions of the
respondents regarding the research guestions. Likert-type questions mean that the
interpretation is represented by a range of responses where strongly disagree is (1.0-
1.79). disagree is (1.8-2.59), neutral is (2.6-3.39), agree is (3.4-4.19). and strongly agree
i% (4.2-5.00).

I'he researcher developed a list of items and factors from the literature review.
[hese items were organized into five sections: application requirements, selection
responsibility. selection methads. selection criteria. recruitment procedures. Some of the
items. developed from other studies and moditied to satisfy the purpose of the study. In
addition, the researcher developed some suggestion criteria and procedures created by
Shaikah Al-Taneiji (2012) in her study which the study title is “Developing promotion
criteria and procedures for school principals in the United Arab Emirates™.

Table 8

Distribution of questionnaire items

Dimensions [tems

Application requirements 1-12

Selection responsibility

13-21
Selection methods 2733
Selection criteria 33-41
Recruitment procedures 12.48
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A total of 48 statements of closed-ended items were developed with one open-
ended questions that was included in the end of questionnaire. The closed questions were

divided into five dimensions as Table 8 shows.
Validity

Validity refers to the degree to which a test or a questionnaire measures what it is
supposed to measure and. consequently. permits appropriate interpretation of scores
(Giay, 2009, p. 154). The content validity of the questionnaire was established by
referring to a jury of six specialists in the field of educational leadership from the College
of Education at United Arab Emirates University in the UAE. This jury judged the
relevance of the instrument tix the study. the suitability of each item to its subscale. and
the wording of items. The expert evaluators provided some modification to the
statements. In a joint session with the advisors. suggestions for improvement were
discussed and changes made. Then. after reaching the final draft of the questionnaire in
Arabic. the researcher gave the questionnaire to two Arabic teachers to revise. judge its
clarity. and to validate the language. The copy was finally reviewed and approved by the

advisor.

Reliability

Reliability means “the degree to which a test consistently measures whatever it is
measuring™ (Gay. 2009, p. 158). According to Field (2005). reliability is the degree to
which an assessment tool produces stable and consistent results (Field. 2005). Fifty
participants participated in a pilot test that was conducted to test the reliability of the
questionnaire before distributing it to all participants. The Cronbuch Alpha coethicient

was calculated in order to assess the reliability of the questionnaire on the sample in the
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pilot test. It was calculated for each of the five scales separately and also for all

statements together in the questionnaire. Table 9 summarizes reliability results of the

pilot sample.

Table 9

Cronbach Alpha Coefficients in Pilot Testing

Questionnaire section  Number of items  Cronbach's Alpha

Application requirements 12 .807
Selection responsibility 9 .790
Selection methods 12 .798
Selection criteria 8 847
Recruiting procedures 7 796
All items 48 924

As the table shows. all coetticients for the pilot test results are above 0.7 for both

the sub-sections and the overall questionnaire, which indicates a high reliability.

Data collection procedures

The first step to collect data was to contact Abu Dhabi Education Council by a
letter that explains the title and purpose of the study and ask for permission that allows
the researcher to gather data from the public schools. The Research Oftice sent electronic
approval by email to all principals of public schools in Al Ain Education Office (see
Appendix D). The second step was to prepare a list of school names in Al Ain Education
Oftice by gender and cycle. The questionnaires were distributed among schools selected

as the sample. For the principals and vice principals, the researcher send the
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questionnaire to all Al Ain public schools by email and send a copy of questionnaire to
all schools by regular mail. A cover letter was attached to each questionnaire and the
letter outlined the purpose of the study. assured confidentiality and anonymity. and
cxplained the voluntary nature of participations (see Appendix B). Participants were
given ane to two weeks to complete the questionnaire. The researcher distributed the

teacher questionnaire and collected them by visiting each school.

Data analysis

‘fter collecting the questionnaire. the data were coded and entered into SPSS for
analysis and responses to an open-ended question were entered into one MS Word file. In
order to answer research question one. which was: to what are the perceptions of school
principals. vice principals and teachers on school principals’ selection and recruitment in
Al Ain public schools. descriptive analysis with means, cumulative means and standard
deviations were used. To answer research question two which was: did the perceptions of
school principals. vice principals. and teachers differ based on position, gender, and
cycle, a Mann-Whitney analysis and Chi-Square test were conducted. As for qualitative
data. all answers collected from the open-ended question were transcribed into one MS
Word file. Qualitative analysis was performed in addition to some statistical analysis.

This included reorganizing data. reading. obtaining main themes, and describing.

Ethical considerations

The researcher was aware of the ethical considerations that arise when one
conducts research that includes participants. To ensure that ethical issues were taken into
account. first the researcher wrote letters seeking permission to conduct the research to
Abu Dhabi Education Council. In this way. participants had the freedom to make an
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informed decision about whether or not to participate 1n the study. Moreover.
participants were assured that all the information they provided would remain
confidential. This means that the participants have been informed about the aims of the
research and that their participation was voluntary. The researcher ensured that no harm
occurs to these voluntary participants. When the survey booklet was distributed to the
participants, the cover letter was attached: the letter excluded any request for identitying

information. Finally. the researcher observed the rights of authors cited in the study and

endeavored to report the findings with fairness and accuracy.

Limitation

There were some difficulties in getting access to schools to collect data. First. the
researcher had to undergo complex procedures to have ADEC approval and the approval
took approximately three months. Some school principals did not respond and were not
cooperative with the researcher. Some refused to take the questionnaire because they did
not receive the email from ADEC and some principals said that the approval was not
official. Many principals were busy and they said they did not have time to complete the
questionnaire. Finally some participants did not take the questionnaire seriously some

ignored the open-ended question. All of these posed limitations to the study.

This thesis is limited only to Al Ain public schools, so the results cannot be
generalized to all UAE schools. In addition. private schools in Al Ain were excluded
from this study. Moreover. the data analysis was limited to the respondents and the
variables that were presented in this study. Participant teachers may not have been able to
honestly answer the questions especially the ones that draw on their school principals’

qualifications and some of the ways to improve their selection.
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CHAPTER FOUR: FINDINGS OF THE STUDY

The purpose of this study was to determine and improve criteria used to select and
recruit school principals for public schools in Al Ain Education Office. This study
reported on the perceptions of school principals. vice principals. and school teachers

about current and suggested selection and recruitment criteria and procedures. This was

done by answering three questions:

1. What are the pereeptions of school principals, vice principals. and teachers on
school principals’ selection and recruitment in Al Ain public schools?

Did the perceptions of school principals. vice principals. and teachers differ based

on position. gender. and cycle?

3. How could the selection and recruitment of school principals in Al Ain public

schools be improved?

The following are the tindings of statistical analysis of data collected through the

questionnaire.

First Research Question
What are the perceptions of school principals. vice principals. and teachers on

school principals” selection and recruitment in Al Ain public schools?

In order to answer this question, a description of styles in statistical terms (i.e.
means and standard deviation) was carried out for the perceptions related to the five

sections of selection and recruitment: application requirements. procedures and
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responsibilities for selection and recruitment. selection methods. selection criteria, and

recruitment procedures.

I'he application requirements section i1s measured through twelve items in the
questionnaire. Those items are 1-12 in the questionnaire. The following are the means

and standard deviations of thisze items in Table 10.
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Table 10

Applicant Requirements

Mean

The applicant should have a university qualification (bachelor).
The applicant should have a master degree in educational

leadership from a recognized university.
The applicant has recognized qualification in teaching.

The applicant has average score of at least 6.5 in academic

The applicant has continuous experience in education at least

The applicant should have experience as a school vice principal.

The applicant has international license for driving computer

The applicant. who has previous experience in a management
field. can apply for principal job.

The teacher can apply for school principal job if he completes all
applicant requirements.

The applicant should complete a training program for preparing

The applicant should get a school principal license.

Item statement
I
2
3
4
IELTS test.
5
five vears.
6
[}
ICDL.
8
y
10
school principals.
I
12

The applicant should show the last three reports of the annual

performance evaluation.
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4.76

4.14

4.65

3.39

4.66

4.42

4.50

3.71

4.51

sp
654

1.064

.655

935

821

956

700

910

.888



As can be seen from Table 10, the item with the highest mean in the application
requirements section is “T'he applicant should have a university qualification (bachelor)™.
This could represent the most important application prerequisite and professional
qualification for school principal with the mean of ~4.76>. which is the measure for
“strongly agree™ on the Likert scale. Other items have high means ranging from 4.2 to
4.66. which are measures designating “strongly agree™ on the Likert scale. The item with
lowest mean in the application requirements is “the applicant has average score 6.5 at
least in academic IEL TS test™. The mean of this item is *3.39”, which is the measure for
“neutral™ on the Likert scale. This means that participants are not sure if the language
requirement is really needed. The participants also show a somewhat low degree of
agreement on the statement “the applicant. who has previous experience in a management
field. can apply for principal job™. This could mean that they prefer school principal to

have experience in an educational field more than in a general business tield.

The procedures and responsibility of selection and recruitment section are
measured through nine items in the questionnaire. Those items are numbers 13-21. The

following are the means and standard deviations of these items.
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Table 11

Procedures and responsibilities for selecting and recruiting

Item statement Mean  SD

13 The respansibility lies on Abu Dhabi Education Council. 113 934
14 The responsibility lies on the Education {iffice. 3.65  1.065
I5  The responsibility lies on the Council and Office together. 4.12 1.008
16 The responsibility lies on the Office and school together. 3.59  1.129

17 The school administration council should participate in  3.61 1.164
selection.

18  T'he teachers should participate in selection of school principals. 3.59  1.209

19 The parents should participate in selection of school principals.  3.03 1.187

20 T'he students should participate in selection of school principals. 2.57 - 288

2l I'he selection should be done from an outside oftice like a 2.45 1.281

recruiting oftice.

Table 11 demonstrates that items from 13 to 18 in this category are above 3.39,
which indicates agreement on the items. The item with the highest mean is “The
responsibility lies on Abu Dhabi Education Council™ with a mean of 4.13. That means the
participants prefer the Council to recruit and select school principals. They also agreed
that “the responsibility [can be placed] on the Council and Oftice together™ with a mean
of 4.12. They are not much favor of having the responsibility lie on the Education Office
alone or the Office and the school. The least item of responsibility is “The selection
should be done from an outside office like a recruiting oftice™ with a mean of 2.45.

Participants agree that “the teachers should participate in selection of school principals.
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[he table 11 shows that the mean of responses in question 19 is (3.03). which indicates
that the participants are undecided on whether the parents should participate in the
selection of school principals. Participants disagreed that students should participate in

the selection of school principals or that a recruitment of'fice can take this responsibility.

