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ABSTRACT 

Despite the critical role of school leaders in supporting teachers and improving student 

learning and the importance of ensuring qualified candidates to enter school leadership positions, 

perceptions and experiences of leadership preparation program completers regarding the career 

pathways into leadership are not yet fully understood.  This mixed-methods study conducted a 

survey of 37 graduates and interviews of 9 graduates who graduated from the Florida State 

University’s Educational Leadership and Administration (EDA) master’s, specialist, and 

modified certificate programs between fall 2012 and summer 2018 to examine their career 

decision and experience with seeking and securing an assistant principal (AP) position.  

The study identified three career pathways—pathway 1: the graduates who have never 

applied for an AP position (17 or 46%), pathway 2: the graduates who have applied and secured 

an AP position (12 or 32%), and pathway 3: the graduates who have applied but not secured an 

AP position (8 or 22%). The main reason identified for not applying for an AP position was a 

concern with work-life balance due to the heavy AP responsibilities.  Interview data revealed 

that pathway 2 completers had a clear understanding of the path and opportunities to achieve 

securing an AP position, were never discouraged even after multiple rejections in pursuing an 

AP position, and they built positive relationships with school and district leaders which helped 

them build their good reputation in the district. Pathway 3 completers indicated that they did not 

receive clear guidance as to how to secure an AP position, were discouraged after experiencing 

multiple rejections and started to have some doubt in the process, and they did not have positive 

relationships with school or district leaders who could have potentially helped them secure an AP 

position. 
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An important implication of this study is for program completers to set realistic 

expectations regarding the timeline to secure an AP position so that they do not feel discouraged 

by multiple rejections; have an awareness that all candidates experience multiple rejections, and 

those who eventually secured an AP position did not feel discouraged by these rejections and 

learned from the experience; and develop positive relationships with school and district leaders 

by researching opportunities within their district of interest. An additional implication of this 

study is for program faculty to address the issue of AP hiring and selection processes as part of 

the core coursework in the EDA program.  

 

KEY TERMS: Career Pathways, Assistant Principal (AP), Principal, Educational Leader, 

Leadership Preparation, Florida State University (FSU), Educational Leadership and 

Administration (EDA) Program, Florida Department of Education (FDOE) 
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CHAPTER 1 

INTRODUCTION 

Research on school leadership has shown that highly qualified educational leaders play a 

critical role in improving student learning and achievement (Davis, Darling-Hammond, 

LaPointe, & Meyerson, 2005; Leithwood & Jantzi, 2008; Leithwood, Patten, & Jantzi, 2010; 

Robinson, Lloyd, & Rowe, 2008). The Bureau of Labor Statistics estimates that employment of 

elementary, middle and high school administrators will grow by 10 percent from 2010 to 2020, 

corresponding to an estimate of an increasing number of students in the same period. However, 

perceptions and experiences of leadership candidates—those who have completed a leadership 

preparation program—regarding job search process are not yet fully understood (Davis, Darling-

Hammond, LaPointe, & Meyerson, 2005).  Given the importance of ensuring qualified 

candidates to enter school leadership positions, it is important to examine the career-related 

decisions and experiences of the graduates of educational leadership preparation programs to 

seek and secure assistant principal positions.    

 This study examined the career pathways and career-related decisions and experiences of 

graduates of the Educational Leadership and Administration (EDA) program offered by Florida 

State University (FSU) for students with leadership aspirations. The findings of the study inform 

stakeholders, such as the current students and faculty in the EDA program at FSU as well as 

prospective students and graduates of similar programs for understanding the career decisions 

and experiences of graduates and identifying how to best prepare and support the career 

pathways of program graduates toward securing a leadership position.   
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Problem of Practice 

The problem of practice that I focus on in this study is the limited understanding of the 

career pathways, decision-making process, and experience of the FSU EDA program completers.  

I identified this problem of practice based on my professional experience as an educational 

leader in Leon County, where FSU is located.  After teaching 3 years as a Title I Exceptional 

Student Education (ESE) inclusion teacher and earning a reading endorsement, I became a Title I 

Reading Coach in 2010.  With a career goal of pursuing a school leadership position, I started the 

online EDA master’s program at Florida State University and graduated in 2014 with a Florida 

educational leadership certification.   

After graduating from the EDA program at FSU in 2014, I applied to the assistant 

principal (AP) pool within my local school district the following year, but I was not successful. 

Eventually I sought a leadership position at the state level, and am currently working for the 

Florida Department of Education as an Educational Program Director in Bureau of Exceptional 

Education and Student Services.  

What I learned upon looking for feedback on what needed to be improved as an AP 

candidate was that candidates who had earned their credentials several years prior were still 

waiting to either be interviewed for an AP opening or placed at an actual school. Ultimately, I 

was told that the district’s supply for APs was larger than the demand and my time would 

eventually come. I realized that the AP hiring process was more complex and diverse dependent 

on the organizational (i.e. district or state) procedures and contexts.  Understanding the 

complexity of the AP hiring process in each district through the experiences of leadership 

preparation program completes would inform the leadership candidates what they should expect 

as they embark on a job search process regarding the success rate and timeframe for securing a 
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school leadership position and how they may prepare to increase their chance of securing a 

position.    

Therefore, I decided to investigate the career pathways, career decision-making, and 

experiences of FSU EDA program graduates in seeking and securing a leadership position in 

order to inform the future candidates as well as the FSU EDA program faculty for supporting 

their graduates.  This study is motivated by various questions I had regarding the career 

pathways and experience of educational leadership program graduates.  For example, did they all 

apply for an AP position?  What additional preparation did they seek and receive?  How soon did 

the program completers apply for an AP or a principal position after receiving a leadership 

certification from the FDOE?  What challenges and successes did they experience in seeking and 

securing an AP or a principal position?   

Between fall 2012 to summer 2018 there were ten cohorts of students (five fall cohorts 

and five spring cohorts) who had matriculated through the FSU EDA program, with a total of 

approximately 150 students.  This mixed methods study used an online survey method and 

interviews to examine the FSU Educational Leadership program completers’ career decision and 

experience with seeking and securing an AP or a principal position.  

Research Questions 

Overarching goal of this dissertation research is to examine the FSU EDA program 

completers’ career decisions and experiences with seeking and securing an AP or a principal 

position.  Figure 1.1 illustrates the major career pathways of FSU EDA program completers.  

First, I examined the career pathways of program completers into leadership positions by asking 

in a survey whether and when: (1) they have applied for an AP or a principal position, (2) they 

secured an interview and (3) they secured an AP or a principal position.  For those who have 
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never applied for an AP position, the survey asked for the reasons for not seeking an AP or a 

principal position.  Finally, interviews were conducted with three groups: (1) program 

completers who indicated that they had aspirations for an AP or principal position, yet have 

never applied for a leadership position, (2) program completers who successfully secured a 

leadership position, and (3) program completers who applied but was not successful with 

securing a position. The purpose of the interviews was to understand both the reasons for not 

seeking a leadership position and the experiences with their job search processes.     

 

Figure 1.1  Career Pathways of FSU EDA Program Completers  

Based on survey data gathered from 37 graduates and interviews of 9 program completers 

(3 never applied, 4 applied and secured a position, and 2 applied but not secured a position), I 

addressed the following three research questions:    

1. What are the career pathways of FSU’s Educational Leadership and Administration 

(EDA) program completers?  

2.  What explains some of the program completers’ decision not to apply for an AP or 

a principal position?   

FSU Educational Leadership Program 
Completers

Applied for a 
Leadership 

Position

Secured a 
Interview

Secured a 
Leadership 

Position
Did not Secure a 

Leadership Position

Did Not Secure 
an Interview

Did Not Apply 
for a Leadership 

Position

Why?
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3.  What are experiences of program completers in searching and securing an AP or a 

principal position? 

In summary, there is a need to better understand the career-related decisions and 

experiences of leadership program completers so that leadership candidates are fully informed of 

what they can expect and how they can prepare for applying and securing a leadership position. 

In addition, understanding these experiences will inform the program faculty how to address the 

career-related needs of the students in the program.    
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CHAPTER 2 

LITERATURE REVIEW 

 

Introduction 

Previous research on school leaders’ career pathways mainly focused on the retention and 

attrition of school leaders after they secured a position, and only a small number of studies are 

available for the career pathways of leadership program completers who are certified to take on a 

school leadership position (Davis, Gooden, & Bowers, 2017; DeAngelis & O’Connor, 2012; 

McGough, 2003; Stevenson, 2006).  A small number of available studies examined: (1) labor 

market statistics and career pathways for school leadership positions including timeline and rate 

of success in securing a leadership position, (2) factors associated with success rate including 

demographic characteristics, experiences, and program characteristics, and (3) the reasons for not 

seeking a leadership position even after completion of the leadership program and becoming 

eligible to apply for such a position with a leadership certification. All the studies were 

quantitative studies and there was only one qualitative study that examined the career pathways 

into principals based on interviews of current principals (McGough, 2003). Although the current 

study did not directly examine the district hiring processes, the studies on district hiring and 

selection processes shed light on the possible impact of the complex nature of district hiring 

practices on the candidates’ job searching experience to secure an AP or a principal position 

(Doyle & Locke, 2014; Schlueter & Walker, 2008).  

What is not yet fully understood is what career-related actions the candidates have taken 

after program completion (e.g., completing additional training, taking on another leadership 
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position outside school) and what decision-making processes and experiences they had to apply 

or not to apply for a school leadership position.   

Labor Market Statistics and Pathways for School Leadership Positions 

 Existing studies typically used state administrative data on certificate completers and 

leadership positions to examine the timeline and success rate for securing a leadership position. 

