
EXECUTIVE SUMMARY 

“… Principals’ preparation programs should be more selective, more focused on improvement of 

instruction, more closely tied to the needs of Districts and provide more….  Leader preparation 

should not end when new principals are hired, but should continue with high-quality mentoring and 

career-long growth opportunities….” #4 p. 3 

 

INTRODUCTION 

The New York State School Administrators Consortium (NYSSAC), a joint advocacy effort formed 

between the School Administrators Association of New York State (SAANYS) and the New York State 

Federation of School Administrators (NYSFSA), was created to support school leaders in New York State 

in their efforts to improve student achievement. 

In 2007, NYSSAC undertook a research study to identify “how to improve the training and retention of 

quality school leaders, as well as explore their professional motivations and the challenges they face on a 

daily basis” (orig research)  

This current research was commissioned as a follow-up to the study conducted in 2007 to explore the 

changing roles of school leaders, and how to best prepare them for those roles. 

The summary of the full text that follows discusses key findings of the 2013 survey and highlights of the 

literature review.  

PRIMARY CONCERNS 

As in the original 2007 survey, NYSSAC’s focus for this survey was on those strategies that would be most 

effective in the recruitment and retention of quality school leaders. Survey questions as well as those asked 

during the focus session concentrated on four areas: 

• The availability, quality, and effectiveness of professional development for school 

administrators; 

• How school administrators view the importance of mentoring and professional learning 

communities to their success as building leaders; 



• The importance of instructional leaders for successful schools and improved student 

achievement; and 

• The need for assistant principals and the role they play in supporting the efforts of the building 

leaders to effectively provide professional development their faculty. 

 

DEFINING QUALITY SCHOOL LEADERSHIP 

Focus group discussions, survey responses and a review of current educational research on school 

leadership helped clarify and define the essence of “quality school leadership”. 

It is “a commitment to excellence and someone who is not afraid to lead by example, 

demonstrating key leadership values of loyalty, duty, respect, selfless service, honor, integrity and 

personal courage to always to do the right think for children, for the organization and for the 

community”. 

       -Supervisor/Administrator- Suffolk County 

 

It is “an educator a manager, and a delegator who has a vision, presence, respect and a passion for 

excellence”. 

                                                                                                                                        -Principal-Manhattan 

 

Michel Fullan, Professor Emeritus for Studies in Education in Ontario said,  

“Effective school leaders are the key to large-scale, sustainable educational reform”. 

The National Association of Elementary School Principals said in 2011 that, 

“Effective principals think about how they can best lead and manage multiple systems that together 

can bring effective practices to scale so that all students-and all adults-achieve better results”. 

 

 



NEED FOR SUFFICIENT AND EFFECTIVE SUPERVISORY 

PERSONNEL 

The increased complexity of the role of building leaders, as well as recent changes and challenges they face 

were frequently referred to during the focus group discussions and throughout the survey. More specifically, 

• 92.65% of the survey respondents said that their current roles are much more or more 

complicated than they had been only three years ago. 

• 72.16 % agree that their “job responsibilities are more than one person can manage 

effectively”.  

• 37.20% of Assistant Principals feel qualified to take on the role of school leader today 

whereas more than 78% felt qualified in 2007.  

Respondents identified their myriad roles.  Responses on the survey indicate that most of the school 

leaders’ time is devoted to curriculum and instruction, including: 

• Guiding and motivating teachers 

• Instructional supervision 

• Curriculum development  

But that their greatest challenges include; 

• Meeting the educational needs of every child 

• Teacher performance/evaluations 

• Implementing the common core learning standards 

Many studies have been conducted and documents written in recent years by leadership institutes and 

organizations regarding school leadership. These includes The 29th Annual MetLife Survey of the American 

Teacher which interviewed 500 principals; research conducted by the Wallace Foundation, whose goal it is 

to “improve learning and enrichment opportunities for children”; and a compilation of data by the National 

Conference of State Legislatures (NCSL) which is a “bipartisan organization that serves the legislators and 

staffs of the states, commonwealths and territories” (#4 ). Their findings were similar to those found in the 

current NYSSAC Survey. 