The selection method is the third section measured by the questionnaire. [t is
measured through twelve items in the questionnaire, 22-32. The following are the means

and standard deviations of these items.
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Table 12

Selection methods
Item

22

30

31

Statement

‘The applicant should be interviewed by a L ialized educational/

administrative committee.

The candidate should present himself and his educational administrative
experience and leadership vision.

The candidate should undergo a psychological test.

The committee should evaluate the persiinal characteristics of the
candidate.

The candidate should be able ti observe. analyze. and evaluate a lesson.
The candidate should be selected only based on the personal interview.
The candidate should sit down for a written exam.

I'he candidates should be chosen according to recommendation letters.
The candidate’s 'V should be analyzed.

The candidate should present a research paper about improving school

leadership. which should be evaluated by a specialized committee.

The candidates should present a project about school improvement plan.

The candidate should be evaluated practically and professionally at a

specialized assessment center.

Mean sD
4.67 Al13
4.39 789
4.09 1.035
4.57  .640
4.67 .556
2.80 1.210
3.73 1.102
3.55 1.068
SR ()
3.85 .983
4.06 .908
3.88 1.020

As shown in table 12. the items with the highest means are “The applicant should

be interviewed by a specialized educational administrative committee™ and “The

candidate should be able to observe. analyze. and evaluate a lesson™. These could be the
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most important points in the selection process since the mean of these items is 4.67.
which is the measure for “strongly agree™ on the Likert scale. Other items have high
means ranging from 3.55 to 4.57. which mean general agreement for these selection
methods. However, the participants were not decided with the statement “the candidate

should be selected only based on the personal interview”. as the mean 2.80 which is the

measure for neutral iin the L.ikert scale.

The selection criteria section 1s measured through eight items in the questionnaire.
Those items are numbers 34-41. The following are the means and standard deviations of

these items.
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Table 13

Selection Criteria

Item statement ' Mean SD)
34 The candidate should fulfill all required conditions. 4.55 614
35 Candidates should have the most continuous years of 432 855

experience in education and management domains.

36  Candidates should have the highest degree in annual 4.14 .896
evaluation reports.

17 One selection criterion is the candidate’s excellent 4.42 642

achievement in teaching and leadership.

38 One selection criterion is English language proficiency. 3.98 925
39 Candidates should have good computer skills. 4.43 635
40 Short-listed candidates should have the highest qualifications.  4.14 943
41 Candidates should have at least 85% at the personal interview.  4.22 175

As shown in Table 13, all statements had means in the range of “agree™ to
“strongly agree™ on the Likert scale with standard deviations of less than 1. This indicates
participants agreed on the selection criteria. The item with the highest mean is “The
candidate should fulfill all required conditions™, which the mean of 4.55 indicating
participants’ strong agreement on this item. The least item means is “One selection
criterion is English language proficiency™. with the mean is 3.98. However. this selection

criterion is still in the agreement range of the scale.
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I'he last section of recruitment and selection in this study was the recruiting

procedures section, measured using seven statements in the questionnaire. numbered 42-

48. The following are the means and standard deviations of these items.

Table 14

Recriimicnt fAren gefrerey

[tem  Stotements

42 The recruitment of school principals should be based on
permanent contract until retirement.

43 The recruitment of school principals should be based on a
contract limited by a certain time.

44 The contract should be terminated it the principal did not
perform his job effectively according to the annual evaluation.

45 There should be a testing/probation period tor new principals.

46 The principals should pass a continuous improvement program
for a specific number of hours after recruitment.

47 There should be a number ot evaluation visits during the first
testing year atter recruitment.

48 The principal should sit for regular tests every three years.

Mean SD
3.35 1.244
3.50 1.079
3.90 1.018
4.15 .766
4.21 771
4.36 672
4.01 958

As can be seen from Table 14, the item with highest mean in selection procedures

is that “there should be a number of evaluation visits during the first testing year after

recruitment”. This is the most important suggestion of the recruiting procedures. since the

mean of 4.36. the measure for “strongly agree” on the Likert scale, and the standard
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deviation is less than I. Four important statements with surprising results are worth

mentioning. Participants were neutral on the statement “The recruitment of school
principals should be based on permanent contract until retirement™. At the same time.
they agreed on the item wf a having principal hired on a time-limited contract. “The
recruitment of schiool principals should be based on a contract limited by a certain time™
since the mean is 3.5. Further, they were in favor or terminating the contract of a school
principal should he/she is not performing effectively. “The contract should be terminated
if the principal did not perform his job effectively according to the annual evaluation™.
I'he mean score for this statement is 3.9. Finally, they agreed that principals should be

hired on a probation period with a mean score of 4.15.

By ranking all of the statements of all five sections of recruitment and selection
(see appendix [. Table 1). the perceptions of school principals. vice principals, and
teachers on school principals’ selection and recruitment in Al Ain public schools can be
summarized in the following manner (see Table 15). This summary is based on the means
in the strongly agree category. The applicant should have a university qualification
(bachelor), interviewed by a specialized educational administrative committee, should be
able to observe. analyze, and evaluate a lesson, should have continuous experience in
education for five years and a recognized qualification in teaching. should fulfill all
required conditions, and complete a training program for preparing school principals. The

committee should evaluate the personal characteristics of the candidate as well.
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Table 15

.I"?H.fr-‘_nln_s_: if highest seven Hems of recruitment and selection of school principals

lem Section Statements Mean SD
Application  The applicant  should have a university

I _ 476 .65
requirements  qualification (bachelor).
Selection The applicant should bhe interviewed by a

22 467 513
methods specialized educational/administrative committee.
Selection The candidate should be able to observe, analyze.

26 4.67  .556
methods and evaluate a lesson.
.Trﬁcation The applicant has continuous experience in

5 4.66  .655
requirements  education at least five vears.
Application  The applicant has recognized q@iﬁcation n

3 4.65 .590
requirements  teaching.
Selection The committee should evaluate the personal

29 4.57 640
methods characteristics of the candidate.
Selection The candidate should fulfill all required

34 4.55 614
criteria conditions.

In contrast. table 16 shows the six tasks of the recruitment and selection section

that is least preferred by participants. This classitication is based on the means scores in

the neutral and disagree categories. It was found that means participants did not approve

of selection to be done in an outside office like a recruitment agency. they did not want

students to participate in the selection. or that the interview should be the sole criterion
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for selection. They were neutral on parents participating in the selection process. and on

the contract being oftfered for lite. and on IELTS scere.

Table 16

Ranking of least six items of recruitment and selection of school principals

Item Section

Statements

Mean SD
Procedures. The selection should be done from
21 245 1.281
responsibility outside office like recruiting oftice.
Procedures, The students  should participate in
20 257  1.237
responsibility selection oof school principals.
Selection methods  The candidate should be selected only
27 280 1210
based on the personal interview.
Procedures, The parents should participate in selection
19 3.03  1.187
responsibility of school principals.
Recruitment The recruitment of school principals
42 procedures should be based on permanent contract 3.35 1.244
until retirement
Application - The applicant has average score of al least
4 339 1.299
requirements 6.5 at least in academic IELTS test.
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Second research question:

The second research question was: Did the perceptions of school principals. vice

principals and teacher differ based on gender. position, and cycle?

Gender

In order to answer the first part of the question. Mann-Whitney tests were

performed for the five sections of recruitment and selection of school principals in the

study and for each of the 48 items. This is to check for differences in the responses of

participants according to the gender.

\pplying the Mann-Whitney test for differences according to gender showed that

males and females in the sample did not have significant differences in their views about

the five sections of recruitment and selection of school principals, as shown in Table 17.

The results are claritied in Appendix E Table | =

Table 17

Mann-Whitney Test Statistics® of Sections of Recruitment and Selection

Mean 1 Mean 2 Mean 3 Mean 4 Mean 5
Mann-Whitney U 33806.500 33369.500 33429.000 31442.000 33554.500
Wilcoxon W 49737.500 106140.500  106200.000  47373.000 49485.500
Z -.058 -.304 -.270 -1.392 -.200
Asymp. Sig. 954 761 187 164 841
(2-tailed)

a. Grouping Variable: GEMDER
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As shown from Table 2 to Table 6 in Appendix E. the results reveal that there are

no significant differences in how males and females responded to items 1-12 (Application
requirements). 13-21 (Responsibility). 22-33 (Selection methods). 34-41 (Section
criteria). and 42-48 (Recruitment procedures). Appendix E (Table 7 - Table 11). show
that males and females reported approximately same means in those items.

On the other hands. using Mann-Whitney test. item number 13 that belongs to the
“Procedures and Responsibility for Selection and Recruitment™ section show that there is
a significant difference between male and female participants in “The responsibility lies
on Abu Dhabi Education Council™ item. see Table 3 in Appendix E. Male participants
reported higher mean compared with female participants which means that the
differences lie with the males. In addition. the items 25 and 26 that belong to the
“Selection methods™ section show that there is a signiticant difterence between males and
females in “The committee should evaluate the personal characteristics of the candidate™
and “The candidate should be able to observe, analyze. and evaluate a lesson™. see Table
4 in Appendix E. Female participants reported highest means while the male participant
reported the lowest means for those items which means that the differences lie with the
females.

Finally, the item number 38 that belong to the “Selection Criteria” section show
that there is a significant difference between males and females in “One selection
criterion is English language proficiency™ see Table 5 in Appendix E. Also. female
participant reported higher mean than male participants for this item which means that

the differences lie with the females.
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Position

In order to answer the second part of the question. Chi-Square tests were

performed for the five sections of recruitment and selection of school principals in the
study and for cach of the 48 items. This is o check for differences in the responses of

participants according to the position.

Applying the Chi-Square test for differences according to position showed that
principals. vice principals. and teachers in the sample have significant differences in their
views about the five sections of recruitment and selection of school principals. as shown
in Table 18. Teachers reported highest scores while the principals reported the lowest
scores for all the sections of recruitment and selection. The results are clarified in
Appendix E Table 12 “Ranking of Means of all recruitment and selection sections™.
Table 18

Chi-Sgpueere Test Staristics™ ™ of Recraitment and Selection

Mean | Mean 2 Mean 3 Mean 4 Mean S
Chi-';-quare 17.562 27.580 21.075 8.628 15.551
df 2 2 P 2 2
Asymp. Sig. .000 .000 .000 Bi3 000

a. Kruskal Wallis Test
b. Grouping Variable: POSITION

As shown from Table 13 to Table 17 in Appendix E. the results reveal that there
are significant differences in how principal. vice principals and teachers responded in
items 1-12 (Application requirements). 13-21 (Responsibility). 22-33 (Selection

methods). 34-41 (Section criteria). and 42-48 (Recruitment procedures). Appendix E.
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Table 18-22 show that teachers reported highest means compared with vice principals
and principals in those items meaning that the differences lie with the teachers.