These studies found that it normally takes many years for most certificate completers to secure 

an AP or a principal position (Bastian & Henry, 2015; Davis, Gooden, & Bowers, 2017; 

DeAngelis & O’Connor, 2012; Fuller, Hollingworth, & An, 2016).  For example, using the 

Texas data on 49,000 certificate completers between 1993 and 2011, Fuller et al. (2016) found 

that only half (50%) of the program completers obtained placement as an AP or a principal after 

5 years of program completion and being certified.  After 10 years, 70% of them secured an AP 

or a principal position.  Using the same Texas data but examining longitudinal data up to 2012-

2013 academic year on 11,000 individuals who were certified between 1996-1997 and 2005-

2006, Davis et al. (2017) found that only 25% of them secured a principal position by the end of 

the 6th year.  The difference from the Fuller et al. study may come from its exclusive focus on 

principals (not including APs).  Bastian and Henry (2015) reported a similar finding using North 

Carolina data on 981 first-time principals that it took an average of 4.12 years for them to 

become APs, and it took an average of 5.12 to become principals.  These studies consistently 

showed that it takes many years for candidates to secure a leadership position after they 

completed a leadership program and earned a leadership certification.  

 DeAngelis and O’Connor’s study (2012) was uniquely different from these studies in its 

focus on examining whether the certificate completers actually applied for a position, and 

whether they were offered a position.  None of the above studies examined the application 
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decision as such data are not available from state administrative data.  DeAngelis and O’Connor 

(2012) conducted a telephone survey of a random sample of 199 individuals who were certified 

in 2002 and matched the survey data with the state administrative data on leadership positions.  

They found that 69.3% of them applied for one or more positions within 2 years of certificate 

completion, 51.3% of 199 candidates received job offers, and 36.2% became administrators.  

After 6 years, 74.9% applied, 59.8% received job offer, and 50.8% became administrators. While 

this study showed a higher success rate than any other studies, its smaller sample size and focus 

on the 2002 certificate completers and general “administrative” positions (without differentiating 

AP or principals from other administrative positions such as instructional coaches, deans, and 

resource teachers) may not be generalizable.  Yet, this study points to the importance of carefully 

examining the percentage of certificate completers who apply for a leadership position, who 

were offered a position, and who took the position in order to fully understand the labor market 

for school leadership positions.     

There was only one qualitative study examined the career pathways into school 

leadership positions. McGough (2003) conducted a study researching the common pathways to 

the principalship through in-depth interviews of 23 current building principals. McGough (2003) 

identified four major routes: direct routes (movement from a teaching position to entry-level 

principalship to regular principalship); classic routes (moving from teaching to an assistant 

principalship to regular principalship), teacher leader routes (quasi-administrative to 

administrative), and school leader routes (directors of educational programs or principals of 

nonpublic schools to public school principalship). The most popular route the study identified 

from the participant responses was the classic T-AP-RP route, which is teaching (T) to Assistant 

Principal (AP) to Regular Principal (RP).  Teacher leader routes were reported to be most 
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complex since teacher leader roles (e.g., curriculum specialist, staff developers, special education 

specialists, instructional coaches) require more responsibility beyond the normal teacher 

responsibilities including increased decision-making influence or authority.  

Although McGough’s (2003) research explored the general experiences including 

previous school and leadership experiences that led to securing principal positions, the researcher 

did not directly examine their job-searching experience.  The difference between McGough 

study and this current study is that I am exploring the perspective and experiences of program 

completers who are aspiring to become an assistant principal and those who have already 

become an assistant principal, whereas McGough (2003) was measuring veteran school 

principals professional learning and perspectives in general. There is a gap in the literature 

regarding the career-related decision, perceptions, and experiences of leadership program 

completers who go through various pathways. Exploring the differences among the completers 

based on the career pathways will identify the factors that may be important for securing a 

leadership position after graduation.      

Factors Associated with Success Rates 

Many of these studies that examined the career pathways also examined how individual 

characteristics including demographic and professional experience as well as leadership program 

characteristics are associated with the rate of success in securing an AP or a principal position.  

The findings from these studies are inconclusive.  While Davis et al. (2017) and Fuller et al. 

(2016) studies in Texas found males are more likely to secure an AP or a principal position than 

females, DeAngelis and O’Connor (2012) found no gender difference.  The findings regarding 

race and ethnicity are also inconsistent. White teachers were found to be 1.67 and 1.55 times 

more likely than Black and Latino educators to become principals respectively in Davis et al.’s 
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study. Fuller et al.’s study examined the success rates separately for AP and principal positions 

and found that, while Black and Latina/o graduates were more likely than White graduates to be 

employed as an AP, but they were less likely than White graduates to be employed as a principal.  

However, minority status was not associated with the chance of securing an administrative 

position in DeAngelis and O’ Connor’s study.   

 The findings regarding the age and working experience are also mixed. While both Davis 

et al. (2017) and Fuller et al. (2016) studies in Texas found the convex relationship between age 

and job success—younger and older candidates are less likely than middle-aged candidates to 

secure a leadership position, DeAngelis and O’Connor (2012) found that the candidates with 

younger age were more likely to secure an administrative job offer.  For working experience, 

Bastian and Henry (2015) found using North Carolina data that first-time principals are 

homegrown, being hired from within the district, but Davis et al. (2017) reported that the 

working experience in the district was not significantly associated with the likelihood of securing 

a principal position.    

DeAngelis and O’Connor (2012) took methodological advantage of using a survey to 

gather additional perceptual data—motivation and encouragement in their study in Illinois. They 

found that the candidates who are motivated to make a difference in improving student learning 

and teaching and who are encouraged to apply by others were more likely to secure a job offer. 

They raised the importance of providing support and encouragement throughout the transition 

process.  

 Finally, Fuller et al. (2016) examined leadership program characteristics through 

program type (Research university, doctoral university, university with master’s and BS/BA 

only, and alternative certification program), but none of these characteristics were significantly 
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associated with placement rates to become an AP or a principal.  They questioned the state 

approach to hold programs accountable for placement rates based on this finding.  This finding 

may be expected based on the major time lapse between the program completion and job 

placement as an AP or a principal.  

In summary, these studies show that earning a leadership certificate does not always lead 

to an AP or a principal position within a few years. Indeed, it takes a minimum of 4-6 years on 

average, and many candidates are never offered an AP or a principal position after many years. 

Not all candidates have an equal success rate, although the findings on the individual factors 

associated with securing a leadership position are inconclusive.  It is also important to point out 

that a large proportion of these certificate completers never apply for an AP or a principal 

position.  The next section summarizes the findings from previous studies on why many 

certificate completers do not apply for a leadership position.      

Reasons for Not Seeking a Leadership Position 

Existing studies have conducted either a survey or interviews to identify barriers or 

inhibitors for applying for a leadership position (Cusick, 2003; Howley et al., 2005; Hancock et 

al., 2006; Cranston, 2007).  These studies have asked current administrators, teachers, or 

leadership program students in general without focusing on the program completers who decided 

not to apply for a leadership position.  Therefore, while the factors identified are informative, 

none of these studies have specifically asked the reasons why they did not apply for leadership 

positions.   

Despite the differences in the roles of the study participants or data collection methods, 

they have commonly identified four important factors that serve as barriers to seek leadership 

positions.  These are: (1) increased responsibilities; (2) accountability pressures;  
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(3) distance from teaching and learning; and (4) work-life balance. 

First, all four studies have identified increased responsibilities as a barrier.  For example, 

Howley et al. (2005) surveyed two random samples of 1,000 certified teachers and 1,056 non-

certified teachers in Ohio during the 2000-2001 school year, and found that increased 

responsibility for local, state and federal mandates as a major barrier.  These include the federal 

mandates such as the former No Child Left Behind act (NCLB) and the current Every Student 

Succeeds Act (ESSA); state mandates for school accountability based on standardized test 

results; and district mandates for school improvement initiatives.   Likewise, Hancock et al. 

(2006) surveyed 357 students enrolled at a Master of School Administration degree program in 

North Carolina and found that increased responsibilities were one of the identified inhibitors that 

the students identified as reasons to question pursuing leadership positions. These increased 

responsibilities came from the NCLB requirements, pressures from standardized testing, longer 

school year, and greater expected commitments.  Student safety, gender and equity issues, staff 

development, and curriculum alignment were identified as areas with the increased 

responsibilities cited by Cusick’s (2003) in the interviews with district and school administrative 

staff in Michigan. Cranston (2007) utilized an Aspiring Principals Questionnaire (APQ) tool that 

was administered to deputy principals (i.e. assistant principals) in primary and secondary schools 

in Queensland, Australia. In regards to increased responsibilities, Cranston’s (2007) study found 

that the participants identified that too many demands are placed on principals’ time and that the 

educational system sets specific responsibilities/roles for principals that must be fulfilled as 

priorities as examples of this barrier. 

Second, three studies identified accountability pressure as a barrier (Cusick, 2003; 

Howley et al., 2005; & Hancock et al., 2006). Accountability pressure is inclusive of school 
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accountability as measured through student performance on state standardized assessment 

measures, school improvement, legislative expectations, increased parental demands, increased 

risk for litigation (Hancock et al., 2006), and accountability for societal conditions beyond an 

educator’s control (Howley et al., 2005) such as cyber-bullying conducted outside of the school 

environment, neighborhood or family disputes or conflicting dynamics such as undocumented 

custody issues. In an effort to understand the perception that accountability pressure, including 

those related to discipline, was prevalent as a major barrier to principalship, Cusick (2003) 

quoted that repeated complaints regarding how minor disciplinary issues are to be handled with 

due process in response to the Supreme Court’s 1972 ruling in Gross vs. Lopez.  Interviewed 

administrators reported that infraction that may have taken 15 minutes to handle in the past has 

the accountability pressure of taking days to months to handle with appropriate due process.  

Distance from teaching and learning was the third barrier identified by three of these 

studies (Howley et al., 2005; Hancock et al., 2006; Cranston, 2007). Potential candidates who 

would be qualified to become an AP or a principal cited that the decreased opportunity to work 

with children directly (Howley et al., 2005), the isolation and alienation from staff (Hancock et 

al., 2006), and the distance from students were factors that impacted their decisions not to pursue 

those leadership positions. Cranston’s (2007) study found that 63% of participants felt that their 

current teaching position allowed them the opportunity to work closely with students in the 

classroom, so their perceived distance from students was identified as a barrier to pursuing 

principalship.  

Finally, Howley et al (2005) and Cranston (2007) studies identified work-life balance as 

an additional barrier to pursuing positions as an AP or principal. Participants in the Cranston 

(2007) study felt that their current position (AP) allowed easier management of the work-life 
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balance than a principalship would. The study also quoted one of the respondents’ answer to an 

open-ended question concerning work-life balance as “I aspire to be a principal but my family, 

lifestyle, and personal well-being are paramount” (Cranston, 2007, p. 122). Less time at home 

with family members (Howley et al., 2005) was a factor that impacted the decisions of 

respondents to pursue those leadership opportunities.  