The need for Assistant Principals was another topic of discussion.  Twenty-five percent of the NYSSAC 

respondents said that increased building level supervisory staff would be most helpful in their quest to be 

more effective school leaders. 



But, when assistant principals were asked if they aspire to become a principal, only 34% stated that they are 

interested in following that career path today, whereas more than 50% were interested according to the 2007 

survey. 

 

PROFESSIONAL DEVELOPMENT AND NETWORKING 

The NYSSAC survey addressed the quality and effectiveness of administrative/supervisory preparation 

initiatives. When asked the value and importance several such strategies, from most to least valuable:   

• 73.00% felt that  mentoring was an essential support ;  

• 73.50% ranked in-service professional development as crucial;  

• 65.29% valued internships; 

• 53.77% believed pre-service professional development to be an important element 

• 39.81%  placed university preparation programs as most important 

 These results mirrored those in the 2007 survey.  

Notably,   94.34% recognized that previous experience is a key element. This was somewhat higher than 

results in 2007 when 89.8% recognized the value of previous experience.    

To ensure the effectiveness of professional development, it is necessary to identify those areas which 

building leaders feel are most challenging. These include teacher observations, data analysis, meeting the 

needs of all learners, budget, hiring of qualified personnel and curriculum and instruction/ implementation 

of the common core learning standards, and compliance/regulatory issues. 

Respondents continue to maintain that mentoring and on-going professional development are essential to 

“attract and retain quality school leaders” as is in-service professional development.   

“We need to keep up with current trends. We need experts to tell you what is going on.” 

                                                                                        -Middle School Principal/ Focus Group Participant. 

And when addressing the benefits of Professional Learning Communities (PLC), respondents said that is   

“… where I can vent, ask for help, help others, learn and laugh with a small group of colleagues who 

have become my sisters and brothers”. 



“sharing and learning from other school leaders that help sustain my emotional energy as a leader”. 

These same attitudes about PLCs have been expressed in research conducted by Wallace Foundation 

(2010), Annenberg Institute for School Reform (2005), The National Commission on Teaching and 

America’s Future(2010) to name a few  (#24A p. 37) 

Respondents were also asked to speak to their attendance at professional development events and the 

quality of such events.  

• 88.6% do attend these events at least sometimes. 

• 50.43% were satisfied with available professional development 

A recurring theme during the focus group discussion and on the survey was the topics covered at 

professional development events.  And not unlike results in previous studies, including the NYSSAC survey 

in 2007, respondents said:  

“Every school is different. One size does not fit all”. 

“Professional development needs to be school specific”. 

“To improve our performance as instructional leaders, professional development needs to answer 

the question, how do I as principal improve my performance?” 

 

JOB SATISFACTION 

Despite the fact that 92.65% of NYSSAC respondents stated that over the past three years, their job has 

become much more or more complicated,   

• 56.43% said that they would choose this career path again. 

However, only  

• 55.45% said they are satisfied with their positions, a decrease of 15% since the survey in 

2007.  

 

IMPLICATIONS 



A 2009 study by the National Commission on Teaching and America’s Future states that “more than one 

half of the nations’ principals are baby boomers and during the next several years, schools could lose one 

third of their most accomplished principals to retirement (#4 p. 5) In addition, only 68% of those acquiring 

administrative certification actually apply for administrative positions,  (Ibid p. 6) 

The NYSSAC study supported those findings:  19.5% of the respondents are already eligible to retire; 

46.8% will be eligible within the next five years. And, only 19.68% of the assistant principals who responded 

to the NYSSAC survey are very interested in becoming principals. 

A special report published by the George W. Bush Institute stated that the “challenge of high-quality 

leaders is not likely to ease up given retirement projections and workforce turnover rates” (#20, p. 18) 

As the role of school leader becomes more and more complex and new challenges are continuously being 

foisted upon them, ways to identify, attract and prepare leaders must be supported and developed (#5 p. 5).      