On the other hands. using Chi-Square test. the following items show that there is
no significant difference among principals, vice principals. and teachers according to
position. see Table 13-Table 17 in Appendix E.

Section [:1,3.5.7.10.and 11
Section 2: 13, 14, 15, 21

Section 32 22,23, 24_ 26. 28. 29. 30
Section 4: 35, 36. 37. 41

Section 5: 46. 47

School cycles

In order to answer the third part of the question, Chi-Square tests were performed
for the five sections of recruitment and selection of school principals in the study and for
each of the 48 items. This is to check for differences in the responses of participants

according to the schounl cycles.

Applying the C"hi-Square test tor ditferences according to school cycles showed
that cycle 1. cycle 2. cycle 3. the common cycle, and KG participants in the sample have
significant differences in their views about the first and second section while there are no
significant differences in third. fourth, and fifth sections of recruitment and selection of
school principals. as shown in Table 19. Cycle 3 participants reported highest scores for
all the sections of recruitment and selection for school principals. The results are clarified

in Appendix E Table 23 “Ranking of Means of all recruitment and selection SectionS™.
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Fable 19

Chi-Square Test Statistics™® of Recruitment and Selection

Mean | Mean 2 Mean 3 Mean 4 Mean 3
Chi-Square 14.041 10.874 5.799 3.482 9.155
df’ 4 4 4 4 4
\symp. Sig. 007 028 2185 481 037

i, Korusksl Wallis Test

b. Grouping Variable: SCHOOL CYCLE

\x shown from Table 24-28 in Appendix E. the results reveal that there are some
significant differences according to school cycles in their views in items 1-12
(Application requirements). 13-21 (Responsibility). 22-33 (Selection methods). 34-41
(Section criteria). and 42-48 (Recruitment procedures). Appendix E. Table 29-33 show
that cycle 3 reported highest means compared with other cycles in those items meaning
that the differences lie with the cycle 3. Uin other hands, using Chi-Square test. the items
show that there is a significant difference among principals. vice principals, and teachers
according to school cycle. see Table 24-28 in Appendix E
Wection 1: 12
“ection 2: 17 and 18
Section 3: 23, 28, and 32.

Section 4: no significant ditference

mection S5: 44
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Third research question

I'he third question was: How could the selection and recruitment of school
principals in Al Ain public school will be improved? To answer this question. answers to

the open-ended question were summarized. put into themes. and synthesized.

According to participants’ suggestions. recruitment and selection of public school
principals can be improved through different aspects: application prerequisites

(qualification and requirements). overall approaches, selection methods. selection criteria,

and recruitment procedures.

Uine hundred ninety five participants out of 550 answered the open-ended
question. NMost participants, wha constituted 60% of all respondents. provided
suggestions that stressed improving the ~Application Requirements™. Most of them
focused on the idea that an applicant should be a local. from U/nited Arab Emirates. have
a university degree. should have experience in teaching at least of 7 years. is proficient in
English language. has experience as a school vice principal. has a principal license. a
master’s degree in leadership. graduate study in school management. academic IELTS
certificate. management experience. field experience . behavior certificate (police
clearance). PHD in educational management is given a priority. and teachers can apply

for a principal job if they meet the other requirements.

According to participants. various suggestions were made to improve the “overall
approach™ of recruitment and selection of school principals. Most suggestions wvere
pointed at considering the opinions of teachers through a “survey” when selecting the

principal.
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Uther suggestions focused on participation of schools in selection such as the

following areas: “schools should have a role in selection™. “participation of teachers in

selection™. “the responsibility should lie on the Education Office™. ““consider the opinion

of the applicant school where he/she worked™.

The participants had various ideas to help improve the “selection methods™ and
increase the quality to select the qualified applicant. These suggestions focused on the
following methods: personal interview. written test. recommendation letters. asking the
applicant problem solving questions. English test and computer test. school leadership
test. reviewing the previous experiences and achievements of the applicant. and
psychological test. Another suggested methods was to run personality traits test to measure
personality characteristics and to discover personality disorders such as responsibility
taking. ability to lead. fair treatment of people. managerial thinking or mind-set.
respecting others. self-confidence. honesty, trusting others. and assessing some leadership
traits such as: being visionary and visible. 20 % of participants mentioned that the Jury
selection committee is a key tactor atfecting “selection methods™. They suggest that this
should be a shared committee from the educational oftice, school principal. human

resource personnel, and UAEU leadership faculty, and administrative supervisors.

Most participants stressed that clear “selection criteria” are essential section in
selection and recruitment of school principals. According to participants, various
suggestions were made to improve the “selection criteria” section. These suggestions
focused on the following areas: they preferred the candidate to have more qualitication
and more experience. has the one with more leadership. scientific and educational
efficiency. has a clear vision in school development, has social intelligence. at least very
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good in Bachelor and excellent in Master, has an extensive experience in training and

teachers assessment. and has get training courses

According to participants, “Recruitment procedures™ can be improved by
recruiting the applicant on a probation period for at least one year and having periodic
continuous monitoring for principal performance by the education oftfice and specialists.
In addition. the teacher think that it is better to recruit the principal for a certain cycle

where he/she has previously worked in the same cycle. For example, a KG teacher or

vice principal should recruited as KG principal.
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CHAPTER FIVE: DISCUSSION AND RECOMMENDATIONS

This study aimed to investigate the pereeptions of principals, vice principals. and
teachers to on the recruitment and selection of school principals in Al Ain Education
(Mfice. Another purpose was to improve the recruitment and selection process by
providing suggestions by the study participants. Chapter four presented the perceptions of
principals. vice principals. and teachers and attempted to answer the three research
questions. This chapter provides a discussion of the results of the study according to each

of the three research questions. It also presents recommendations for research and

practice based on the findings of the study.

Discussion of Research Question One

This study revealed that according to the participants’ perceptions of recruitment
and selection, there is an overall agreement among participants in Al Ain public schools
about selection and recruitment as viewed through the questionnaire items. This tinding
can be justified by the fact that based on Hao (2013), the recruitment and selection of
qualitied school principals have become imperative issues. He say the recruitment and
selection of school principals “should be considered as a great importance for all school
systems because cadres of qualified and experienced principals are the core factor for
school development™ (p. 1). Hao found that the recruitment of effective school principals
has become an increasingly concerning matter in educational systems around the world.

This topic has been studied in developed countries for years such as in America.

The Research shows the important role of school principals in school

improvement and educational systems. As Elmore & Burney (2000) found that in the
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field of education. choosing an effective school principal is one of the most significant
decisions that a superintendent or school board can make. However. many school districts
report that recruiting and selecting new school principals is challenging (Clitford. 2012).
Thus, the findings indicate that the participants feel the importance of the need for sound
recruitment and selection processes. This general feeling goes in alignment with the calls
for improving the selection of school principals with an aim to hire the most qualified
candidates. Chapman (2005) argued that the change of the principal’s role has influenced
the work =atistaction of principals and had an effect on recruitment and selection.

According to the participants’ perceptions of recruitment and selection,
participants secem to have good awareness of the fact that recruiting and selecting the
most qualitied is not an easy task. Elmore & Burney (2000) conclude that choosing a new
leader is not an easy task for any organization. and the increased demand for high-quality
principals in schools requires districts to select school principals who are prepared to use
contemporary leadership approaches to improve teaching. learning, and organizational
performance. In fact. effective recruitment and selection of school administrators
continue to be one of the more challenging human resource tasks in educational
organizations (McCarthy. 1999: Pounder & Young. 1996; Pounder & Merrill, 2001). This
awareness was obvious as the responses of participants show that they rated the
“Application Requirements™ very highly at 4.278 and the "Selection Criteria” at 4.275.

In agreement with the literature, the results indicated that it is not easy to reach a
consensus on the selection criteria and who is responsible for recruitment. In fact.
chapman (2005) argue that “the most controversial area associated with principal

recruitment and development is that concerned with the setting of standards for
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educational leadership. the selection of candidates for leadership programs. and the
licensure/ccrtification of Icaders™ (p.11).

This was obvious from the study findings which indicated that participants were
asking for stronger selection criteria on one side and were not decided on some other
components. For example. while there was a high agreement on having a university
degree. they did not see the language requirement as highly important. they were even
neutral on this item—indicating an implicit refusal of it. So many teachers. vice
principals, and principals were outspoken about this. Some claim that the language is not
s0 much needed in managing the school. This findings is concurrent with Al-Taneiji
(2012) study which participants considered that passing the IELTS was an unnecessary
criterion that should be used by the MOE for promotion. However. with the new
developments and the abundance of foreign teachers and experts in Abu Dhabi schools.
the researcher can argue that there should be a language requirement. Another important
point was their low agreement (M=3.71) on the suggestion item that some applicants who
never have had experience in education but at the same time have had experience in
managing other institutions could apply for a principal position. This finding can be seen
in light of the culture of education. While it is acceptable for non-educationists to apply
for and perhaps run schools successfully. this has not been part of the education scene in
the L'AE and this participants' refusal is justitied.

Which organization is responsible for carrying out the process of selection yielded
interesting results. The item with the highest mean is “The responsibility lies on Abu
Dhabi Education Council™. This means that the participants prefer the Council to recruit

and select school principals. This can be understood in light of the fact that the selection
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process in the UAE is centralized. The MOE and ADEC are the two entities that take the
responsibilities for hiring teachers and principals. In fact. participants’ low agreement on
having only Al Ain Education Office to take the responsibility of recruitment and
selection is justified by a few ideas. First. several studies suggest that many school
districts may not select the best candidates. {Ine explanation is that some districts might
use inadequate screening and selection techniques (Anderson. 1991). But beyond the
inetticiency factor. participants might have thought that when recruitment and selection is
done locally (by the local oftice), that might open a door for manipulation or selection
based on relationships. Therefore, they seem to trust the central office more.

All participants also agreed that "The responsibility [can be placed] on the
L ouncil and Oftice together"—a clear indication ot their desire to have more than one
entity decide on recruitment and selection. An interesting finding was that they did not
approve of having an agency to do the sslection. Again. this has not been part of the
education culture or for fear that the business-like method is not working for education,
as they might think. Further. participants did not agree to have students’ opinions
considered when selecting the school principal. This i another new concept to the UAE
culture and therefore disagreement is understandable. However. it seems that the
responses of participants in this study are still conditioned by the actual selection process.
In other words. they mostly agreed on those items which reflect what happens in the
country and were conservative about agreeing on new items derived from international
literature and best practices.