The major findings from the literature on the reasons candidates choose not to seek a 

leadership position was the perception that one must be a super-hero to meet all of the 

expectations of the position (Eckman, 2004).  They perceive that only the candidates who can 

manage increased responsibilities, who can handle accountability pressures, and who do not 

mind the distance from teaching and learning, and who are skilled in work-life balancing are able 

to assume an AP or a principal position.  However, none of these studies have followed up with 

educational leadership program completers and investigated the decision-making process they 

went through to decide not to apply for an AP or a principal position. The current study will 

identify the program completers who did not apply for a leadership position through a survey 

first, and select individuals will be interviewed to identify the reasons and decision-making 

process of these completers.   

District Hiring Process of School Leaders 

 Job search experiences of leadership candidates are influenced by the district hiring 

process which differs across districts.  Recruiting and selecting school leaders is one of the most 

important tasks facing school districts (Schlueter & Walker, 2008). Doyle and Locke (2014) 

acknowledged that even in the face of a high need to recruit high quality leaders, little is known 

about how districts go about identifying talent, enlisting the best candidates, and matching their 

skills to the needs of specific schools.  
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 Schlueter and Walker (2008) conducted a content analysis of the written criteria 

developed by school districts in Iowa to gain descriptive information about the hiring criteria of 

principals during the 2006-2007 school year. The study found that taking a structured and 

thoughtful approach could increase a district’s chances of hiring quality administrators in lieu of 

engaging in haphazard processes. A lack of clearly defined hiring criteria is reported to be one of 

the primary reasons that school districts do not hire the best candidates for positions (see also 

Anderson, 1991; Baltzell & Dentier, 1983; Manasse, 1983). Rather than using specific criteria, 

studies have found that districts rely on a feel of “fit” in determining which candidates to choose 

for positions (Baitzell & Dentier, 1983; Baron, 1990; Wendel & Breed, 1988).  Another study by 

Schluester and Walker (2014) found that 46% of districts did not have a structured or set criteria 

for selection of their administrators. Doyle and Locke (2014) found, based on a mixed method 

study that included five urban districts in different parts of the country who all had goals of 

improving their principal hiring processes, that informal or passive recruitment practices are 

likely to overlook some high-potential candidates; efforts to standardize the selection process 

have made personal relationships within the district less influential in hiring decisions. In their 

request for the district’s candor during the study, the researcher offered anonymity to the five 

districts.  The study included interviews with both district staff and newly hired principals, 

surveying of recent candidates, and review of quantitative district documents on hiring processes.  

 District administrators, such as Superintendents, make hiring decisions or open job 

opportunities for a variety of reasons, such as plans to make systematic changes, increasing 

students’ achievement across school contexts, and restructuring district improvement goals. 

According to Cionotti and Gutmore’s study (2016), the characteristics that have been identified 

as key traits that superintendents across 11 states value in looking for candidates for 
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administrator positions include instructional leadership, management skills, preparation and 

experience, curriculum experience, program and staff development, special education 

experience, data analysis and finance, communications and external relationships.   

The Institute for Communication Management and Leadership (2012) reported that 

employers generally rely on subjective criteria when evaluating a candidate for a position. An 

impressive resume, a striking personality, and favorable personality test results often become the 

deciding factors in a hiring process. Cohen (2015) also asserts that most are prone to subjective 

thinking, both as a defense mechanism and a legitimate way of making sense of a situation. 

Cohen found, however, that some organizations have adopted taking on both subjective and 

objective techniques to improve hiring efficiency. The subjective measure would include 

resume’ reviews and face to face interviews, because they are inherently subjective (Cohen, 

2015); the objective measure would include tests to assess the applicants’ knowledge on the 

position or to answer scenario-based questions related to the job they are to perform for skills 

and ability measurements. Psychometric tests, which are tests that are validated and 

standardized, have been a suggested objective tool to use. Standardized pre-employment testing 

drastically minimizes any legal repercussions associated with the hiring process because tests 

contain few biases and are considered a fair, objective, and effective means of predicting 

candidates’ performance (Cohen, 2015). 

 Cohen (2015) discussed some implications of a haphazard district hiring practices for 

program completers in searching and securing an AP or a principal position.  Implications 

include too much room for error with interpretation of quality on the districts part and an 

unconscious adherence to stereotypes could lead to unfair and discriminatory assessments of 
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potential candidates, leading to ethical implications and discouragement on the part of the 

candidate with the lack of objective and structured practices. 

 The current study examines through interviews the candidates’ experience with the hiring 

process in their districts as perceived by these candidates. Because the FSU EDA program 

completers seek employments in the districts across the state, their experiences and success may 

be different depending on the hiring processes used by their own districts. Therefore, it is 

important to examine how district hiring processes could positively or negatively influence the 

career pathways and career-related decisions made by the FSU EDA program completers.  

FSU Educational Leadership and Administration (EDA) Program 

The participants of the current study are program completers of the FSU EDA program 

who graduated between fall 2012 to summer 2018.  FSU was voted #13 in the Best Online 

Graduate Education Programs in 2018 and 2019 (US News, 2019), and offers several online 

graduate level programs under the Educational Leadership and Administration (EDA) major. 

Those programs include an online master’s degree, an online specialist program, and a modified 

online certificate program, all of which lead to a state certificate in educational leadership. 

According to the Department of Educational Leadership and Administration at FSU (2017), the 

mission of the EDA program at FSU is to develop and enhance dynamic, high-performing 

leadership for the renewal and improvement of schools and school systems.  Completion of the 

FSU master’s degree program in EDA program is dependent on the completion of 33 credit 

hours (27 hours of required core coursework and 6 hours of electives), maintaining a 3.0 GPA, 

passing the Florida Educational Leadership Examination (FELE), passing the Comprehensive 

Exam, mastery of the leadership standards as demonstrated through Signature Assessments 

integrated in the core courses, and completion of the required field experience and internship 
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hours. The internship opportunity is offered through principalship and practicum experience 

courses that are designed to bridge the leadership practice with the skills, knowledge, and 

dispositions to make a positive impact on improving schools and student achievement.  

The FSU EDA program is designed for participants to master a core of professional and 

theoretical knowledge while demonstrating skills in leadership practice aligned with the Florida 

Principal Leadership Standards (FLPS). The FLPS are ten standards that are grouped into four 

domains of effective leadership. According to the Florida Department of Education (FDOE), the 

FLPS were established in rule as the core expectation for effective school administrators in the 

state of Florida. The FLPS are grounded in contemporary research on multi-dimensional school 

leadership and include skills/knowledge exemplars that are needed in effective schools. Table 2-

1 presents the ten standards grouped into its four domains of the FLPS. 

The Florida Department of Education (FDOE) requires that the qualifications of seeking 

certification in Educational Leadership, a prerequisite to becoming a school administrator, 

include the following: (1) A master’s degree or higher degree awarded by an acceptable 

institution as defined in Rule 6A-4.003, F.A.C; and (2) Successful completion of the Florida 

Educational Leadership Core Curriculum, which is inclusive of the following principal 

leadership standard areas: Instructional leadership; Managing the learning environment; 

Learning, accountability, and assessment; Decision making strategies; Technology; Human 

resource development; Ethical leadership; Vision; Community and stakeholder partnerships; and 

Diversity.  
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Table 2-1 

Florida Principal Leadership Standards Domains 

Student Achievement Instructional Leadership Organizational Leadership Professional and Ethical 
Behavior 

Student Learning Results: 
Effective schools leaders 
achieve results on the 
schools’ student learning 
goals. 

 

Instructional Plan 
Implementation: Effective 
school leaders work 
collaboratively to develop 
and implement an 
instructional framework that 
aligns curriculum with state 
standards, effective 
instructional practices, 
student learning needs and 
assessments. 

 

Decision Making: Effective 
school leaders employ and 
monitor a decision-making 
process that is based on 
vision, mission, and 
improvement priorities using 
facts and data. 

 

Professional and Ethical 
Behaviors: Effective school 
leaders demonstrate personal 
and professional behaviors 
consistent with quality 
practices in education and as 
a community leader. 
 

Student Learning as a 
Priority: Effective school 
leaders demonstrate that 
student learning is their top 
priority through leadership 
actions that build and 
support a learning 
organization focused on 
student success.  

 

Faculty Development: 
Effective school leaders 
recruit, retain, and develop 
an effective and diverse 
faculty and staff. 

 

Leadership Development: 
Effective school leaders 
actively cultivate, support, 
and develop other leaders 
within the organization.  

 

 

 Learning Environment: 
Effective school leaders 
structure and monitor a 
school learning environment 
that improves learning for all 
of Florida’s diverse student 
population. 

 

School Management: 
Effective school leaders 
manage the organization, 
operations, and facilities in 
ways that maximize the use 
of resources to promote a 
safe, efficient, legal, and 
effective learning 
environment. 

 

 

  Communication: Effective 
school leaders practice two-
way communication and use 
appropriate oral, written, and 
electronic communication 
and collaboration skills to 
accomplish school and 
system goals by building and 
maintaining relationships 
with students, faculty, 
parents, and community. 

 

 

 The EDA program faculty has administered an alumni survey since fall 2017 to ask their 

current positions, public recognitions (e.g., awards, grants, respected leadership positions), 
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leadership positions they have taken since graduation, effectiveness of the program preparation, 

and open-ended questions about the aspects of the EDA programs that they found useful in their 

current positions and that need improvement.  While this survey is useful for understanding their 

current positions, accomplishments and their perspectives on the program aspects, it is not 

intended to understand the career pathways of the program completers.  Conducting a mixed-

methods study to quantitatively and qualitatively understand the career pathways of the program 

completers will inform the program faculty in how they may guide and support the students 

regarding their career goals and expectations.   