“Principals matter to the academic success of students, and districts should take a strong hand in 

selecting and training their leaders and cultivating their continuing success” (#34 p. 7) 

 

RECOMMENDATIONS 

As stated in research by the National Association of State Boards of Education “…. School leadership has a 

significant impact on student achievement….”, thus highlighting the “importance of consistent, high-quality 

school leaders who remain in a school long enough to break through the barriers that prevent sustained 

improvement”. (#24 p. 4-5)  And with regard to the cost of principal turnover, John Youngquist, Director of 

Principal-Talent Management for the Denver Public Schools said, “There is a real cost to bringing in new 

principals every year, and if we can lower the number of principals we are bringing in by increasing their 

tenure through better support and preparation, then monies become available that we can relocate”. (#21, 

p. 5) 

With the foregoing in mind, the following are recommendations, presented to assist school districts in their 

efforts to recruit, train and retain effective school leaders. They are based upon results of the NYSSAC 

survey; comments made during the focus group discussions; findings from related research; and conclusions 

found in the professional literature.   

 Recruitment of  Effect ive School Leaders 



• Assess the availability and quality of various supervisory preparation initiatives, including 

university programs, internships, and pre-service professional development, regarding the 

support they afford prospective building leaders.  

• Implement changes and modifications to these resources to ensure that building leaders are 

well-prepared for the ever-changing and increasing challenges they face. 

• Identify the challenges facing school leaders and ascertain how to best encourage and 

support prospective leaders to pursue principalships, and experienced school leaders to 

continue in their positions. 

• Identify those individuals whose skills exemplify those skills required of successful school 

leaders and encourage them to pursue that career path.  

• Encourage those individuals who have credentials to serve as building leader to seek out 

those positions. Support them with pre-service experiences and mentoring in order that the 

complexities of the position do not overwhelm them.   

 

Training Effect ive School Leaders 

• Examine the findings of related research to identify effective ways to support new leaders. 

• Provide pre-service training for new leaders that will prepare them for the challenges ahead. 

• Provide professional development opportunities that are specific to each building’s mission 

and vision, and each leader’s needs and concerns; this will the support building leaders’ 

efforts to improve instruction.  

• Provide easier access to professional development opportunities for all building leaders. 

• Consider the topic, location, and cost of the events. 

• Ascertain who the experts in the field are. These individuals would serve as professional 

development workshop facilitators. Common core learning standards, budgeting, teacher 

evaluations and curriculum should be among the topics covered.  

• Encourage the creation of professional learning communities which would allow school 

leaders to meet regularly with their peers.  This networking would provide opportunities 

for participants to collaborate with colleagues, share strategies and problem-solve. 

• Provide for experienced school administrators to mentor new school leaders on a long 

term basis.  Mentoring should be tailored to the individual needs of each school and 

district.  



Retaining Effect ive Leaders  

• Recognize the successes of school leaders whose schools typify the goals of education. 

• Identify ways to streamline the number  of required administrative tasks, including 

paperwork, computer tasks, reports, etc., so that school leaders can devote their time to 

their most important responsibility, that of improving student achievement. 

• Provide the fiscal resources that provide for the hiring of assistant principals. The expertise 

of these individuals is critical to the school leader’s efforts to realize the school’s mission. 

• Ensure that professional development opportunities are ongoing and frequent, addressing 

current trends and challenges facing building leaders. Topics should include, but are not 

limited to, data analysis, implementing the common core learning standards, budgeting, 

and meeting the needs of all learners.   

• Encourage the ongoing presence of professional learning communities, for both novice and 

veteran building leaders because their roles and challenges are constantly changing. 

 

 

TABLE OF CONTENTS 

 

SECTION 1- Introduction and Background 

“Today’s school environment has become more complex and diverse; where all children are 

expected to learn and where high learning standards set the vision of educational success for all 

students” #5, p 1 

And with the increased complexity of the role of school leaders, recruiting and retaining effective leaders 

has become an even more pressing issue than it was in the past. 