When it comes to the issue of how an applicant is selected. all participants were

more open in their responses. In fact, their answers to this section voice a call for more
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care in the way or method or selection. For example. they were not agreeing on the idea
that the interview should be used as the sole criterion for selection. This gives an
indication that the interview alone is not providing schools with effective principals.
I'heir agreement on items which emphasize the composition of the committee to include
experts and that the candidate should be able to observe. analyze. and evaluate a lesson is
understandable. Nuw the sysiem of education in the LIAE is changing and the roles of
principals are expanding. ine role is to become an instructional leader and in fact one
standurd for managing ADEC schiols is leading teaching and learning (ADEC. 201 1a).
Iherefore. their high agreement on these items calls into question the ability of current
principals to do their roles as instructional leaders or at least voice the need to have new
principals who can play such a role.

The findings of the study show that generally, the participants agreed on all
"Selection Criteria” statements. The overall agreement on the selectiin criteria is justified
since they constitute nearly all what is used by ADEC in its selection of new principals.

Perhaps the most interesting and surprising findings in the study are those ot the
last section of the closed questionnaire items—recruitment procedures. In fact. this
section presents new and perhaps shocking questions to the study participants. However,
more shocking were their responses. For example, while participants were neutral to have
principals hired for life, they agreed more on having them hired for contracts that are
limited by time. This finding gives us two messages. First. as the current system hires
principals on a life contract. participants prefer more a limited-time contract. Second.

while principals' contracts are not limited by time in ADEC schools. still they are
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cvaluated and should keep high performance. It is understandable w hy some participants
were with having a life-term contract since this provides job stability.

Another interesting finding was that they agreed on terminating the contract of a
school principal if they are not effective according to the annual evaluation. They agreed
to hire principals with a probation period and o reevaluate his/her performance every
three years. These three findings tell clearly about the desire of participants to have the
most eftective principals. cspecially at this time of change.

The images provided by the findings either through the most agreed upon items or
the most disagreed upon items indicate a high level of awareness and commitment of the
participant to raise the bar for future selection of school principals. They give ADEL
clear criteria that should be considered. Two of the aspects that should be considered are
completing a training program for preparing school principals and evaluating the personal
characteristics of the candidate in addition to professional qualifications. These two
opinions can be seen in light of the additional requirements in many countries and also at
the LUAE. For example, in the UK. principals have to pass through an assessment center
which examines their interpersonal skills, leadership solving problems, actual school

problems. and evaluation of instruction (Schneider, 1997).

Discussion of Research Question Two

The results of the study showed that in general there is no significant difference
between male and female participants’ perceptions about recruitment and selection which
indicates that they agreed on most of the items of the questionnaire in the five sections.
This result is in agreement with the study of Daniels and Macdonald (2005) who found

no grounds for differences in opinions of teachers regarding selection criteria. In fact,
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they argue that the laws prohibiting discrimination on grounds of gender. disability.
sexual orientation and religion expressly outlaw discrimination throughout the process of
recruitment and selection and this could be the reason for the seamless agreement for
males and females They add. selection should be on the basis of candidates’ relevant

experience. skills. qualitications. knowledge and talent. and should be based on tactual

evidence.

However, the results showed differences among female and male participants in
some important aspects of the selection and recruitment processes that are closely
connected to the culture and history of the education system in the UAE. For example.
there is a significance difference between females and males on who should take the
respensibility. Interestingly. the results show that males stronglv agree with centralized
selection (with a mean of 4.3) compared to females who still agree, but in a lesser degree
(the mean 1s 4.00). The researcher could interpret this result in light of the culture which
gives males more central control wver family and society matters. In wther words, the
[TAE. gives importance to the role of the male figure in sustaining the family and society

and thus this would have affected the perceptions of male participants in the study.

Female participants were also more open to the items, which recommends new
selection criteria or methods—giving evidence that they are less strict or less centralized
in their thinking about the processes of selection and recruitment. For example, female
participants agree more than males over the items “The committee should evaluate the
personal characteristics of the candidate” and “The candidate should be able to observe,
analyze. and evaluate a lesson™. These items belong to the "Selection methods.” They
also saw more need to have English proficiency as one criterion more than the agreement
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shown by male participants. The fact that the male sample has more Arab respondents
while the female sample included more Emirati citizens than non-Emirati citizens could
have led to this result. In other words. when the sample has more citizens. they are
receptive of having the language as one criterion because the Emirati citizen believe that
school principal need to can communicate with the foreign teachers. vice principals.

cluster manager. and foreign inspector or visitors.

A statistical significant difference was found in the perceptions of the participants
when position 15 considered. Teachers reported the highest means while the principals
reported the lowest means for all the sections of recruitment and selection. This is
understandable since teachers wanted to see more clear and comprehensive criteria and
selection methods and procedures to ensure that it they apply. the process will yield
better results. In addition. their perceptions might come as a result of their lived
experience and the non-declared opinion that the principals should be more eftective than
they really are. Another difference in perceptions according to position was that of who is
responsible for selection and recruitment. While the principals and vice principals
expressed higher degrees of agreement on that "The responsibility lies on the Council and
Office together”" the teachers agreed more with the responsibility lying on Abu Dhabi
Education Council. While the researcher can argue that administrators prefer an approach
that considers a centralized and decentralized system perhaps due to the changes that are
happening in the system. teachers trusted more the centralized selection method. Again,
issues of trust and efficiency can be provided as justitications of this result.

According to school cycles. the study found that cycle 1. cycle 2, cycle 3. cycle 4.

common cycle. and KG participants in the sample have significant differences in their
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views about the application requirements and the overall approach of selection (whether
centralized or decentralized). At the same time. there were no significant difterences in
selection method. selection criteria. and recruitment procedures. With regard to
application requirements. the difference can be justified by mentioning that participants
see a need to have more requirements when the cycle is moving in the way from KG to
grade 12. This might be reasunable since that leading a Cycle 3 school is not as leading a
Kt school and therefore participants voiced more requirements for later cycles. While
there were differences in the approach to selection whether it should lie with the central
office only or have it done by local participation cannot be justified beyond the culture of
the system. As students move to later grades. perhaps participants see a need for more
centralized selection. Finally. the culture of the system also accounts for having no
differences in perceptions based on the cycle when it comes to statements such as having
students participate in the selection of principals or do the recruitment through a

recruitment agency.

Discussion of the third question

The qualitative ftinding related to the suggestions for the improvement of
recruitment and selection of school principals provided in-depth details about the
development. The study showed high agreement on the need to improve the recruitment
and selection of school principal. The open-ended questions gave evidence that there are
some limitations which can be improved with the suggestions of participants. The study
highlighted important suggestions to enhance and improve recruitment and selection.
Most participants provided suggestions that stressed improving application requirements

and qualifications of prospective school principals. In particular, the applicant should be a
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local. have a university qualification. should have experience in teaching. mastery of
English language. experience as school vice principal. and master’s degree n leadership.
In fact. these are already the requirements for applying for the position in ADEL". The
repetition by participants of these indicates their importance. Adding to these already-in-
place requirements. some participants suggested enhancing the application requirements
through asking principal to get a leadership license. graduate studies in school
management (maybe beyond the masters as they suggested having a PHD). academic
IELTS certificate. and management experience. One interesting suggestion was to have a
behavior certificate (i.e.. a police declaration) which is actually is already in place but is
not required at the time of application. Another interesting and perplexing requirement
was that they did not mind that teachers can apply for the principal job if they meet other
requirements. This is ironic since one of the requirements is to have some experience as a
vice principal. They are not against having highly qualitied teachers who. the researcher
assumes, demonstrate leadership potential and perhaps have already practiced teacher
leadership roles to apply for the principal position. This is not new since some countries
like Germany creates a pool of those teachers and provide them with suitable training as a

kind of preparation for them as future principals.

The researcher did not observe any instances of contradiction between the
perceptions as measured by the questionnaire items and the answers to the open-ended
questions. The fact that the open-ended questions come at the close of the questionnaire
might have led participants to some of the suggestions they made. The researcher
considers this as one limitation in the study design. Shadowing the closed-ended

questions with open-ended questions did not give new and innovative ideas toward the
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improvement of the selection and recruitment of school principals. £ine other reasons
might be that the questionnaire items were comprehensive enough t» cover many ideas
which otherwise could have been presented by the participants. {herall. the responses
indicate that the apen-ended question and closed-ended question findings of this study
support cach other. The findings are reasonable because the job of a school administrator
in today's society covers a wide range of situations and requires a variety of skills.
Research has shown that administrators deal with many kinds of problems during a
typical day. and that much of their work is carried out face to face with parents. students.
teachers. and wther administrators. The tendency of the findings for more demands on the
issue of selection is justitied by the change that happens in Abu Dhabi education system
and even worldwide. As some research has indicated the work of school principals can be
characterized by brevity, fragmentation. and variety (McKinney & Garrison. 1994),

which calls to better methods. criteria, and procedure for selection.

Recommendations
Based on the results of the study. the following are recommendations for practice
in order to improve the recruitment and selection of school principals in Al Ain public

schools and perhaps in ADEC schools given that the selection is still done centrally.

e ADEC should develop written criteria and procedures for systematic recruitment
and selection of principals. Policy makers need to develop written policies that
declare the commitment to hiring the most capable principals. Before the policy
makers can decide upon a selection process. its members must first agree on their
aims. Once members have agreed upon goals. they can decide the specific criteria

to be used when they start looking for a principal.
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Consider the fact that recruitment and selecting should not only be seen as a

centralized activity.

Develop specitic selection criteria that encompass all the duties and skills

required in the school principal.

e Attract and focus on highly quality candidates and selecting the best even if they
are teachers. This can be done by good planning. Teachers can be given the
opportunity to develop their leadership capacity by provided needed professional
development and by supporting them ta attend leadership preparation programs.

e ADEC can keep short hists and utilize continuous recruitment activities to

establish a pool of strong candidates for future leadership positions.

Recommendations for Further Research

e Further research should be conducted using qualitative methods to provide an in-
depth understanding of the recruitment and selection of Al Ain public school
principals and others chools in the country.

e A study could be conducted to link the recruitment and selection of principals
with teachers’ satistaction or student achievement levels.

e A more in-depth investigation could be conducted with human resources division
baged on their actual practices as compared to their written recruitment and
selection policies.

e Finally. the study can be replicated in other Emirates in order to establish the

generalization of the results.
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APPENDIX A: THE QLUIESTIONNAIRE
First part: Demographic Information

Directions: For each of the following items. put (V) beside the choice that best describes vou

Gender Male D Female D

Job Principal D Vice Principal [:, Teacher D

Ycars ot Experience 1-3 years D 4-6 years ‘:,

7-10 years D more than 10 years D

School Cycle Cycle One D Cycle Two D

Cycle Three [:‘ Common Cycle D

K.G L]
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Sceond: Receruitment and selection

Directions: The following are statements describing the recruitment and selection of school

principal. Read each statement caretully and put (V) in front of the choice that describes your

opinion.