Current Study 

In summary, the studies have examined: (1) labor market statistics and pathways for 

school leadership positions including timeline and rate of success in securing a leadership 

position, (2) factors associated with success rate including demographic characteristics, 

experiences, and program characteristics, and (3) the reasons for not seeking a leadership 

position even after completion of the leadership program and becoming eligible to apply for such 

a position with a leadership certification. The studies found that in response to labor market 

statistics that it normally takes many years for most certificate completers to secure an AP or a 

principal position (Bastian & Henry, 2015; Davis, Gooden, & Bowers, 2017; DeAngelis & 

O’Connor, 2012; Fuller, Hollingworth, & An, 2016).  In addition, these studies show that earning 

a leadership certificate does not always lead to an AP or a principal position within a few years 

and not all candidates have an equal success rate, although the findings on the individual factors 

associated with securing a leadership position are inconclusive.  McGough’s (2003) study was 

the only qualitative study and examined the pathways into principalship and general experiences 

leading to the principal position without focusing on the job-searching experience.  Finally, 
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across four studies that focused on the reasons for not seeking a leadership position, the common 

identified four important factors that serve as barriers to seek leadership positions.  These are: (1) 

increased responsibilities; (2) accountability pressures; (3) distance from teaching and learning; 

and (4) work-life balance. 

What is not known yet is what career actions the candidates have taken after program 

completion (e.g., completing additional training, seeking mentorship, taking on another 

leadership position outside school) and what decision-making processes they went through to 

apply or not to apply for a school leadership position.   

Through a mixed-methods study of survey and interviews, I investigated specific career 

actions that may have led to specific outcomes and the motivations and inhibitors for applying 

for an AP or a principal position.  The literatures studied have identified potential factors that 

have been studied through empirical research that have impacted career pathway decisions of 

potential leadership candidates. The previous studies allow the researcher to identify and 

comprehend the complex and diverse factors participants may identify and triangulate through 

online survey and interviews. This study will focus on program completers as potential 

candidates, not all qualified candidates. The focus of the study will draw upon previous studies 

and the findings of the study will be useful for stakeholders, such as the faculty in the EDA 

program at FSU, prospective students, current students, and graduates of similar programs on 

understanding the career decisions of graduates and the factors that had an impact on those 

career decisions.  
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CHAPTER 3 

METHODOLOGY 

 

Research Design 

A mixed methods design was used for this study. According to Creswell, Plano Clark, 

Gutmann, and Hanson (2003), mixed methods are classified into two major categories of 

sequential and concurrent designs. Based on the research questions, sequential design was used 

in which a survey was first created and an invitation was sent to 150 program completers who 

graduated between fall 2012 and summer 2018, followed by semi-structured interviews for 

eligible respondents from each of the three groups who met the following eligibility criteria: (1) 

respondents who have not applied for an AP or principal position; (2) respondents who have 

applied and have secured a position, and (3) respondents who applied, but have not secured a 

position.  

 In this study, the first question “What are the career pathways of FSU’s Educational 

Leadership and Administration (EDA) program completers to school administrative positions?” 

was addressed using survey data. The survey asked the program completers to list all the 

positions they assumed since program completion, whether or not and when they have applied 

for an AP or a principal position, whether or not and when they received an interview(s), and 

whether or not and when they secured an AP or a principal position.  The survey also asked them 

to report any professional development opportunities or mentoring opportunities they have 

received since program completion.   

To address the second question, “What explains some of the program completers’ 

decision not to apply for an AP or a principal position?”, both survey and interview data were 



23 

gathered. For the program completers who have never applied for an AP or a principal position, 

the survey directed them to a section where they were asked to indicate the degree to which each 

of the major barriers identified in the literature was applicable to the reasons for not applying for 

an AP or a principal position. Three graduates who have never applied for a leadership position 

were interviewed to further explore the reasons.   

To address the third research question, “What are experiences of program completers in 

searching and securing an AP or a principal position?” semi-structured interviews were 

conducted with the 6 participants: those who secured a position as an AP or a principal (4 

participants), and those who applied but not yet secured a position (2 participants).  

Data Collection Methods 

Online Survey  

The target population of the study were the 150 program completers of the Educational 

Leadership and Administration (EDA) program at FSU who graduated between fall 2012 to 

summer 2018.  The EDA program admits two cohorts of students (fall and spring) each year with 

an average of 15 students per cohort.  Between fall 2012 and summer 2018, a total of 12 cohorts 

of students graduated with an approximate total of 150 program completers.    

 Upon approval from the FSU IRB (see APPENDIX A), the researcher contacted the 

EDA program director to obtain the names and contact information of the program completers.  

The researcher worked to identify emails of the individuals with outdated or missing contact 

information from the district or school websites or a simple Google search. A finalized list of 

program completers was completed by the end of August 2018.   

The Qualtrics survey invitation and link (see APPENDIX C) was sent to the email 

addresses of the program completers from early October and the survey concluded by the end of 
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November. After multiple follow-up with emails and phone calls, a total of 37 program 

completers participated in the survey with a response rate of 25%, which is similar to the 

historical response rate that the FSU EDA program have with their annual surveys. Low 

response rates could have been a result of a lack of access to current email addresses of program 

completers and busy work schedules and responsibilities of the program completers. 

Semi-Structured Interviews 

 After the survey data was analyzed, the researcher made a list of eligible participants for 

each of the three groups: (1) respondents who have not applied for an AP or principal position, 

but had indicated in the survey that they had aspirations for an AP position; (2) respondents who 

have applied and have secured a position; and (3) respondents who applied, but have not secured 

an AP position.  From the survey data, 23 participants (3 in group 1; 12 in group 2; and 8 in 

group 3) were eligible to participate in the interviews and the researcher sent invitations (see 

APPENDIX D) to participate through email in early December. After limited responses from 

participants, the researcher sent a follow up email to eligible participants in mid-January to 

encourage participation in the interview. By early February, 11 out of the 23 eligible participants 

agreed to participate in a one-hour semi-structured interview between late February to the end of 

March. After obtaining consent from the 11 participants to record the semi-structured interviews, 

the interviews were scheduled throughout the month of March. Due to unforeseen personal 

circumstance, one participant was unable to participate in the interview.  

A total of 10 semi-structured interviews were conducted and recorded over the phone 

using the Rev Recorder App.  After transcribing the interviews and reviewing the data, one 

interview was redacted from the study due to the participant data not being relevant to the focus 
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of the study. For data analysis, 9 semi-structured interviews were utilized to address the research 

questions. 

Instruments 

Qualtrics Survey 

The researcher developed an original survey as no existing survey includes all the survey 

items needed to address the first two research questions. A Qualtrics survey named “Career 

Pathways to School Leadership” is included in the Appendix F.  The items on the reasons for not 

applying for an AP or a principal position were developed based on the concepts from the survey 

items from the studies conducted by Howley et al. (2005) and Hancock et al. (2006).  

The survey was broken into three parts: Part I: Background Information, Part II: Career 

Pathways and Decisions, and Part III: Learning Opportunities. In Part I, the participants were 

asked to provide background information including their current position, prior positions, 

teaching experience, age, gender, and ethnicity.    Part II asked career pathway and decision 

question: which positions they were planning to pursue when they started and completed the 

EDA program; if they have applied or have plans to apply for a position as an AP or principal; 

how soon after the program completion they applied, number of applications they submitted; 

numbers of interviews and offers for AP or principal positions they received; when they receive 

the first offer and when they started the first position as an AP or a principal.  The program 

completers who have never applied for an AP or a principal position were asked to indicate the 

degree to which various reasons apply to their decision not to apply at this point.  Finally, Part III 

gathered information on learning opportunities the participants have engaged in after completing 

the EDA program, such professional development, mentorship opportunities, and/or guidance 
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regarding how to secure an AP or a principal position. Collectively, these items allowed the 

researcher to gather data necessary to answer the first and second research questions.  

Interview Protocol. 

 The interview protocol is included in the Appendix G. Separate interview protocols were 

developed for the three pathways of program completers.  The interview questions drew upon the 

respondents’ answers in the survey and allowed the researcher an opportunity to explore the 

decision-making processes they went through to apply or not to apply for a school leadership 

position, and career-related actions and experiences they have had in their pursuit of a leadership 

position since completing the EDA program at FSU. 

Due to the location of the majority of the participants, a phone interview utilizing an app 

entitled “Rev Recorder”, that allows for audio to be captured directly from your phone, was 

utilized to record the interviews. The audio recordings of each interview were uploaded onto 

Trint, a transcription database, to accurately transcribe the interviews. 

Data Analysis 

 Data analysis is guided by study purpose, literature review, and research questions. 

Nayak and Hazra (2011) emphasized the importance of deciding appropriate statistical analysis 

before starting the study. They state that the test that a researcher selects to use should depend 

upon the type of research questions, the type of data being analyzed, and the number of groups or 

data sets involved in the study.  

To analyze the survey data to address the first and second research questions on the 

career pathways and reasons for not applying for a school leadership position, descriptive 

statistics and frequencies were computed using IBM SPSS 20.0.  For the first research question, 

“What are the career pathways of FSU’s Educational Leadership and Administration (EDA) 
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program completers to school administrative positions?” the percentages of survey participants 

who have never applied, who have secured an AP position, and who have applied but have not 

secured an AP position were computed.  The survey data was used to identify participants who 

indicated through the survey that they had not applied for an AP position and those completers 

were placed into pathway 1 (program completers who have never applied). The survey data was 

also utilized to identify participants who indicated that they had applied, interviewed, and were 

offered an AP position for completers to go into pathway 2 (completers who have secured a 

position). It is important to note that the participants in pathway 2 were inclusive of those 

completers who were offered an AP position and they either accepted the position or declined- 

the main focus of this pathway was to capture completers who were able to secure a position 

either through an official offer or by offer and appointment agreement. Completers in pathway 3 

(program completers who have applied but have not secured a position) were identified through 

the survey data in which the participants identified they had applied and interviewed, but were 

not offered an AP position. The three career paths were organized into three tables (see Tables 4-

1, 4-2, and 4-3) to analyze and display the survey data on the program completion dates of 

completers, the time lapse since graduation, the aspired positions the completers had when they 

entered the EDA program, the aspired positions they had upon completion of the EDA program, 

prior positions of employment, and current position of employment.  

In addition, descriptive statistics and frequencies of the number of applications submitted, 

the number of interviews conducted, and the number of AP offers they received was computed.  