NYSSAC, whose mission is to advocate for policies that impact on the success of school leaders, conducted 

this statewide online survey regarding the role of building leaders as a follow-up to the survey conducted in 

2007. Its objective was to identify ways to best support today’s’ school leaders for whom accountability, 

standardized testing, school reform and increased student achievement have become the buzz words. 



With the definition of the principal’s role having “changed from bills, buildings and buses to a focus on 

instructional leadership” #24A p. 54), the survey focused on several areas of concern which included, but 

were not limited to: 

• The availability, quality, and effectiveness of professional development for school 

administrators; 

• How school administrators view the importance of mentoring and professional learning 

communities to their success as building leaders; 

• The importance of instructional leaders for successful schools and improved student 

achievement; and 

• The need for assistant principals and the role they play in supporting the efforts of the 

building leaders to effectively provide professional development their faculty. 

Of the more than 12,000 administrators across New York State to whom the current survey was sent, 1556 

participated. As was the case in the survey administered in 2007, at least one administrator from 55 out of 

the 62 counties within New York State participated and the female to male ratio was approximately the 

same: 67.56% to 32.44%.  

Survey Participant Identifying Data 

Current Administrative Position: 

• 41.82%  Principals. 

• 84%  Assistant or Vice Principals  

• 11.33 %  District Administrators, Supervisors or “Other”. 

 Age of participants: 

• .73% are under 30 years of age 

• 17% are between 31-40 years of age 

• 31% are between 41 and 50 years of age 

• 33.77% are between 51 and 60 years of age  

Longevity in their Current Position 

• 33.44% -5 years or less 

• 37.13% -between 6 and 10 years 



• 14.34% -11-15 years 

• 5.09% -more than 15 years. 

Work Setting: 

• 31.23% - Elementary schools 

• 7.81%- K-8 schools 

• 14.12%- Middle schools 

• 5.05%- 6-12 schools 

• 23.26%- High schools 

• K-12 - 6.31% 

• 4.74%- Alternative schools 

• 7.49%- Regional/District Office 

Student Population 

• 15.16%- Greater than 1,500 students 

• 13.49%- 1,000-1,5000 students 

• 34.72%- 500-1,000 students 

• 32.64%- fewer than 500 students 

• 3.99%-does not apply 

Retirement Projections 

• 13.52% are already eligible to retire   

• 23.48 will be eligible to retire within the next five years   

• 31.45% expect to retire within the next five years. 

To allow survey participants to expand on their responses to issues raised, open-ended questions were 

included in the survey.  During a focus group, participants informally discussed several issues included in 

the survey. Quotes from both the survey and that conversation, as well as quotes from administrators across 

the state and country have been added to this report. These serve to add clarity to certain topics and will 

give the reader a more in-depth understanding of the perspectives, views and beliefs of professionals the 

field. 

 



SECTION II-  Defining School Leadership 

The definition of “quality school leadership” was a recurring theme throughout the focus group discussions 

and within the survey.  And in fact, in order to evaluate and assess recruitment and retention strategies, one 

must first identify the meaning of “effective school leadership” and then pinpoint the roles of today’s school 

leaders.  

“Principals need to “free themselves of bureaucratic tasks and focus their efforts on improving 

teaching and learning” (#28-p. 34). 

“Principals today are “leading learning communities in which staff members meet on a regular basis 

to discuss their work, collaborate to solve problems, reflect on their jobs, and take responsibility for 

what students learn”. (#28, p. 36) 

“Principals are faced with “…increasing importance placed on academic standards and the need for 

schools to be accountable”. ( #28, p. 34/35) 

“The crux of a principals job today is not, as it was in the recent past, to sit at the apex and attend to 

administrative tasks, but to work collaboratively and unleash potential”. (#7- p. 58 

When the term “principal “ was first used in reference to school leadership in the 1800’s, it was an adjective 

in front of the word “teacher”. The “principal teacher” was the first among equals, an instructor who 

assumed some administrative tasks as school began to grow beyond the one-room schoolhouse. #7, p. 54,    