= o < = S 25
L3 =) = = BE L
Statement @ =| 3 | 8 &
= - < = L 5 o=
| 7z z a3 S
L 5 4 3 | 2 1
Application requirements LIRAN
l The applicant should have a university |
qualiﬁcalion. (bachelor).
The applicant should have a master degree |
. in educational leadership from a recognized
university.
3 | 'I’he app‘licam has recognized qualification |
: | in teaching. i
4 The applicant has average score of at least '
6.5 in academic IELTS test.
- The applicant has continuous experience in
I education at least five years.
6 The applicant should have experience as
schonl vice principal. |
' 7 The applicant has international license for . .
driving computer ICDL.
The applicant. who has previous experience
5 in a management field. can apply for

principal job.

The teacher can apply for school principal
9 job if he completes all applicant
I'r.'l.llil]':.'!'!h.’[l'h. —
The applicant should complete a training

10 | program for preparing school principals. | |
. The applicant should get a school principal
| license. | |
The applicant should show the last three
12 reports of the annual performance
evaluation.

)/



Statement

Strongly
Agree

Agree

Neutral

Dizagree

Strongly

Disagree

'

e

'w

[

Selecting responsibility

13

14

I'he responsihility lies on Abu Dhabi
Education Council.

I'he _responsibilil) lies on the Educational
Oftice.

15

16

| together.

I'he responsibility on the Council and
Oftice together.

I'he respumnsibility on the Oftice and school

i/

The schiiol administration council should
participate in selection.

I'he teachers should participate in selection
of school principals.

‘The parents should participate in selection

of school principals.
The students should participate in selection

of school principals.

| The selection should be done from an
outside oftice like a recruiting oftice.

Statement

Strongly

Agree

Agree

Neutral

Strongly
Disagree

'‘h

£ 58

)

™| Disagree

g

-

Sclcttlon methods

The applicant should be interview ed by a
specialized educational/ administrative

committee.

I
-

' 24 | The candidate should undergo a

The candidate should present himselt and
his educational administrative experience
and leadership vision.

psychological test. |
The committee should evaluate the personal
| characteristics of the candidate.

The candidate should be able to nbserve.

analyze. and evaluate a lesson.
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27 | The candidate should be selected only based
on the personal interview. i

28 | The candidate should sit down for a written

exam.

29 T'he candidates should be chosen according
to recommendation letters.

1| The candidate’s CV should be analyzed.

31 I'he candidate should present a research
paper about improving school leadership.
which should be evaluated by a specialized
committee.

32 I'he candidates should present a project
‘about school improvement plan.

33 | The candidate should be evaluated

practically and professionally at a
specialized assessment center.

; S o - - L =
Statement Em = 2|8 a
7 ; z =4 RA=
5 4 3 2 1
Selection criteria
34 The candidate should fulfill all required
conditions.
[ 35 Candidates should have the most continuous
years of experience in education and
management domains.
36 Candidates should have the highest degree
in annual evaluation reports.
39 One selection criterion is the candidate’s
excellent achievement in teaching and
leadership.
38 One selection criterion is English language :
proficiency. .
39 Candidates should have good computer
skills. _
40 | Short-listed candidates should have the
| highest gualifications.
Candidates should have at least 85% at the

‘41

personal interview.
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= 21 823
=L 3 3 ; = —3:(. -
Statement =i Bl S ol =g
o Ee 2| 2| 2|2 &
Y ' r< a s
51 % | 312l 1|

Recruiting pnrcl:dm;ﬂ

42 I'he recruitment of school principals should be
based on permanent contract until retirement. '

43 I'he recruitment of school principals should be
based on a contract limited by a certain time.

44 The contract should be terminated if the principal
did not perform his job eftectively according to the
annual evaluation.

45 I'here should be a te.-.tingj_p_ravati-on period for new
principals.

46 The principals should pass a continuous -
improvement program for a specific number of
hours after recruitment.

47 There should be a number of evaluation visits
during the first testing year after recruitment.

48 The principal should sit for regular tests every three

years.

100




Third: open-ended question

How could the selection and recruitment of school principals in Al Ain public

schools be improved?

101



sasiall Ayl LYl aaals
Al 4ls

) el

(sl 2Ll o) Bl i el
2013 /2012 il el

&&M_ﬂl Cpaal) | e glia g pda LOSN dlac {plieanid

ALoWi 33GLY) /Sl Jauy)

e Slagiaay Sy pas A i ) TEY Wha JLEL AGGLED e 81 Liah S
alpt e aim Ay o alaall el |l ] Zagtl . dal gaste Cuemdy ghEaY Gl Loyl uladd

r . | wbk

= o i |I| i it 2 I - i 1 = i
s L " I3 ey ) iy il Reala ot el s Sl (LSS

r. 1 . , L | - i . | 1
ot alnally (poldall e pimlaeay gt LAY aa0 gl S ) i e gall g L ) Gl

ol

AgasSall Guall s

o "--'I-._a. y _JJ-ilil alaga ™ LG a2 r-'-F_l -I-l.-_,JI + e R 'q-Hl- 15 Ul o :. e
=g ki

T i i I = g
|_I._I.L|.I-:lu,l_|:l.l_-.||_lju n..E_l'-l.l_'.u.__,.!:'_]:l.'l..l..ll il ;-.d'u-l*dﬁdh_.ﬂ.#m,ul“—numf

'1‘rEI-LI' .'J’_J-:E:JII -'Hl-l-II _H: '_-I--—-l I__LL "I_.‘I..l_: _.II—'-"."'I 1;_' _'lj_-l.’ 1'_!'_'|. ._r" _|'|:._.II '._;‘.I "u-lh._ _'Iﬁ-...il'l

200007005@uaeu.ac.ae

aSiglad e oSl 0 SLG

S e cls /25l

102



[ ]

D Dlgin 6 =4

Slsin 10 e S

103

dy a0 clagles s ) el

A gl 5L g e (Wil e
s -

m =

rJ i Aladl 4kl

I:] Sl 3 -] spall Slsin 222

D Gy 10 =7

[[] 24 aas L Jaxd (A Ajadll g5



Celtall gpita Spady JLSA) Adles : U el

JLERYy Ol Adlast Aa S84l juoliadl o oliEdlge P o) liBdlga gas (sa ASLOLY! DIBE gl tladall)

= 5ady (35 ) 1o SLLEAYY . Sle JS0 AN Acadll Glidiall) e aaly Las) ESV RSOV IRPSVEW

'(l=3"‘:".'g_§é\}“)fé'~2=g_§5\.9‘)ﬂé‘3=-‘5h‘):‘é"4=&§‘3“5

L :

" = > )
s . L B
. @Blse | aSka
]

| 2 A 4

e

2q B

9 dadny

S

AN

(ouaal) gpaaal Asigal) Cd5all) 228l Slulkiia oYl

e Olealal eyl il ) a5 o)S o e

(s PS) aela Jage :

Al 3 ) A e Scla i e ol |
e e Lasla (e Ayl

A Ciine el 3 Jage e Sala paiidl 0 3

o ol 198 6.5 Jas e Nala paiial) 58 ,
e SYY LalYY el

J6 Y il Jlae 6 Aalsia 38 anal paiial) 558 o -

Dly pead e |

Ajde e 3 lae cuaie Jad 38 oafidl e i Y 6
5oL A0yl dmi I 1 ala aasiad 508 o |

| ICDL 5 guaaSh !

| | e de S de i e ol S| |

| | A ydae )g.\.a:._\.a'm.x_

‘ ‘ e Aiplagd o2l Loyl i 13} alea gl G e 9
.‘\...s).\a

‘ | | Dl 8 zalin Slal 8 S ol paa) e b
- el bl

I 20) Anpde e deady o Joas 5 el 55S) n
‘ (3adine Aga o Apyaal) Solall 8 juaY UL_:;;\

‘ gl ) il sl 238 ol o of |

104




AR

Oaailly JLEAY) Sl ggenay Dile o) 1 TLSG

olae Slala e Gually LAY Al ypae 0SS O l

o 13
el S Bl e uailly sV Adgyens 0l o | 14
.MM\QM\,U‘M\J\:M{ IS

Nae paally el CaCall e gyl S5 G| 16
Apadl pae st dee 8 Aupadl 3 udae Bl [ 17
Aepadl e sl ddles G Gpadaall Dl G 18

- Aad) e i) ke sl eWgl Sl o |19
PRIV Gyl e LAY e S N s o [ 20
s g5 € Tl Bga e Jupad) s S G| 21

oYy App i) Ay )y Anady ija O minall e iy -

sl e A e aualally n

rem Y mdal ek 54

Jhai¥l Shlge (LY Fio 2yl Gadill Sladl s =
slelidy abladl ¢ 1S3y 454 yall _

Al daa 3k e 128 adpall 558 of bl >

iy el
chi i as i LG DA e iy G o .
e Al e DlaYly gpas glaied mdpdl i of 55

105



R |
LIS )s )L s ]
o0, s | aslia Sady &) ylaad)
| 2 T & ) 3
) I ) TS ot [Tyt o husaieh] 29
2yall LA 5l Wlas Sy of [ 30
I8 Do i Ay 2all 53l e iy Ay mdal) pai
Ameadis 4iad| 3]
Al ekl gyt il a3 of .
cormanie ani S5e U8 e ligay Llae a2l pui o o .

alaliallg Lady) yulaa

Tl

el bgyd e Agiu) B iyl 0% )

34
Walgal 5pal Slgin e SY) 02 e pilall Jaay
a)ylay! J\aa\_g'a_)ncaa;\u\ Jese A 35
|

antill ol e eV paall e Jealad)l Ayl Jead v

' e O .
ol Jlae 8 Shadidl =zl Shlas) Jlaad) julee (e o

solall ‘
JgjalaV) Rl sala) JLEaY) ulee e .
el EBlage 4 e AV ve Jiay -
g LG 5 85% e Jeans -

106




s | slia 5y <Ll

—
I
Ll
P oy

Ol Slehhal laala

| . 2c \all O i @il 2 Gujlaall gy3e aad (55, U\J:_u._)

|
r | =
1 Sl gl bl e Gujladl gp3e uas o0 G i
) ) 43
- — - 8 ——— L] .L—L.LAJ !
I

e == L

o aad) o ) 1Y) Lie) B saaal) dia)) aad

44

2380l Oyl Lupas a8 Ais 5% o s | 45

| ool sad Do ek badliy jhay of padt e
comadll aas 3308

46

L yadl)l Al b Ailual ShL e de gane Sl 5S of

. 47
| omadll e JgY)

| | Alyinn S JS A0 lal ) pad) amdy of | 48

dagidall ALy (EIE) eal)

dald)) AsagSat) (yujlaall @e JLaa) alac skl Gmewal] Cila i EDG CIS) Alad ya

....................................................................................