The likelihood of success in securing an AP or a principal position and the timeline (how soon 

they secured a leadership position) based on gender, age, and race was also computed and 

compared. The data from the survey was merged onto Microsoft Excel to organize the variables 
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that were later imported onto SPSS. The variables included the following: Time Lapse since 

graduation, with a range of 0.33-6.00; the number of times the participants applied for an AP 

position, which was only applicable to pathways 2 and 3, with a range of 1 to 5; the number of 

interviews for an AP position, which was only applicable to pathways 2 and 3, with a range of 1 

to 4; the age of the participants based on their date of birth up until the completion of the survey, 

with a range of 31 to 57; the ethnic minority of the participants with the value of 0=White and 

the value of 1= Black/African American, Hispanic, Multiple, or Asian; the gender of the 

participants with the value of 0=males and 1=females; and the career pathways with 1= never 

applied, 2= secured an AP position , and 3= applied but have not secured a position.  

Bivariate analyses was conducted through SPSS using ANOVA, t-test, and chi square test 

to determine if there was statistically significant evidence that any relationship existed between 

the participants demographic and background characteristic variables (time lapse since 

graduation, number of times applied, number of times interviewed, age, ethnicity, an gender)  

with their pathway. One-way ANOVA was used to compare the means to determine whether 

there are any statistically significant differences between the means of time lapse since 

graduation and age. Independent Samples T-test was used to compare the means by the number 

of times applied and the number of interviews. The Chi Square test was conducted to test the 

relationship with ethnic minorities and gender. 

For the second research question, “What explains some of the program completers’ 

decision not to apply for an AP or a principal position?” descriptive statistics (mean, SD, min, 

and max) was computed for each of the 15 items as well as the four composite variables 

measuring the four major reasons identified in the previous literature: (1) increased 

responsibilities (3 items), accountability pressures (4 items), distance from teaching and learning 
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(3 items), and work-life balance (3 items) was computed.   Also the interviews were conducted to 

further explore the perceptions, experiences, and circumstances of the program completers that 

led to the decision not to apply for an AP or a principal position.   

For the third research question, “What are experiences of program completers in 

searching and securing an AP or a principal position?”, all the semi-structured interviews was 

transcribed verbatim through the Trint database and analyzed using Dedoose software.  For the 

program completers who applied and successfully secured an AP position, the factors that led to 

their success in securing an AP or a principal position was explored through their perceptions 

and experiences including professional learning opportunities such as workshops and 

mentorship.  For the program completers who applied but have not secured an AP position, the 

process they went through to prepare themselves to apply for an AP or a principal position (e.g., 

workshops, mentorship) and their experience with applying for and interviewing for positions 

were explored.  In analyzing the interview data from all three pathways, the time lapse since 

program completion was also considered.  Across all three pathways, the changes in their career 

plans before and after completing the EDA program were explored and the 

circumstances/perceptions/experiences that led to these changes were identified.   

 The semi-structured interviews were uploaded onto the Trint database for transcription. I 

listened to the audio recordings while following the produced transcripts to identify any 

technological misinterpretations or nuances that may have occurred during transcription. After 

the transcripts were analyzed, I separated the transcripts into pathways to look for similarities 

and differences to help sort the data into specific themes. The transcripts went through a 

secondary review to ensure the themes identified were substantiated through an objective review.  

Codes were created to identify themes across pathways 2 and 3 according to the research 
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question. I used custom colors, a feature within Dedoose, to keep track of which codes were 

associated with which color and were being identified across pathways. This feature was 

extremely beneficial in providing a visual of the codes. Both the initial analysis of the transcripts 

and the analysis through Dedoose confirmed the themes associated with the experiences of the 

program completers in pathway 2 and pathway 3 on their experiences in searching and securing 

an AP position. The triangulation of data strengthens the validity and reliability of the analysis. 

Positionality 

It is important to discuss both strengths and limitations of my professional experience and 

perspectives as a researcher.  As a graduate of FSU EDA program, I am familiar with the course 

work and graduation requirements. As a Reading Coach, I was privy to the “behind the scenes” 

activities both at my local school and the district involved with cultivating an environment to 

produce competent educational leaders, hire highly qualified teachers, and promote professional 

advancement opportunities. At my local school, I was selected to serve on the interview 

committee for new applicants and was often included in on conversations with administration on 

the selection of school based educational leadership positions such as team leaders, committee 

chairpersons, and extracurricular activity leaders. In the school district, I was able to serve as 

both observant and participant in the educational leadership selection process. My knowledge 

and experience with the FSU EDA program and with the district hiring process allows me to 

connect with the interview participants and understand their perceptions and experiences fully.   

The limitation that I have with this topic is the emotional connection associated with my 

own decision to leave the district after my aspiration to become an AP was not realized soon 

after my program completion. I have to be cognizant of my biases to the research and ensure that 

I am embedding check and balance systems (peer reviews, data collection triangulations, etc.) to 
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decrease the probability of researcher bias skewing my results.  I do believe, however, that my 

commitment to understanding career-related experiences of EDA program completers 

objectively and providing valid and useful information to the EDA program and hiring districts 

for providing career guidance served me well in conducting this research.   
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CHAPTER 4 

RESULTS 

Introduction 

This chapter presents the mixed-methods findings that addressed the following research 

questions:  

1. What are the career pathways of FSU’s Educational Leadership and Administration 

(EDA) program completers?  

2. What explains some of the program completers’ decision not to apply for an AP or a 

principal position?   

3. What are experiences of program completers in searching and securing an AP position? 

Using the sequential mixed methods design, the quantitative phase of the research 

involved the analyses of the online Qualtrics survey, which included 37 participants who were 

program completers of the FSU EDA program from fall 2012 to summer 2018. The qualitative 

phase involved semi-structured interviews with three pathways: (1) respondents who have not 

applied for an AP or principal position; (2) respondents who have applied and have secured an 

AP position; and (3) respondents who applied, but have not secured an AP position. The findings 

based on the analysis of survey and interview data are presented, and the data are interpreted 

based on the relevant literature.   

Career Pathways of FSU EDA Program Completers 

I conducted a survey of 37 program completers to examine the career pathways and 

identified three major pathways:  pathway 1--graduates who have never applied for an AP 

position (17 or 46%), pathway 2 graduates who have applied and secured an AP position (12 or 

32%), and pathway 3–graduates who have applied but not yet secured an AP position at the time 
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of the survey (8 or 22%). Although the survey asked about the pathways into both AP and 

principaship, I focused on the pathways to AP because only one of the 37 graduates have secured 

a principal position at the time of the survey.   

In this section, I analyzed the survey data in three phases.  First, based on survey 

responses to a series of questions, I listed the program completion, time lapse since graduation, 

aspired position when they entered FSU EDA program, aspired position when they graduated the 

program, prior positions, and current position for each of the three pathways (Table 4-1, 4-2, and 

4-3).  Comparisons of these career related factors identified the differences among these three 

groups, which are described below.  

 Second, I examined the statistical differences in the time lapse since graduation among 

the three pathways, and the number of times they applied and number of interviews they received 

between pathways 2 and 3 to further explore the differences in the factors related to job search 

(Table 4-4).  Finally, based on the previous literature that identified the demographic 

characteristics associated with the success rate of securing a leadership position, I examined the 

statistical differences in age, ethnic minority status, and gender among the graduates in three 

pathways (Table 4-5). The program administrative data with the student background 

characteristics (graduation date, time lapse, age, ethnicity, and gender) were merged with the 

survey data for the analysis of the differences in these background characteristics among the 

three major pathways.   

Table 4-1 presents the career path of 17 graduates who have never applied for an AP 

position by reporting the program completion dates, time lapse in years since graduation, 

aspirations of the candidates when they first entered the EDA program at Florida State 

University, the aspirations of the completers when they graduated from the EDA program at 
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Florida State University, their prior position, and their current position. The purpose of the table 

was to identify any commonalities between the survey participants who elected not to apply for 

an AP positions.  

Table 4-1 

Career Path of Graduates Who Have Never Applied for an AP Position (Pathway 1) 

Case Program 
Completion 

Time 
Lapse1 

Aspired 
Position when 
Entered2 

Aspired Position 
when 
Graduated2 Prior Position2 

Current 
Position2 

1 2018-SU 0.33 AP Other Coach/Dean Teacher 
2 2018-SU 0.33 AP AP Teacher/ 

Coach/Dean 
Coach/Dean 

3 2018-SU 0.33 Didn’t have a 
plan 

Didn’t have a 
plan 

Teacher Teacher 

4 2018-SU 0.33  -  - Teacher Teacher 
5 2018-SP 0.66 S-Level Admin Other/ S-level 

administration/a
ccountability  

Teacher/ 
Coach/Dean 

Coach/Dean 

6 2018-SP 0.66  -  - Others Teacher 
7 2017-SU 1.33 Other/Athletic 

Administration 
and Head of 
School 

Other/Athletic 
Administration 
and Head of 
School 

Teacher/ 
Coach/Dean 

Coach/Dean 

8 2017-SU 1.33  -  - Teacher Teacher 
9 2016-FA 2.00 D-Level Admin D-Level Admin S-Level Admin S-Level Admin 
10 2016-FA 2.00 S-Level Admin Same S-Level Admin S-Level Admin 
11 2016-SU 2.33 AP AP PE Teacher Coach/Dean 
12 2016-SU 2.33 D-Level Admin D-Level Admin D-Level Admin D-Level 

Admin 
13 2015-FA 3.00 Same position Other Teacher PE Teacher 
14 2015-FA 3.00 D-Level Admin D-Level Admin Teacher D-Level 

Admin 
15 2014-SU 4.33 D-Level Admin D-Level Admin S-Level Admin S-Level Admin 
16 2014-SP 4.66  -  - Teacher/ 

Coach/Dean 
Others 

17 2013-SU 5.33 Didn’t have a 
plan 

Didn’t have a 
plan 

D-Level Admin Teacher 

Notes: 
1 Number of years since completing the program.  
2 AP=assistant principal, S-level admin=state-level administrator, D-level admin=district-level 
administrator.  
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According to the data, 86% (12 out of 14 graduates who reported their career aspiration) 

either had other aspirations than becoming an assistant principal, or changed their goals to pursue 

other positions by the time they completed the program, or did not have any plan. The 

comparison of the prior and current positions also shows that 59% (10 out of 17) of them have 

remained in the same position. It is notable that 9 out of the 17 graduates (53%) currently hold a 

leadership position, either as a coach or dean (4 graduates), a district-level administrator (2 

graduates) or a state-level administrators (3 graduates), which could potentially lead to an AP 

position.   