But just as skills required of our nations’ citizens have changed over the centuries, so too the skills required 

of effective building leaders have changed. “Principals today must be instructional leaders, hearkening back 

to public education’s early days when heads of school were called ‘principal teachers’”. (#24A-p. 22) 

A document written by the Wallace Foundation whose goal it is to improve leadership in public schools, 

states that principals “can no longer function simply as building managers, tasked with adhering to district 

rules, carrying out regulations and avoiding mistakes.  They have to be (or become) leaders of learning who 

can develop a team delivering effective instruction. (#10 p. 4)    

Research that comes out of Stanford University states that there is a link between high quality leadership 

and positive student outcomes.(#29 p, 66) Various studies they documented explored how traditional 

definitions of school leadership have changed in recent years.  Research they cited stressed that once the 



emphasis was on “instructional leadership” and described school leaders as those who were “engaged with 

curriculum and instruction issues, unafraid to work directly with teachers, and often present classrooms.”  

But Stanford says that today, the definition of an effective school leader includes “broader personnel 

practices and resource allocation practices as central to instructional improvement”. In essence “…schools 

demonstrating growth in student achievement are more likely linked to principals who are “strong 

organizational managers” (#29 p. 66/67.) who develop “the organizational structures for improved 

instruction more than they spend time in the classroom or coach teachers.” These new leaders “are 

effective in hiring and supporting staff, allocating budgets and resources, and maintaining positive working 

and learning environments”. (IBID) Stanford researchers maintain that if a building leader is a strong 

organizational manager, one can predict growth in student achievement.     (IBID)   

J. Alvin Wilbanks, superintendent of the Gwinnett County Georgia Schools said, “Leadership is the 

fundamental element that can drive an organization to phenomenal success. Lack of leadership can anchor 

solidly in mediocrity or worse”. (34 p. 5) 

The New York State Board of Regents and State Education Department said that the Essential Knowledge 

and Skills for Effective School Leadership encompass the following: (#5, p. 4-5) 

• Leaders know and understand what it means and what it takes to be a leader. 

• Leaders have a vision for school that they constantly share and promote. 

• Leaders communicate clearly and effectively. 

• Leaders collaborate and cooperate with others. 

• Leaders persevere and take the “long view”. 

• Leaders support, develop and nurture staff. 

• Leaders hold themselves and others responsible and accountable. 

• Leaders never stop learning and honing their skills. 

• Leaders have the courage to take informed risks. 

The Interstate School Leaders Licensure Consortium (ISLLC) Standards which were developed by the 

Council of Chief State School Officers in 2008 state that “An educational leader promotes the success of 

every student by: 

• Facilitating the development, articulation, implementation, and stewardship of a vision of 

learning that is shared and supported by all stakeholders.  



• Advocating, nurturing, and sustaining a school culture and instructional program conducive 

to student learning and staff professional growth.   

• Ensuring management of the organization, operations, and resources for a safe, efficient, 

and effective learning environment.   

• Collaborating with faculty and community members, responding to diverse community 

interests and needs, and mobilizing community resources.   

• Acting with integrity, fairness and in an ethical manner.  

• Understanding responding to, and influencing the political, social, economic, legal, and 

cultural context. (24A-p. 27) 

Survey respondents and focus group participants echoed these sentiments when they described an Effective 

School Leader as follows: 

“Visionary, a problem-solver, encouraging, enthusiastic, and collaborative?” 

“Perseveres through the many challenges faced each day” 

“Influences others to achieve their greatest potential” 

“Has a vision, commitment, perseverance, along with a good sense of self and sense of humor”. 

In its effort to identify how best to recruit and retain “well-trained leaders who can close the achievement 

gap and raise the achievement of all students” (#4 p. 1) the National Conference of State Legislatures in 

2012, said the following about effective principals. Principals…. 

• Shape a vision of academic success for all students, one based on high standards. 

• Create a climate hospitable to education. 

• Cultivate leadership in others so teachers and other adults assume their part in realizing the 

school vision. 

• Improve instruction to enable teachers to teach at their best and students to learn at their 

utmost. 