....................................................................................

107




UnEu Favmiig nd I Sacniall Qs Pkl il ila i sl
0 ol gl i ey E. v

Lrrited Araly Emirate Lisrlwrsaity

Afaifer of Edocation Program ;-_'r.ﬁ-‘ e -r-"-""l-' ==
2012;05/24
f— el e el [ el ) T e [ dad S

=,
ey Ak 42l

""-'.H'ﬂc-ﬂ;,ﬂﬂiﬂf-'amﬁh;ﬂguj_hmhm
Ry i Ay R gl gl g T S 3y e il Al Al
VLR NGRR TL RPN PR AT R TR e )
Al Ophaall Dog iy el 1t fgieg stimy Sty gy ¢ ko o A | s phlnlad
e e I
sl Sl e e

L e

el i Y
e R BT
|_|'_lﬂJ. F | J'J.l R o
——— gl (el

£
,‘_.I&'I- A aal deda .-.I-I-

TeL 971 3 713 2#l- 713 6221- Fax 9713 713 6930
P.oBox 17851 UAE
Brp werw fedn usen g v gRETteoin

108




From: School Operation

Sent: Thursday, April 18, 2013 9:50 AM
To: Al Ain Education Zone Principals
Cc: ADEC Research

\5\]\1.9)| NOWCEV-CY NN I V- Ve Qogpo M Subject:

JualBY Cpnd - Aga ol o) il ity g e Bl

bl el SSiags ) W sy

Baees 6l (pfiallly Gl adaill b o) das aes )
Q-iﬁ.|_r|j'| 34 dazaall 3......;'1_;.‘.11 E}a..:l_-:.-ﬂ- \_,'_1-:-  palaall 5.35'._5,5__1 ‘,ia:“ﬂ.,r.ln

O I O

Aeall Ll

S

109



Gender

Mann-Whitney Test

APPENDIX B: STATISTIC TABLES

Tuable 1: Ranking uf Means of all Recruitment and Selection Sections

SEMNDER N Mean Rank Sum of Ranks

MALE 178 279 42 49737 50
APPLIED REQUIRMENTS  FEMALE 381 280 27 106782 50

Total 559

MALE 178 28303 50379 50
SELECTING RECRUITING

FEMALE 381 278 58 106140 50
PROCEDURES

Total 559

MALE 178 282 70 50320.00
SELECTIOM METHODS FEMALE 381 278 74 106200 00

Total 559

MALE 178 266.14 47373 00
SELECTIOMNG CRITERIA FEMALE 381 286 48 109147 00

Total 559

MALE 178 278 01 49485 50
RECRUITING

FEMALE 381 280 93 107034 50
PROCEDURES

Total 559
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Table 2: Test Statistics?

Q1 Q2 Q3 Q4 Q5 Q6 Q7 Q8 PQ9 PQ10 PQ11 PQ12
[Mann-Whitney U 32127 | 31885.500 32914 31517 | 32862.500 | 33419.500 32069 33828.500 32015 32554.500 32934 31790.000
bW leawan W 48058 | 104656.500 48845 47448 | 48793.500 | 49350.500 104840 49759.500 104786 105325.500 48865 47721.000
t -1.523 -1.229 -702 -1.381 -763 -320 1222 -.047 -1.170 -.880 -592 -1.282
l:l:;l s 128 219 483 167 446 .749 222 .963 242 879 554 .200
ailed|
a Grouping Variable GENDER
Table 3: Test Statistics?
Q13 Q14 @S Q16 Q17 Q18 Q19 Q20 Q21
fMann-Whitney U 28866.000 32549.000 33828.000 33196.500 33250.000 33173.500 33863.000 32641.000 31798.000
Aileaxan W 101637.000 105320.000 49759.000 105967.500 49181.000 49104.500 49794.000 48572 000 47729000
r -3.048 -.804 -.049 -415 -.383 -.427 -.027 -.736 -1.220
symp. Sig. (2-ailed] .002 421 961 678 .702 670 .979 462 .222
a. Grouping Variable: GENDER
Table 4: Test Statistics?
Q22 Q23 Q24 Q25 Q26 Q27 Q28 Q29 Q30 Q31 Q32 Q33
IMann-Whitney U 33578.50 | 33515.50| 33729.000 | 30406.00 | 30734.00 | 32704.000 | 31601.500 | 33367.000 | 33001.000 | 31681.000 | 33040500 | 32252.00
Vilcoxan W 106349.5 | 49446.50 | 106500.00 | 46337.00 | 46665.00 | 105475.00 | 104372.50 | 106138.00 | 105772.00 | 104452.00 | 105811.50 | 48183.00
ks -.232 -.248 -.108 -2.338 -2.236 -701 -1.363 -.317 -.573 -1.332 -.525 -.983
Aaymgp Sig [2-lalled) .817 .804 914 .019 .025 483 74 A5 .567 .183 600 .326

a. Grouping Variable
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Table 5: Test Statistics®

Q34 Q35 Q36 Q37 Q38 Q39 Q40 Q41
Mann-Whitney U 32103.000 33192.500 31211000 31316.000 30133.000 32087.000 33628.000 30878.500
Wilcoxon W 48034 000 49123.500 47142.000 47247.000 46064 000 48018.000 49559.000 46809.500
i -1.184 -.446 -1.627 -1.639 -2.266 -1.152 -.170 -1.860
Jrsymp. Sag, (2-tadled) 237 .656 104 101 .023 249 .865 .063
a. Grouping Vaniable. GENDER
Table 6:Test Statistics?
Q42 Q43 Q44 Q45 Q46 Q47 Q48
Mann-Whitney U 31993.000 33113.000 33033.500 30989.500 32717.000 32741.500 33197.000
Vilcoson W 104764.000 105884.000 48964.500 46920.500 48648.000 48672.500 49128.000
-1.108 - 467 -522 -1.812 -.736 -.734 -.429
psymp Sig. (2-1ailad) .268 .640 .602 .070 462 463 fo1a1]

a. Grouping Variable GENDER
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Table 7:Ranks section 1

GENDER N Mean Rank | Sum of Ranks

MALE 178 269 99 48058 00
1 FEMALE 381 284.68 108462 00

Total 559

MALE 178 291.37 51863.50
2 FEMALE 381 27469 104656 50

Total 559

MALE 178 274 41 48845 00
3 FEMALE 381 282.61 107675.00

Total 559

MALE 178 266 56 47448.00
b+ FEMALE 381 286 28 109072.00

Total 559

MALE 178 27412 48793 50
< FEMALE 381 28275 107726 50

Total 559

MALE 178 277.25 49350.50
& FEMALE 381 281.28 107169 50

Total 559

MALE 178 290 34 51680.00
7 FEMALE 381 275.17 104840.00

Total 559

MALE 178 279.55 49759.50
- FEMALE 381 280.21 106760.50

Total 559

MALE 178 290 64 51734 00
& FEMALE 381 27503 104786.00

Total 559

MALE 178 287.61 51194.50
10 FEMALE 381 276 44 105325.50

Total 559

MALE 178 274 52 48865 00
11 FEMALE 381 282 56 107655 00

Total 569

MALE 178 268 10 47721.00
12 FEMALE 381 285 56 108799 00

Total 559
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Table 8:Ranks

SENDER Mean Rank | Sum of Ranks
MALE 178 308 33 54883 00
#}1 L FEMALE 381 266 .76 101637.00
Total 559
MALE 178 287 64 51200.00
14 FEMALE 381 276 43 105320 00
Total 559
MALE 178 279 54 49759 00
15 FEMALE 381 280 21 106761 00
Total 559
MALE 178 284 00 50552 50
J18 FEMALE 381 278 13 105967 50
Total 559
MALE 178 276 30 4918100
)17 FEMALE 381 28173 107339 00
Total 559
MALE 178 27587 49104 50
J18 FEMALE 381 28193 107415.50
Total 559
MALE 178 279.74 49794 00
1 FEMALE 381 28012 106726 00
Total 559
MALE 178 272.88 48572 00
20 FEMALE 381 283133 107948 00
Total 559
MALE 178 268.14 4772900
121 FEMALE 381 285 54 108791 00
Total 559
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Table 9:Ranks

[GENDER Mean Rank | Sum of Ranks
MALE 178 281 86 50170.50
B P, FEMALE 381 279 13 106349.50
Total 5§59
MALE 178 27779 49446.50
123 FEMALE 381 28103 107073.50
Total 559
MALE 178 281 01 50020.00
J24 FEMALE 381 27953 106500.00
Total 559
MALE 178 260 32 46337 00
25 FEMALE 381 289 19 110183 00
Total 559
MALE 178 262 16 46665 00
8 Fi FEMALE 381 288.33 109855 00
Total 559
MALE 178 286.77 51045 00
27 FEMALE 381 276 84 105475.00
Total 559
MALE 178 292.96 52147 50
28 FEMALE 381 273.94 104372.50
Total 559
MALE 178 283.04 5038200
B P FEMALE 381 278.58 106138 00
Total 559
MALE 178 285.10 50748 00
030 FEMALE 381 277 62 105772 00
Total 559
MALE 178 292.52 52068 00
| BER FEMALE 381 27415 104452 00
Total 559
MALE 178 284.88 50708 50
it FEMALE 381 277.72 105811 50
Total 559
MALE 178 27069 48183.00
233 FEMALE 381 284 35 108337.00
Total 559
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Table 10: Ranks

ENDER Mean Rank Sum of Ranks

MALE 178 269.85 48034 00

mu] FEMALE 381 284 74 108486.00
Total 559

MALE 178 275.97 49123.50

Bl FEMALE 381 281.88 107396.50
Total 559

MALE 178 264.84 47142.00

36 FEMALE 381 287.08 109378.00
Total 569

MALE 178 26543 47247.00

&JJ ' FEMALE 381 286.81 109273.00
Total 559

MALE 178 258.79 46064.00

BEE] FEMALE 381 289.91 110456.00
Total 559

MALE 178 269.76 48018.00

135 FEMALE 381 284.78 108502.00
Total 559

MALE 178 27842 49559.00

240 FEMALE 381 280.74 106961.00
Total 559

MALE 178 262.97 46809.50

?-J-I ] FEMALE 381 287.95 109710.50
Total 569
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Table 11: Ranks

SENDER Mean Rank | Sum of Ranks

MALE 178 29076 51756 00

42 FEMALE 381 274 97 104764 00
Total 559

MALE 178 284 47 50636 00

141 FEMALE 381 277 AN 105884 00
Total 558

MALE 178 27508 48964 50

44 FEMALE 381 282 30 107555 50
Total 559

MALE 178 263 60 46920 50

| sTL FEMALE 381 287 66 109599 50
Total 559

MALE 178 27330 48648 00

| BT FEMALE 381 283.13 107872 00
Total 559

MALE 178 273 44 48672 50

o T FEMALE 381 283 06 107847 50
Total 559

MALE 178 276 00 49128 00

+’_-4.2—' FEMALE 381 28187 107392 00
Total 559
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Kruskal-Wallis Test