The data clearly shows that an overwhelming majority of them did not consider seeking 

an AP position when they entered or graduated from the FSU EDA program.  This could be an 

indication that the participants in this group are either comfortable in the professional role that 

they are currently in, or they are unclear or indecisive of what career path they want to pursue. 

The section addressing the second research question will further examine the reasons for not 

pursuing an AP position based on the survey and interviews.  

Table 4-2 presents the same set of data to explain the career path of graduates who have 

applied and secured an AP position.  According to the data, 92% of the participants (11 out of 

12) identified that they had aspirations to become an assistant principal or principal when they 

entered and completed the EDA program at Florida State University. The data also showed that 

75% (9 out of 12) of the participants in this group were in a leadership position prior to 

becoming an assistant principal. According to the data, 17% (2 out of 12) secured an AP position 

by receiving an offer, yet the completers chose to remain in their district positions.  
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Table 4-2 

Career Path of Graduates Who Have Applied and Secured an AP Position (Pathway 2) 

 
Case Program 

Completion 
Time 
Lapse 

Aspired 
Position when 
Entered 

Aspired 
Position when 
Graduate 

Prior Position Current Position 

1 2017-SU 1.33 AP AP Coach/Dean AP 
2 2017-SU 1.33 AP AP Other AP 
3 2017-SP 1.66 P AP D-Level Admin/ 

S-Level Admin 
AP 

4 2016-SU 2.33 AP AP Teacher AP 
5 2016-SP 2.66 AP S-Level Admin Assessment 

Coordinator  
AP 

6 2015-FA 3.00 AP AP Teacher/Coach/
Dean 

AP 

7 2015-FA 3.00 AP AP Teacher/Coach/
Dean 

AP 

8 2015-FA 3.00 AP AP D-Level Admin/ 
S-Level Admin 

D-Level Admin 

9 2014-SU 4.33 AP AP Coach/Dean Coach/Dean 
10 2013-SU 5.33 AP AP Teacher AP 
11 2012-FA 6.00 P AP Teacher/Coach/

Dean/AP 
Principal 

12 2012-FA 6.00 P P Teacher/Coach/
Dean/AP 

D-Level Admin 

 
According to the data, 92% (11 out of 12 graduates who reported their career aspiration) 

maintained their original aspirations of going into school-based administration (AP or principal). 

This finding could be an indication that the completers within this career pathway had clear goals 

and determination of attaining a school based administrative position upon completing the EDA 

program. The section addressing the third research question will further examine the experiences 

in searching and securing an AP position. 

Table 4-3 lists the remaining 8 graduates who have applied but not yet secured an AP 

position along with the same set of data.  The data show that all the graduates identified that they 

had aspirations to become an assistant principal or principal when they entered and completed 

the EDA program at Florida State University. The data also showed that currently 63% of the 
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participants (5 out of 8) have either sustained or moved into a leadership position from their prior 

roles, which could potentially lead to an AP position.  The section addressing the third research 

question will further examine the experiences of these completers in searching for AP positions. 

Table 4-3 

Career Path of Graduates Who Have Applied but Not Secured An AP Position (Pathway 3) 

 
Case Program 

Completion 
Time 
Lapse 

Aspired 
Position when 
Entered 

Aspired 
Position when 
Graduate 

Prior Position Current Position 

1 2017-SP 1.66 AP AP Teacher Coach/Dean 
2 2016-FA 2.00 P AP Teacher Teacher 
3 2016-FA 2.00 AP AP Teacher D-Level Admin 
4 2016-SU 2.33 AP AP Coach/Dean Coach/Dean 
5 2016-SP 2.66 AP AP Teacher Coach/Dean 
6 2015-SU 3.33 AP AP Coach/Dean Teacher 
7 2015-SP 3.66 AP AP Interim 

AP)/Dean/Asses
sment 
Coordinator  

Coach/Dean 

8 2013-SU 5.33 AP P Teacher Teacher 
 
 
 In the second phase of the analysis, I conducted statistical analyses to examine the mean 

or percentage difference among the three groups to compare the differences in the factors related 

to job search of the graduates by the career pathway (never applied, applied and secured, applied 

but not yet secured).  Table 4-4 lists three characteristics of job search process—time laps since 

graduation in years, number of times applied, and number of interviews received. ANOVA was 

conducted for the mean difference in the time lapse since graduation and age among the three 

pathways, and t-test was conducted for mean difference in the number of times applied between 

pathway 2 and 3.  
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According to the data, the average time lapsed from graduation for pathway 1 was 2.02 

with a range of 0.33 to 5.3; pathway 2 average time lapse was 3.33 with a range of 1.33 to 6.0; 

and pathway 3 average time lapse was 2.87 with a range of 1.66 to 5.33. The mean time lapse 

measured by the number of years was the longest among pathway 2, followed by pathway 3 and 

1.  However, the difference was not statistically significant as shown in the non-significant F 

value (F=2.589, p=0.089) in Table 4-4.  

The two groups in which the data was relevant for the number of applications submitted 

for an AP position were pathway 2 and 3. The average time(s) that the participants within  

pathway 2 indicated that they had applied for AP positions was 1.73  with a range of 1-4. 

Completers in pathway 3, who are participants who have not successfully secured an AP 

position, data depicts an average of 2.63 application submissions with a range of 1-5. Although 

both pathways had similar ranges, pathway 3 were submitting applications at a higher frequency 

than pathway 2. However, there was no statistically significant difference in the number of 

applications submitted between pathways 2 and 3. The data indicate that the lack of success of 

pathway 3 completers for attaining an AP position is not due to lack of effort. 

Finally, I examined the differences in the demographic characteristics of the graduates 

among the three pathways.  Table 4-5 lists graduates’ background characteristics—age, ethnic 

minority status, and gender.  ANOVA and chi-square tests were conducted for the mean and 

percentage differences in terms of age, ethnic minority status and gender. The average age for 

the participants in pathway 1 was 39.9 with a range of 30 to 57; for pathway 2, the average age 

was 41.5 with a range of 34 to 57; and pathway 3’s average age 37.3 with a range of 31 to 44. An 

ANOVA test showed that there is no statistical significant association between age and the 

pathway variable. The mean age measured by the ages of the participants at the time of the 
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survey was the highest among pathway 2, followed by pathway 1 and 3. However, the difference 

was not statistically significant as shown in the non-significant F value ( F= .982, p= .386) in 

Table 4-5.   

Table 4-4 

 Job Search Process of Participants by Career Pathway (N=37) 

 
Pathways  Time Lapse since 

Graduation 
Number of times 

applied 
Number of 
interviews 

 N Mean Range Mean Range Mean Range 
Pathway 1:  
Never applied 

17 
(46%) 

2.02 
 

0.33-
5.33 

N/A N/A N/A N/A 

Pathway 2: Applied 
& secured 

12 
(32%) 

3.33 1.33-
6.00 

1.73 1-4 2.36 1-4 

Pathway 3: Applied 
but not secured 

8 
(22%) 

2.87 1.66-
5.33 

2.63 1-5 1.43 1-3 

F/t/value F=2.589, 
p=0.089 

       t=-1.259   
       p=0.225 

t=2.049 
     p=0.057 

Notes: * p < .05, ** p < .01. 
 

 Finally, I examined the differences in the demographic characteristics of the graduates 

among the three pathways.  Table 4-5 lists graduates’ background characteristics—age, ethnic 

minority status, and gender.  ANOVA and chi-square tests were conducted for the mean and 

percentage differences in terms of age, ethnic minority status and gender. The average age for 

the participants in pathway 1 was 39.9 with a range of 30 to 57; for pathway 2, the average age 

was 41.5 with a range of 34 to 57; and pathway 3’s average age 37.3 with a range of 31 to 44. An 

ANOVA test showed that there is no statistical significant association between age and the 

pathway variable. The mean age measured by the ages of the participants at the time of the 

survey was the highest among pathway 2, followed by pathway 1 and 3. However, the difference 
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was not statistically significant as shown in the non-significant F value ( F= .982, p= .386) in 

Table 4-5.  

Ethnic minority status was examined by the percentage of graduates within each group 

who are of a minority ethnicity; Black, Hispanic, Multiple Race, or Asian. Pathway 1 had an 

ethnic minority representation of 31.2%; Pathway 2 had an ethnic minority representation of 

27.2%; and Pathway 3 had an ethnic minority representation of 37.5%. A Chi Square Test was 

conducted to test the statistical association between ethnic minority and the pathway variable. 

The ethnic minority percentage was the highest among pathway 3, followed by pathway 1 and 2. 

However, the difference was not statistically significant as shown in the χ2value (χ2= .225, p= 

.893) in Table 4-5.  

Table 4-5 

Background Characteristics of Program Completers by Career Pathways 

 
Pathways Age  Ethnic 

Minority 
Gender 

 Mean Range Percentage Percentage 
Female 

Pathway 1: 
Never applied 

39.9 30-57 31.3% 82.4% 

Pathway 2: Applied & 
secured 

41.5 34-57 27.3% 83.3% 

Pathway 3: Applied but 
not secured 

37.3 31-44 37.5% 50.0% 

F/χ2-value      F=.982          
     p=  0.386 

     χ2 =.225 
     p=.893 
       

     χ2 =3.659 
      p=.160 

Notes: * p < .05, ** p < .01. 
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Regarding the gender of the graduates, the table shows that the data from the survey 

shows that 82.3% in-group 1, 81.8% in-group 2, and 50.0% in group 3 were females. Of the all 

37 graduates, 75.7% were females. A Chi Square Test was conducted to test the statistical 

association between gender and pathways. The gender percentage was the highest among 

pathway 2, followed by pathway 1 and 3. However, the difference was not statistically 

significant as shown in the χ2value (χ2= 3.659, p= .160) in Table 4-5.  