• Manage people, data, and processes to foster school improvement. (#10 p. 4) 

An Eric Digest publication adds that “Explicit standards of learning, coupled with heavy pressure to provide 

tangible evidence of success have reaffirmed the importance of instructional leadership… “But the concern 

is that “few principals … have had in depth training for that role, especially in a standards-based 

environment”. #41 p. 1)  



Section III:  Supervisory Support 

Historically, the assistant principal is a “the phenomenon of the secondary school at the turn of the century, 

born of the need to manage increasingly larger enrollments in consolidated schools”. (#38 p. 2) But in 

recent years, the “role of assistant principal has changed dramatically… as accountability and political 

pressure for all students to succeed at high levels have increased.” (31). 

It is the complexity of schools that helped shape the traditional role of assistant principal. He is often seen 

as “chief disciplinarian, conflict mediator and hall patroller…” whose primary responsibilities are to 

maintain the norms and rules of the school culture…” (#30A p. 23)  Too often, assistant principals have 

been delegated the “management tasks that inhibit their likelihood of being involved in a meaningful way 

with the instructional program”. (#31)  They have been overlooked “as a resource for creating, advancing 

and sustaining a compelling vision” for positive student outcomes.   

“Coaches can work with teachers to develop them but we need Assistant Principals”. 

“The position of Assistant Principal is the most underappreciated”. 

But the notion that assistant principals are only “entry-level administrators who will become principals” is an 

inaccurate one. (#30A p. 23) The fact is that today’s assistant principal is an instructional leader who “builds 

leadership capacity and skills, sets high expectations for all students, listens to the needs and concerns of 

others and solves problems”. (#30 p 1) Assistant principals support the efforts of the school leader by 

“acting as co- designers, teacher coaches and evaluators, master schedule designer, program developers, 

instructional managers and communicators. (#30 p. 2). They are also a resource for “creating, advancing 

and sustaining a compelling vision …” for academic achievement (#30A p. 23) 

“I don’t know how schools without an Assistant Principal do it”. 

“We need to have more hands on deck”. 

“The more responsibilities they give us, the more we need Assistant Principals”. 

Assistant principals are specialists in their respective subject area and can therefore provide instructional 

support and professional development to meet the needs of teachers.  They can bring together educators 

who can share professional resources and expand a teacher’s repertoire of instructional, pedagogical and 

technological skills, fostering the continuous growth of teachers and other professionals they support.  The 

ultimate goal is improving student achievement.  Focus group participants agreed when they said: 



“Different curriculum backgrounds come into play.” 

                                           “Areas of expertise are important”. 

We need to spread around the wealth of knowledge and experience. 

According to research by the Bush Institute, both urban and rural districts have reported difficulty hiring 

and retaining strong principal candidates.(20 p. 18) And, unfortunately, efforts to recruit and retain assistant 

principals have been ignored while the focus has been principals and teachers. (#38. P 12). 

It is anticipated that more than one third of those acquiring administrative certification never actually apply 

for administrative positions, (5 p. 5) and according to the MetLife survey in 2011, one-third of principals 

today stated that they are very or fairly likely to leave their jobs (#40 p. 34) It is therefore imperative that 

assistant principals be supported and motivated to develop their instructional leadership duties and their 

leadership styles. (#38 viii) so that there will be enough school leaders to fill those gaps. (#5 p5)  

In 2008, The National Association of Secondary School Principals stated that it behooves schools to build 

capacity if we expect schools to improve. To achieve that goal, school leaders- both principals and their 

assistant principals- must develop the “knowledge, skills, and attitudes that enable and sustain effective 

performance.”  This in turn will build “a culture that ensures a safe learning environment for staff members 

as well as students. (#30 p, 2)  

“If I knew what I know now I would have been a better Assistant Principal”. 

“I just want what most people want in their jobs- a little room to try out new things, decent pay, to 

be backed up by my boss when I try something, to get pats on the back when something I do works 

well, to have control over what I do day to day and to work with neat people in my profession.”  