Table 12:Ranking of Means of all sections

OB Mean Rank

VICE PRINCIPAL 74 286.30

TEACHER 424 290.63
MPPLIED REQUIRMENTS

PRINCIPAL 61 198 .46

Total 559

VICE PRINCIPAL 74 23111
SELECTING RECRUITING TEACHER 424 299.80
IPROCEDURES PRINCIPAL 61 201.68

Total 559

VICE PRINCIPAL 74 280.49

TEACHER 424 29267
SELECTION METHODS

PRINCIPAL 61 191.32

Total 559

VICE PRINCIPAL 74 253 45

TEACHER 424 29101
SELECTIOMG CRITERIA

PRINCIPAL 61 235.66

Total 559

VICE PRINCIPAL 74 249.66
RECRUITING TEACHER 424 S
PROCEDURES PRINCIPAL 61 216.50

Total 559
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Table 13Test Statistics®®

Q1 PQ PQ3 PQ4 PQ5 PQ6 PQ7 PQ8 PQ9 PQ10 | PQ11 PQ12
Chi-Square 1.223 29,590 2.422 18.529 961 30.829 3.294 15.829 47537 .812 4730 6.040
df 2 2 2 2 2 2 2 2 2 2 2 2
Asymp. Sig 543 000 298 000 .619 .000 .193 000 .000 .666| 094 049
a. Kruskal Wallis Test
b. Grouping Variable JOB
Table 14: Test Statistics®®
Q13 Q14 @ilS Q16 Q17 Q18 Q19 Q20 Q21
Chi-Square 044 3.398 2.690 6.330 36.747 74.701 16.575 14,074 5.870
df 2 2 2 2 2 2 2 2 2
Asyrip Sig 978 .183 .261 042 000 .000 000 .001 053
a. Kruskal Wallis Test
b. Grouping Variable: JOB
Table 15:Test Statistics®®
Q22 Q23 Q24 Q25 Q26 Q27 Q28 Q29 Q30 Q31 Q32 Q33
Chi-Square 3670 1.273 8121/ 7.815 1.947 8.079 4444 2947 1.202 17.392 22 396 30.645
df 2 2 2 2 2 2 2 2 2 2 2 2
Agynp, Sag 160 529 .201 020 378 .018 108 .229 548 000 .000 .000

a Kruskal Wallis Test

b. Grouping Variable JOB
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Table 16: Test Statistics®®

Q34 Q35 Q36 Q37 Q38 Q39 Q40 Q41
Chi-Square 7.798 1.095 5.715 4.272 6.736 9.721 11.252 3.176
f 2 2 2 2 2 2 2 2
ymp, S .020 508 .057 118 .034 .008 .004 .204
a. Kruskal Wallis Test
b. Grouping Variable: JOB
Table 17:Test Statistics®®
Q42 Q43 Q44 Q45 Q46 Q47 Q48
Chi-Square 19.092 20.925 27.985 15.985 .336 1.764 19.191
df 2 2 2 2 2 2 2
symp. Sug .000 .000 .000 .000 845 414 .000

a. Kruskal Wallis Test
b. Grouping Variable: JOB
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Table 18Ranks

HJB N Mean Rank
VICE PRINCIPAL 74 291 88
PRINCIPAL TEACHER 424 277 46
CLUALIFICATION PRINCIPAL 61 283.21
Total 559
VICE PRINCIPAL 74 248 .14
Jpo TEACHER 424 297.92
PRINCIPAL 61 194.12
Total 559
VICE PRINCIPAL 74 284.24
Eep TEACHER 424 282.74
PRINCIPAL 61 255.84
Total 559
VICE PRINCIPAL 74 242.80
Las TEACHER 424 295.72
PRINCIPAL 61 215.89
Total 559
VICE PRINCIPAL 74 292.36
bS5 TEACHER 424 277.37
PRINCIPAL 61 283.29
Total 559
VICE PRINCIPAL 74 32943
TEACHER 424 261.77
b PRINCIPAL 61 346.72
Total 559
VICE PRINCIPAL 74 277.36
TEACHER 424 284.66
o PRINCIPAL 61 250.84
Total 559
VICE PRINCIPAL 74 278.91
TEACHER 424 290.82
<8 PRINCIPAL 61 206.11
Total 559
VICE PRINCIPAL 74 255.62
TEACHER 424 300.73
|7<° PRINCIPAL 61 165.45
Total 559
PQ10 VICE PRINCIPAL 74 293.09
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TEACHER 424 277 40

PRINCIPAL 61 282 21

Total 559

VICE PRINCIPAL 74 27503

TEACHER 424 286 30
PQ11

PRINCIPAL 61 242 23

Total 559

VICE PRINCIPAL 74 319 50

TEACHER 424 27304
PQ12

PRINCIPAL 61 280.48

Total 559
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Table 19Ranks

IO N Mean Rank
VICE PRINCIPAL 74 278 77
o TEACHER 424 279 68
PRINCIPAL 61 28370
Total 559
VICE PRINCIPAL 74 298 86
o TEACHER 424 27328
PRINCIPAL 61 303 82
Total 559
VICE PRINCIPAL 74 294 23
bis TEACHER 424 274 23
PRINCIPAL 61 302.82
Total 559
VICE PRINCIPAL 74 253 43
ik TEACHER 424 289 33
PRINCIPAL 61 247 42
Total 559
VICE PRINCIPAL 74 22500
_ TEACHER 424 302 18
17 pRINCIPAL 61 192.58
Total 559
VICE PRINCIPAL 74 210.34
e TEACHER 424 SR8
" pRINCIPAL 61 148.16
Total 599
VICE PRINCIPAL 74 238.18
TEACHER 424 295215
iz PRINCIPAL 61 22541
Total 559
VICE PRINCIPAL 74 237 34
TEACHER 424 294 01
i PRINCIPAL 61 234 40
Total 559
VICE PRINCIPAL 74 257 41
I} TEACHER 424 288 93
" PRINCIPAL 61 24534
Total 559
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Table 20 Ranks

—

LLEE

N Mean Rank
VICE PRIMCIPAL 74 286 45
| B TEACHER 424 283.16
PRINCIPAL 61 250 21
VICE PRINCIPAL 74 296 84
023 TEACHER 424 278 25
PRINCIPAL 61 27172
VICE PRINCIPAL 74 292 91
024  TEACHER 424 28223
PRINCIPAL 61 248 87
VICE PRINCIPAL 74 294 12
125  TEACHER 424 284 00
PRINCIPAL 61 23508
VICE PRINCIPAL 74 294 03
126 TEACHER 424 280 01
PRINCIPAL 61 262 93
VICE PRINCIPAL 74 292 59
Q27 TEACHER 424 285 45
PRINCIPAL 61 226 86
VICE PRINCIPAL 74 277 49
{178 TEACHER 424 285.95
PRINCIPAL 61 24168
VICE PRINCIPAL 74 285.93
126 TEACHER 424 283 58
PRINCIPAL 61 247.90
VICE PRINCIPAL 74 284.31
730 TEACHER 424 281.97
PRINCIPAL 61 26106
VICE PRINCIPAL 74 268 95
2 TEACHER 424 292 45
PRINCIPAL 61 206.88
VICE PRINCIPAL 74 253 72
232  TEACHER 424 295.51
PRINCIPAL 61 20405
VICE PRINCIPAL 74 222 80
233 TEACHER 424 30013
PRINCIPAL 61 209 46 |
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Table 21 Ranks

el N Mean Rank
VICE PRINCIPAL 74 257 70
ke TEACHER 424 289 04
PRINCIPAL 61 244 20
Total 559
VICE PRINCIPAL 74 268 68
s TEACHER 424 283 64
PRINCIPAL 61 268 41
Total 559
VICE PRINCIPAL 74 300 11
| 4q  TEACHER 424 282 24
PRINCIPAL 61 24003
Total 559
VICE PRINCIPAL 74 28300
__ TEACHER 424 284 63
s PRINCIPAL 61 244 16
Total 559
VICE PRINCIPAL 74 240 47
nuy  TEACHER 424 288 52
PRINCIPAL 61 268 72
Total 559
VICE PRINCIPAL 74 245 84
_ TEACHER 424 290.68
S bRiINCIPAL 61 24718
Total 559
VICE PRINCIPAL 74 264 12
: TEACHER 424 290.71
0 bRINGIPAL 61 224 80
Total 559
VICE PRINCIPAL 74 254 90
TEACHER 424 28599
koa
PRINCIPAL 61 268 82
Total 559
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Table 22Ranks

UE N Mean Rank
VICE PRINCIPAL 74 260.15
|, TEACHER 424 27165
" rriNGRAL 61 362.15
Total 559
VICE PRINCIPAL 74 277.41
43 TEACHER 424 292.58
PRINCIPAL 61 195.72
Total 559
VICE PRINCIPAL 74 251.02
TEACHER 424 297.52
Ksa
PRINCIPAL 61 193 .40
Total 559
VICE PRINCIPAL 74 245.30
| .. TEACHER 424 293.72
PRINCIPAL 61 226.75
Total 559
VICE PRINCIPAL 74 275.70
4 TEACHER 424 281.96
PRINCIPAL 61 271.61
Total 559
VICE PRINCIPAL 74 285.39
=3 TBACHER 424 282.37
Til PRINCIPAL 61 257 01
Total 559
VICE PRINCIPAL 74 249.21
~ TEACHER 424 294.95
s PRINCIPAL 61 213.44
Total 559
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Table 23:Ranks

ELHOOL CYCLE Mean Rank
CYCLE 1 169 277.54
Cadelti=7 95 289.36
HAPPLIED REQUIRMENTS S Y i
COMMON 163 252 .48
KG 55 276 22
Total 559
CYCIEN 169 275.81
CY(CE 2 95 296.59
SELECTING RECRUITING CYCLE3 77 309 42
|JPROCEDURES COMMON 163 250.80
KG 85 309 56
Total 999
CY(CIIEN 169 268.87
CY.CIEE2 95 275.54
SELECTION METHODS A ol S
COMMON 163 27294
KG 55 288.57
Total 559
CYCLE 1 169 281.99
CYCLEER 95 263 33
CYECIEERS 77 30360
SELECTIONG CRITERIA
COMMON 163 272 01
KG 55 293.35
Total 559
CYGIEM 169 2111452
CYCLE 2 95 27676
RECRUITING CYCLE3 7 324 84
JPROCEDURES COMMON 163 262.88
KG 55 299 60
Total 559
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Table 24 Test Statistics?®