Reasons for Not Applying for an AP Position 

Because the large proportion of the graduates who participated in the survey have never 

applied for an AP position (17 out of 37 graduates) despite completing a leadership preparation 

program to become an AP, a further analysis based on the survey and interview data was 

conducted to address my second research question,  What explains some of the program 

completers’ decision not to apply for an AP or a principal position?   

The previous studies that examined leadership program completers’ reasons for not 

applying for an AP or principal positions identified four major reasons: increased 

responsibilities, accountability pressures, distance from students and peer teachers, and work-life 

balance. I adapted survey items from Howley et al (2005) and developed several items to create a 

total of 15 items that address these four major reasons. Table 4-5 lists the items with the highest 

mean based on four answer choices: 1=Not at all, 2=small extent, 3=medium extent, and 4=large 

extent to the survey question that asked the graduates to indicate the extent to which each of the 

reasons explain their reason for not applying for an AP position.  

The top 3 reasons identified across all participants for not applying for an assistant principal 

position were: 1) Less time at home with family members (2.0); 2) Difficulty maintaining work-

life balance (2.0); and 3) Less personal time (1.8).  
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Table 4-6 

Reasons for not applying for an AP position (N=17) 

 Reasons Mean1 SD Min Max 

1 Less time at home with family members. 2.0 1.5 1 4 

2 Difficulty maintaining work-life balance. 2.0 1.3 1 4 

3 Less personal time. 1.8 1.2 1 4 

4 Accountability for societal conditions 
beyond an educator's control. 1.7 1.2 1 4 

5 It's too early for me to apply. 1.6 1.2 1 4 

6 Increased workload and commitment. 1.6 0.9 1 3 

7 Excessive responsibilities for local, state, 
and federal mandates. 1.5 1.0 1 4 

8 Expectation to spend more time in the 
building. 1.5 1.0 1 4 

9 Pressures from standardized tests. 1.4 1.0 1 4 

10 Distance from students by leaving a 
classroom. 1.4 1.0 1 4 

11 I am not sure about which position to 
pursue. 1.3 0.7 1 3 

12 Potential conflict with teacher's unions. 1.3 0.6 1 3 

13 Potential litigation. 1.3 0.6 1 3 

14 Isolation/alienation from staff. 1.2 0.4 1 2 

15 Stress associated with leaving a peer 
group of teachers. 1.0 0.0 1 1 

Notes:  
1=Not at all, 2=small extent, 3=medium extent, 4=large extent 
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The top 3 reason identified through the survey align with the major finding that work-life 

balance was one of the impactful reasons candidates choose not to apply.  The reasons associated 

with accountability pressures and increased responsibilities received a relatively higher rating 

ranging from 1.5 to 1.7 (items 4, 7, 8).  Factors associated with distance from teaching and peers 

(items 10, 14, 15) were not identified as a main reason unlike what the literature identified.  It is 

important to note that the factors within the survey were identified as reasons only to a small 

extent, which indicates that there are other important reasons that the survey did not capture. 

The semi-structured interviews with three graduates who have never applied for an AP 

position were conducted to further explore the reasons identified for not applying.  Table 4-7 lists 

the background characteristics of these three interviewees, and their backgrounds are explained 

below.   

Table 4-7 

Interview Participants and Their Background: Pathway 1 

 Teacher Pathways Gender Age Ethnicity Current position TimeLapse 
Since graduation 

1 Lance Never applied F 45 White Academic Dean  
 

2.31 

2 Shelby Never applied M 36 White High school 
science teacher  

 

0.33 

3 Quentin Never applied F 33 White Elementary 
Physical 
Education 
Teacher 

 

2.97 

 

Lance is a 45-year-old white female who currently serves as an academic dean and 

testing coordinator at a school in the Florida Big Bend area. Upon entering and completing the 

EDA program at Florida State University, Lance was an elementary physical education teacher 
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who had aspirations of becoming an assistant principal. Since graduating in 2016, Lance has 

chosen not to apply for an assistant principal position due to enjoying her quasi-administrative 

role as an academic dean and testing coordinator.  

Shelby is a 36-year-old white male high school science teacher in South Florida who had 

aspiration of becoming an assistant principal. Prior to graduating from the EDA program at 

Florida State University in 2018, Shelby held a position as an administrative coach that allowed 

him to experience some of the administrative responsibilities that current assistant principals are 

responsible for. After one year in a quasi- administrative role, Shelby voluntarily elected to 

return to the classroom and not apply for an assistant principal position due to feeling 

disillusioned about the impact he would have on teachers and students while completing 

managerial responsibilities (i.e. paperwork). 

Quentin is a 33-year-old white female physical education teacher in the state of Virginia. 

Before starting the EDA program at Florida State University, Quentin was a physical education 

teacher that had transitioned into a classroom teaching assignment in the Florida Big Bend area. 

Quentin had aspirations to one day go into administration, so she pursued her educational 

leadership degree. After completing the program, Quentin relocated to another state and went 

back into physical education. Due to her love of teaching and wanting to increase her skill set in 

administrative duties (i.e. communicating with parents), Quentin has decided not to apply for an 

assistant principal position.  

The interviews revealed two reasons: (1) family priority, and (2) the reality of the 

leadership position. First, the data from the interviews indicates that family priority is a major 

reason that impacts decisions to pursue leadership positions. Quentin, a 33-year old white female 
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who is an elementary PE teacher, shared while discussing less time at home with family 

members, 

I just had a baby, so I don't think I could might give up more of my time with him and I 

already am with my current job; I don't want the responsibility at this time of staying at 

school functions and events till 7- 8 o'clock at night when I have to get home to my child. 

Shelby, a 36-year old white male who is a high school science teacher also explained the 

reason for not wanting to pursue an AP position because of a potential relocation that would 

move his children out of the current district.   

 Second, the reality of the leadership position experienced by two interviewees 

discouraged them to pursue an AP position. Quentin explained the heavy responsibilities and 

stress due to the accountability pressure on the school administration:  

So we were not, we were partially accredited last year which means that we failed our 

state tests for like three years in a row and it was like the last year where we could hold 

on to our accreditation. And the amount of shipwrecks that our administration was under 

because of that truly impacted their- the amount of work that they had to do, the amount 

of time they spent in school, and their stress. So yeah it's a lot. There's a lot of pressure 

when, if your students don't pass the state tests this year and your accreditation is denied 

that means the state rolls in. Teachers lose their jobs; you lose your job, like that's a lot of 

stress. 

Shelby shared his disappointment with his experience of taking on a leadership experience 

regarding the impact on teachers and students.  

I did think that I wanted to become an administrator but having spent a year as 

administrative assistant, I went right back to the classroom. The theory always goes that 
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as an administrator you can impact dozens of teachers and therefore impact far more 

students than any one-year than you as an individual teacher could. However I found that 

in an administrative role the majority of your time is doing, I don’t even want to say 

management, clerical duties where you're basically just filling out paperwork and you're 

not actually impacting teachers and therefore not actually impacting students.   

 These interview quotes seem to support work-life balance issue, accountability pressures, 

and increased responsibilities that were identified in the survey as relatively important reasons.  

This is consistent with the prior studies conducted by Howley et al (2005) and Cranston (2007) 

that identified these reasons as important based on their survey of program completers in Ohio 

(Howley et al, 2005) and Australia (Cranston, 2007). 

Experiences in Searching and Securing an AP position 

The semi-structured interviews with four program completers who applied and secured 

an AP position and two program completers who applied but not yet secured an AP position 

were conducted after the survey completion to address the last research question, What are 

experiences of program completers in searching and securing an AP position? 

 Table 4-8 list the six interviewees along with their gender, age, ethnicity, current position 

and time laps since graduation. This section focused on the six interviewees’ experiences in 

searching and securing an AP position, and a brief background of each program completers who 

applied for an AP position is provided first before presenting the major findings.  

Jordan is a 40-year-old multiple raced female assistant principal at a South Florida high 

school. As an assistant principal, Jordan is responsible for curriculum, data analysis, and new 

teacher mentoring. Jordan previously served as an assessment coordinator at her current school 
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and earned the assistant principal position a year after completing the EDA program at Florida 

State University. 

 

Table 4-8 

Interview Participants and Their Background: Pathway 2 and 3 

 Teacher Pathways Gender Age Ethnicity Current position TimeLapse 
Since graduation 

1 Jordan Applied & secured F 40 Multiple AP 
 

2.64 

2 Harper Applied & secured M 42 White Middle school 
AP 

 

2.97 

3 Mia Applied & secured F 48 White AP 
 

1.32 

4 Julian Applied & secured F 34 White AP of 
Curriculum 
 

1.32 

5 Robyn Applied but not 
secured 

M 35 White Single School 
Culture 
Coordinator 

 

3.63 

6 Candace Applied but not 
secured 

F 44 Black Elementary 
school teacher 

 

3.30 

 
Harper is a 42-year-old white male assistant principal at a South Florida middle school. 

As an assistant principal for administration, Harper oversees the student services division, which 

includes school counselors and deans, and he is in charge of student behaviors, facilities, 

transportation, and textbooks. Prior to becoming an assistant principal, Harper served as a 

classroom teacher and a district coach. The district in which Harper is employed required him to 

complete an AP preparation program after obtaining his educational leadership degree and 

certification.  

Mia is a 48-year-old white female assistant principal at a Central Florida high school. As 

an assistant principal of student affairs, Mia is responsible for positive behavior support, 
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attendance, graduation, parking details, and the Advancement Via Individual Determination 

(AVID) program. Prior to becoming an assistant principal, Mia served as a school social worker 

for 15 years. The district in which Mia is employed required her to complete a six-month district 

program after obtaining her educational leadership degree and certification.  

Julian is a 34-year-old white female assistant principal at a middle school located in the 

Florida Big Bend area. As the assistant principal for curriculum, Julian collaborates and advises 

the principal on instructional and curricular decisions, plans professional development 

opportunities for teachers based on those curricular decisions, oversees the English Language 

Arts (ELA) and the Exceptional Student Education (ESE) departments, and discipline. Prior to 

becoming an assistant principal, Julian served as a secondary teacher at a different school within 

the same district and later as the dean of curriculum at the middle school in which she became 

assistant principal.  