                                                                                                                  -Newly appointed Assistant Principal 

 

Sect ion IV- Findings 

The views of prominent educators in the field regarding the nature of “quality school leadership” 

were echoed by survey respondents and focus group participants. Adjectives they used included: 

• Integrity       * communicator     * supportive     * committed     * visionary      

• instructional leader * Collaborator     * shared decision-maker     * courageous      



• risk-taker     * collegial     * change agent      * nurturing 

In the words of respondents, quality leaders”  

“Allow creativity to develop; build positive community and culture; have high expectations” 

“Foster instructional excellence in all classrooms and provide a safe, nurturing environment where both 
students and staff strive to achieve their best.” 

 
“Has the ability to make a positive change in the lives of the people they touch.” 

“Has the ability to empower those around you to be their best and inspire them to believe that their 
presence, passion and dedication make a difference in the lives of their students, parents, and their 

professional learning community”. 
 

ADD MORE QUOTES FROM SURVEY 

 

How Do New York State School Leaders View Their Roles” 

Job Complexity 

One of the focus points of the survey was how building administrators view their current roles.  When 

asked “Which of the following best describes your job has it has evolved in the last three years, 69.73% said 

it is much more complicated. 

 

Question 18 graph  

 

 

• 72.6% “strongly agree” or “agree” that their “job responsibilities are more than one person can 

manage effectively”.  

• 65.61 % “strongly agree” or “agree” that “the clerical responsibilities associated with my job are 

more than I can manage effectively”.   



63.85% are “very unsatisfied or “somewhat unsatisfied” with their “workload”. 

“We go above and beyond the contractual hours of our job”. 

                                                                         -Principal-focus group participant 

 

The NYSSAC results were substantiated in research by MetLife which found that almost 50% of the 

principals reported that their daily stress levels are higher than they were only five years ago (#24A p. 7) and 

that their responsibilities have changed “significantly” over the last five years. (#16) p. 9 

And the Wallace Foundation found that the work overload for school leaders is so problematic that it has 

given ‘rise to serious concern for principals’. (#21, p. 6).    

When asked to rate how challenging several of their job responsibilities are, respondents said that the 

MOST challenging are  

• How to improve student achievement 

• How to meet the educational needs of every child/subgroup 

• Teacher performance/evaluation 

• Instructional practices/ common core learning standards 

• Lack of time/time management  

The MetLife survey (intro) results were similar. They found that implementing the common core learning 

standards, maintaining academic rigor and evaluating teacher effectiveness are the most challenging roles for 

the building leader (#40. 5,) 

Not surprising, the roles that survey participants said were the “most important roles for a school leader” 

were primarily related to improving student outcomes. 

• Communicating a clear and well-defined vision for the school 

• Developing and communicating an instructional plan for the school 

• Motivating students to achieve. 

Seventy-one said that “ensuring a safe and orderly school environment” is one of the most important roles 

for a school leader.   



But that only 12.40% of participants feel that they have “control over curriculum and instruction speaks to 

the fact that school leaders feel that their most challenging roles revolve around student achievement.  

NCSL found that as much as 25% of the influence on student achievement is attributable to principals’ (#4, 

p1) …(#7 p. 54) stated that there is an “empirical link between school leadership and student achievement”.  

#9 p. 49 stated that “leadership ranks second only to teacher quality among school influences on student 

learning” 

When asked which tasks building leaders spend their most time on each day, respondents said: 

• Instructional supervision 

• Guiding and motivating teachers  

• Reporting, compliance and regulatory issues 

• Daily emergencies 

• Student discipline 

When asked which elements of the job have the “greatest impact on your effectiveness as a school leader, 

the five areas most often cited by participants were: 

• 87.84% Support for faculty to meet the needs of all students 

• 68.24% Motivation of students to achieve 

• 66.80% School morale 

• 50.88% School safety 

• 48.80% Parental involvement  

Interestingly, more than 80% of NYSSAC respondents said that they spend the least amount of time per 

week on “community contacts”, even though respondents said that parent involvement has a great impact 

on the effectiveness of the school leader.  