Q1 Q2 PQ3 PQ4 PQ5 PQ6 PR PQ8 PQ9 PQ10 PQ11 PQ12
Chi-Square 827 7296 257103 5.128| 4.192 7.360 5.302 9.411 7.008 2574 5.746 13.608
df 4 4 4 4 4 4 4 4 4 4 4 4
Ay Se 935 121 597 274 .381 118 258 .052 135 631 219 .009
a. Kruskal Wallis Test
b. Grouping Variable SCHOOL CYCLE
Table 25:Test Statistics?®
Q13 Q14 Q15 Q16 Q17 Q18 Q19 Q20 Q21
Chi-Square 1.305 4 364 5.850 7.743 9.786 11.022 3.837 4 094 4.694
jeit 4 4 4 4 4 4 4 4 4
Asymp S 861 359 211 101 044 026 429 393 320
a Kruskal Wallis Test
b. Grouping Variable: SCHOOL CYCLE
Table 26: Test Statistics®®
Q22 Q23 Q24 Q25 Q26 Q27 Q28 Q29 Q30 Q31 Q32 Q33
Chi-Square .953 8.759 1.916 11.462 6.605 1.208 12.213 6.365 693 1.152 93809 31761
df 4 4 4 4 4 4 4 4 4 4 4 4
Asymip. Sm 917 .067 ol 022 .158 877 016 174 952 886 044 441

a Kruskal Wallis Test
b Grouping Variable: SCHOOL CYCLE
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Table 27: Test Statistics®®

Q34 Q35 Q36 Q37 Q38 Q39 Q40 Q41
[Chi-Square 7113 3.184 1.189 7.846 3.734 1.447 1.621 8.589
il 4 4 4 4 4 4 4 4
PL5YMiD. Sig .130 .528 .880 .097 443 .836 .805 .072

a. Kruskal Wallis Test
b. Grouping Varnable. SCHOOL CYCLE

Table 28:Test Statistics?®

Q42 Q43 Q44 Q45 Q46 Q47 Q48
Chi-Square .330 7.631 10.556 4.086 9.335 3.593 6.648
AE 4 4 4 4 4 4 4
pasymp. Sing .988 .106 .032 .394 053 464 .156

a. Kruskal Wallis Test
b. Grouping Variable: SCHOOL CYCLE




Table 29: Ranks

ECHOOL CYCLE N Mean Rank
CYCLE 1 169 282 87
CYCLE 2 95 284 12
. CYCLE 3 77 27379
I COMMON 163 276.15
KG 55 284 15
Total 559
CYCLE 1 169 273 04
CYCLE 2 95 290.65
= CYCLE 3 77 317 40
COMMON 163 265.56
KG 55 273.40
Total 559
CYCLE 1 169 281.86
CYCLE 2 95 278.22
y CYCLE 3 77 293.27
- COMMON 163 268 40
KG 55 293.15
Total 559
CYCLE 1 169 279.91
CYCLE 2 95 266 56
CYCLE 3 77 308.01
& COMMON 163 267.62
KG 55 300.96
Total 559
CYCLE 1 169 293.86
CYCLE 2 95 272.85
_ CYCLE 3 77 287 49
” COMMON 163 27048
KG 55 267 47
Total 559
CYCLE 1 169 294 31
CYCLE 2 95 283 58
L. CYCLE 3 77 290 93
COMMON 163 27106
KG 55 241.02
Total 559
fPa7 CYCLE 1 169 262.74
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PQ8

PQ9

PQ10

PQ11

PQ12

CYCIEE2
CYCLE 3
COMMON
KG

Total
CCLUENR
CYCLE 2
CYCUES
COMMON
KG

Total
CYCLE 1
CY.CLE 2
(€)TElLE &
COMMON
KG

Total
CYCLE 1
CYCLE 2
CYCLE 3
COMMON
KG

Total
CYCLE 1
CYCLE 2
(CYACILIE &
COMMON
KG

Total
CYCLE 1

CYCLE 2
CYCLE 3
COMMON
KG

Total

98
77
163
513)
5569
169
95
77
163
55
559
169
95
77
163
55
559
169
99
71
163
55
559
169
95
77
163
85
559
169

95
77
163
55
559

293.89
295.19
277.70
294 61

287.89
291.22
307 96
250.34
285.15

285.17
292 58
306.06
259.04
268.01

277.74
266.59
300.12
281.81
276.57

277.38
295.28
306.84
262.81
275.01

27417
296.75
325.29
253.42
284.35
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Table 30: Ranks
ELUHDDL CYCLE N Mean Rank
CYCLE 1 169 277 14
CYCLE 2 95 269 74
b G\ EEESS 77 27595
' common 163 290 05
KG 88 282 41
Total 559
CYCLE 1 169 283 16
CYCLE 2 95 291 99
CYCLE 3 i 30090
= COMMON 163 262 32
KG 55 27273
Total 559
CYCLE 1 169 284 77
CYCLE 2 95 284.69
! CYCLE 3 77 292 88
s
COMMON 163 257.87
KG 55 304.79
Total 559
CYCLE 1 169 281.55
CYCLE 2 95 289.74
CYCLE 3 77 299.56
: COMMON 163 254 24
KG 55 307.37
Total 559
CYCLE 1 169 285.93
(CY/CIUE 2 95 296 61
CYCILE & 77 285.00
17 common 163 250 42
KG 55 313.75
Total 559
CYCLE 1 169 27372
CYGEE2 95 310 66
y CYGULE 3 77 298 95
pase COMMON 163 252 62
KG SO 300 95
Total 559
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CYCLE 1 169 276 83
CYCLE 2 95 29023
g CYCLED 77 282 58
COMMON 163 265 92
KG 55 310.18

Total 559
CYCLE 1 169 275.19
CYCLE 2 95 266.36
. CHEEES 77 302.58
% common 163 273.95
KG 55 304.65

Total 559
CYCLE 1 169 27423
CYCLE 2 95 296 35
s CYCLE 3 77 306 20
COMMON 163 266 82
KG 55 27188

Total 559

Table 31: Ranks
LGCHODL CYCLE N Mean Rank

CYCLE 1 169 285.41
CYCLE 2 95 27125
__ CYCLE3 77 274.10
" comMoN 163 280 90
KG 55 284 10

Total 559
CYCLE 1 169 278 01
CYCLE 2 95 286 08
~ CYCLE3 77 32035
et COMMON 163 263 35
KG 55 268 47

Total 559
CYCLE 1 169 28224
CYCLE 2 95 289 81
=% oveles 77 284 86
COMMON 163 266 84
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laz2s

Q26

Q27

la2s

la29

Q30

”031

KG

Total
CYCLE 1
CYCLE 2
CYCLE 3
COMMON
KG

Total
CYCLE 1
CYCLE 2
CYCLE 3
COMMON
KG

Total
CYCLE 1
CYCLE 2
CYCLE 3
COMMON
KG

Total
CYCLE 1
CYCLE 2
CN(CENS
COMMON
KG

Total
CYCLE 1
CCILIE Z
CNECIES
COMMON
KG

Total
CYECUE I
CYCLE 2
CNECLESS
COMMON
KG

Total
CYCLE 1
CYCLE 2

55
558
169

95

77
163

85
5569
169

95

77
163

58
559
169

95

77
163

95
959
169

95

77
163

55
559
169

95

77
163

55
569
169

95

77
163

855
559
169

95

288.37

27367
276.56
311.50
261.57
316.23

27443
262.97
292.07
278.37
314.45

283.98
290ES 2
267.71
276.33
276.32

254.67
273.02
323.67
292.44
271.87

278.95
262.45
318.16
271.92
284.04

280.83
270.53
288.32
279.83
282.67

276.55
2747
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[CYCILE & 77 293 32
COMMON 163 28383
KG 59 269.72
Total 559
CYCLE 1 169 268.86
CYCLE 2 95 260.72
- CYCLE 3 77 324.13
COMMON 163 276.71
KG 55 29549
Total 559
CYCLE 1 169 274 41
CYCLE 2 95 271.55
CYCLE & 77 306.08
Q33
COMMON 163 272.83
KG 55 296.52
Total 58
Table 32:Ranks
SCHOOL CYCLE N Mean Rank
CYCLE 1 169 284.38
CYCLE 2 95 270.84
CH(CNES 77 301.21
34
COMMON 163 261.96
KG 58 306.15
Total 559
CYCLE 1 169 269.94
CHCIENZ 95 272.32
ol CYCLE 3 77 303.71
' common 163 283.16
KG 55 281.62
Total 559
CYCLE 1 169 280.09
(CYELE2) 95 277.25
e CY.CHER 77 292.75
COMMON 163 27245
KG 56 288.96
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| R

| Bl

D35

ar i

141

Total
CYCLE 1
CYCLE 2
CYCLE 3
COMMON
KG

Total
CY.GLE™
CYCLE 2
CYCLE 3
COMMON
KG

Total
CYCLE 1
CYCLE 2
CYCLE 3
COMMON
KG

Total
CA(CINEN
CYCLE 2
CYCLE 3
COMMON
KG

Total
CYCLE 1

CYCLE 2
CYCLE 3
COMMON
KG

Total

559
169
95
77
163
55
559
169
95
77
163
39
585
169
95
77
163
55
559
169
95
77
163
65
559
169

95
77
163
56
559

278 51
277 54
20N
267 43
329.49

287 49
270.23
304.12
270.09
269.48

276.70
286.62
279.14
273.91
20/(895

284.51
269.71
291.58
272.86
288.85

289.94
247.64
309.06
273.86
282.87
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Table 33:Ranks

BCHDOL CYCLE N Mean Rank
CYCLE 1 169 27775
CYCLE 2 95 27534
CYCLE 3 77 287 06
%42 common 163 282 53
KG 55 277 56
Total 559
CYCLE 1 169 262 64
CYCLE 2 95 266 59
CYCLE 3 77 306 86
= COMMON 163 28214
KG 55 312 56
Total 559
CYCLE 1 169 267 19
CYCLE 2 95 291.78
s CYCLE 3 7 318 15
COMMON 163 260 50
KG 55 303.40
Total 559
CYCLE 1 169 283 70
CYCLE 2 95 27326
o EVELES 77 299.57
% common 163 26518
KG 55 296 78
Total 559
CYCLE 1 169 263.87
CYCLE 2 95 273.75
s CYCLES 77 295 20
COMMON 163 276.51
KG 55 329.45
Total 559
CYCLE 1 169 27198
CYCLE 2 95 283 58
__ CYCLE3 77 295 82
“ common 163 27088
KG 55 30334
Total 559
48 CYCLE 1 169 27449
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CYCLE 2
CYCLE 3
COMMON
KG

Total

95
77
163
55
959

2
318 77
266.65
283.64
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