When asked what the most important part of their job is, almost 45% of survey participants said that a 

“chance to make a difference” is. 

“Not many people know how much I put into making good things happen, but I know”  

                                                                                                    -Assistant Principal-focus group participant 

“I have had lots of difficult times and made many mistakes; yet I live for the times when someone 
tells me how their life is better because I worked with them”  

                                                                                                    -Tom Hoerr - Principal in St Louis-35 years 



 

                                                                            

 

 

 

 

QUOTES FROM FOCUS GROUP 

The job of the AP has nothing to do with instruction. It is just discipline 

We need to go to PD. How can we do that? I am already at school until late at night. 

Aps are about priorities. 

 

 

QUOTES ??????????????   

Quotations 

Effective PD needs to be job- embedded and hands- on. You need to apply what you learned 

PD is always at the wrong time and is a one shot deal. 

I never watch webinars. I think they are useless. We need to see the real thing. 

PD needs to be specific to the needs of the group. 

Webinars are impersonal. I don’t pay attention. 

The most effective PD is hands-on. 

PD led by People who have walked in your schools is the best kind of pD.  

Old world principals had training and then APs got the training. Now principal has to give the AP his 

training. There is no time to do that. 



JOB today 

Prepared for the job 

I was not as prepared as I would have liked to be in instruction. 

I was not prepared for the compliance and paper. 

No one can prepare you for the paperwork 

Paperwork is one of the biggest challenges. 

 

What is the role of Mentoring in your PD and in future PD? 

At the beginning of the year, it is okay. As the year gets busier, there is not time to meet with the mentor. 

When I go to their school I learn a lot from them. 

The success of mentoring depends upon who the mentor is 

In-depth conversations about long-term planning are a different kind of mentoring. 

How can you plan long term if you don’t know what the goal is? It keeps changing. e laborate 

Mentors bring new ideas -we are so busy trying to solve problems we don’t see new ideas” 

Has mentoring been helpful with long term strategic planning for the future?  

 

What resources would give you support? What support do we need to retain SL 

BE an AP for at least 5 years. 

Biggest challenge for SL is paperwork and accountability; lack of parent involvement 

Job Sat is fact ion 

In spite of workload and complexities, majority would still be administrators 

I thought I could make a difference. I sold a business to do this. I like the job. On one looks at all the stuff 

we do elaborate 



Would do i t  again.   

They don’t look at the positive side. We are targets. 

People don’t respect us. 

They hold us accountable for everything. 

Never-ending commitment in spite of the salary. 

We have to find reasons to stay on the job. 

We are not treated fairly. 

We work long hours. 

We need to manage our time. 

 

 What would you say to an elected off ic ia l ;  what is  one thing you would want him to 

know about school leaders? 

We do more that you think and we need to be compensated. 

Spend a week in my shoes and then go back and look at the measures you use to judge us. 

Show us some respect; you don’t get into this if you don’t want to help a kid 

State legislators don’t know how dedicated we are 

None of them ever says thank you. 

NEW PRINCIPAL SAID 

“No matter what preparation anyone has, being principal is not the same. Nothing prepares you for the job” 

Veteran Principal- “It’s a hard, taxing and a frustrating job but I love it” (Tom Hoerr- principal in St Louis-

35 years 

 “The most rewarding thing for me is feeling that you have made a positive difference others’ lives” (Tom 

Hoerr) 



 “At times, as principal, you can feel that you are a hundred feet off the ground, traversing  your career 

alone- spotlight beaming up at you-and with no net under you” (Don Sternberg- book) 

“When she discovered I was the new principal, she gasped and assured me everybody was praying for me” 

“You have to multi-task and prioritize; if you can’t, you won’t make it” 

“We must be magicians and be able to have many skills… honed particularly to our site” (AP) 

“I see a school administrator just like I see a good classroom teacher.  Both have goals, understand his/her 

resources, take risks, stay focused, and organize and plan for the unplanned” 

 

 

 

 

 

                                   