Robyn, a 35-year-old white male, is a curriculum coordinator at a South Florida school. 

Robyn’s position is a non-evaluative and non-disciplinary, but quasi-administrative. As a 

curriculum coordinator, Robyn facilitates Professional Learning Communities (PLC) to discuss 

curriculum, best practices, lesson planning, and testing. The coordinator position also oversees 

advance placement, the digital grade book for over 150 teachers, and serves as the parent 

academic liaison to deescalate issues that have the potential to go to the administrative level. 

After completing the EDA program at Florida State in 2015, Robyn has served in several 

administrative roles, such as interim assistant principal, dean of discipline, and testing 

coordinator. In regards to applying for assistant principal positions, Robyn stated that he has 

applied for many positions and shared, ’“I ended up going on two interviews for assistant 
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principalships and both of them I was notified that I was a finalist but I was not the person that 

was selected.” 

Candace is a 44-year-old black female teacher at an elementary school in the Florida Big 

Bend area.  Previously, Candace served as a reading coach in the same district she is currently a 

classroom teacher in. After completing the EDA program at Florida State University in 2015, 

Candace applied to her district’s assistant principal pool but was unsuccessful in obtaining an 

interview until 2018. Candace explained that her district’s assistant principal pool allows her to 

be in it for up to three years before she would have to interview again.  According to Candace, 

“I'm just waiting now to be selected to be an assistant principal” (Candace, 2019).  

Graduates Who Secured an AP Position 
 

Jordan, Harper, Mia, and Julian were the program completers in this career pathway. 

Each completer provided a different perspective of what their experiences entailed, but there 

were commonalities that seem to have contributed to their success in securing an AP position. 

All of these program completers had a clear understanding of the path and opportunities to 

achieve securing an AP position.  In addition, they were never discouraged even after multiple 

rejection in pursuing an AP position.  Finally, all of they built positive relationships with school 

and district leaders which seems to have helped them build their good reputation in the district.  

Clear Understanding of the Path to Achieve a Leadership Position 

  As shown in the survey, 92% of the completers who were identified into the career 

pathway of completers who had applied and secured an AP position maintained their original 

aspirations of going into school administration (AP or principal), which could potentially mean 

that the completers within this career pathway had clear goals and determination of attaining a 

school based administrative position upon completing the EDA program. The interview data 
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supported this finding.  Across the interviewees in this pathway, they all were able to clearly 

define the requirements and the path to achieve an AP position within their district. Some 

requirements included a completion of a district-managed program after completing the EDA 

program in order to be deemed eligible to apply and be considered for an AP position.  

Harper elaborated on his district’s process for posting available AP positions for eligible 

candidates who completed the district program, the length of time the posting is available to 

eligible district personnel, and use of an online platform to apply. 

I was given the thumbs up that I had graduated the Learning Academy, the aspiring 

leaders academy, and I was then eligible to apply for assistant principal positions. So we 

go online and then any positions that are open are by a principal postposition. And it 

remains visible to all current employees of the school board for a total of five days. Once 

it's been in there for five days, then it opens up to anyone who has applied to our county 

to get a username and password to see jobs. Obviously you cannot apply if you don't have 

the requisite requirements in your portfolio.  

Jordan shared the process of applying and interviewing in front of a panel of principals to 

be inducted on her district’s eligibility list of candidates who could apply for an AP position. 

After I applied I had to show all of my credentials. I had to show that I had finished the 

program, that I was certified at the state level, that I had passed the FELE, and that I was 

ready to go as far as picking up a position. Then if they felt that I was a good candidate, I 

was chosen to go in for an interview in front of a panel of principals and then they asked 

me a series of questions. I guess they rated us at that point and then they would let us 

know within a certain amount of time if we had made it on to this eligibility list. 
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 Mia also shared details about her district’s requirements for who is eligible to apply for 

an AP position and the induction of candidates into the district managed program to prepare 

them for being a leader within her district.  

Well anyone who has a masters or above in education leadership can apply within the 

district. They only accept 50 applicants a year to enter into the program in which like I 

said it's a six-month program that prepares you more specifically to be a leader within our 

district. So anyone can apply as long as they have a recommendation and the proper 

credentials. But then you have to be accepted into it to participate.  

Julian shared a different process in her district where the candidate does not apply for a 

specific AP position, but for a general AP pool. She explained the detailed process as well as the 

number of candidates her district selects.   

There’s the online application and then you have to submit what our district refers to as 

your leadership dimensions and basically that is just your documentation of how you've 

demonstrated leadership within the Florida principal leadership standards and then along 

with that you have to get letters of recommendation so and so forth. And then if the 

committee decides that you are a candidate worth interviewing for the pool then you'll get 

selected. They only chose 35 people in the last interview cycle, which I was a part of. 

And then those people make up the pool and so the superintendent at any point you know 

can call up any one of those 35 people to plug into whatever positions he has available. 

We don't advertise in this district for specific positions at a specific school.  

These statements from the program completers show that all of they had a clear 

understanding of the steps and processes involved in becoming an AP in their district.  In 

addition, the interviews revealed that they also had a clear understanding of a path to 
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principalship, which some of them are already preparing for even though it has been less than 3 

years since they completed the program. 

 Jordan shared her district’s pathway to principalship, which included completion of a 

district managed program. 

So when you complete the three years as an AP you can apply for their program. They 

have a two-year program, preparation program, to become a principal. You have to get 

into the program, complete the two years before you can become a principal. So 

technically the earliest that I can become a principal is three years from now.  

 Mia’s school district had a similar process to Jordan’s, in that the pathway to becoming a 

principal involved both a sequential flow through the various levels of assistant principal for a 

period of time before starting a district managed program.  

After you work as an APA-S on a secondary level or you can move into one of two 

positions, which is an AP of curriculum or an AP of administration. From there, after 

working a period of time you can enter into what's called Preparing New Principals for 

PMP program. Once you're in that program for two years to prepare you to become a 

principal then you can interview for principalships at various schools. I believe you have 

to be in it two to three years before you can enter into the preparing new principal. 

The completers having a clear understanding of the path to achieve an AP position set the 

foundation for them to learn the path towards pursuing a principalship, which seems to be the 

direction that some of them are already pursuing. Many completers acknowledged that the 

district programs they were required to complete for eligibility to apply for a AP position, were 

facilitated by current aspiring principals who were also participating in the district programs for 

principals at the same time.  These learning and leading opportunities given to these APs through 
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district preparation programs seem to further support them to continuously pursue their career 

goal of becoming a principal.   

Never Discouraged Despite Multiple Rejections 

According to the survey data, the average times that the participants within this pathway 

indicated that they had applied for AP positions was 1.73 with a range of 1-5. The data indicates 

that the participants within this pathway received rejections, but continued to apply for positions 

despite those rejections. Questions were posed during the semi-structured interviews to gain 

clarity on the perspectives of the participants in this pathway on the journey to securing an AP 

position despite multiple rejections. Out of the four completers in this pathway, Mia had the 

highest occurrence of multiple rejections while continuing to pursue an AP position.  

Mia described her journey to securing an AP position as one that included multiple 

rejections despite her position as a social worker, which she felt afforded her unique experiences 

that other candidates did not have with her work with schools, families, and the community.  Mia 

further elaborated on her interview experience by detailing some of the intricacies involved in 

the process that she had to learn to overlook, such as the district placing candidates who had not 

gone through the interview process into a position. Here is Mia’s perception of that process: 

I interviewed last summer and was a top 3 candidate. Went downtown to interview and 

found out after the fact that I was the school’s choice, however, downtown placed 

someone who wasn’t in the interview process. That happened, there’s nothing you can do 

about it. I interviewed again the next time they offered a position, they had to hire a man. 

Again, there’s nothing you can do about it. It's just the way that business runs. And 

actually I don't have an issue with interviewing for a position that I may have no chance 



54 

in getting because it provides me with experience and interviewing and it also exposes 

my talent to people who may think of me later for a particular situation. 

When asked how the experiences of going through the process shaped her career 

pathway, Mia explained that she looked at it as learning experience that you have to take the 

positive out of. 

I would say positively shaped my career path. I mean, I know not everything was positive 

but you take the positive from where it comes in and you know you just deal with it when 

it's not as positive as just part of the experience or part of the job.  

 Each of the completers within this pathway acknowledged that they had support from 

either mentors, fellow aspiring APs, or their current administrators to help them keep a positive 

perspective in the process and to keep applying for positions, despite the multiple rejections.  

Positive Relationship with School Leaders and District Leaders to Build their Reputation 

 Another theme that emerged across the completers was that all of them built positive 

relationships with school leaders and district leaders, which seems to have helped them build 

their good reputation in the district. These relationships include both those established through 

personal (i.e. friends, family, and associations) or professional interactions. For example, Julian 

stated: 

Well I think that I have been really fortunate to work for and alongside a lot of really 

successful leaders in our district. And I think that I have made them proud along the way. 

And so I think I had I had a lot of people support. You know the current principal that I 

was teaching under at that time and another principal of mine who was out at the district 

you know those guys wrote letters of recommendation for me and so I think that, that 



55 

definitely helped. And having their backing they're both really respected people in our 

district school family. 

Harper also supported this finding by affirming the importance of social capital that, 

I had good references. I felt like I had made good relationships with previous 

administrators. But sure I think that having a strong social capital is helpful especially 

when you're talking administrator positions in our district. You know there may be five or 

six a year that comes open. That's not very many.  

Mia expressed that mentorship and administrative support helped her in securing an AP 

position by providing experiences that she was able to connect to during the interview and that 

showcased her abilities as a leader.  

It's more of the mentorship was within my school within the administrators that I worked 

at the elementary level. I had incredibly supportive administrators who provided me with 

a whole wide variety of practical experiences.  

 When asked if they believed developing social capital is a best practice that aspiring 

candidates should pursue building through network opportunities, taking on district initiatives to 

bring awareness to their skill set, and having collaborative partnerships, the completers all 

agreed. Julian elaborated further on the belief by clarifying: 

I don't know definitively, but I do think that it helps a candidate's value, so to speak, 

because if folks can vouch for you and your work ethic and if your work experience is 

varied and you can you know work with different groups of people and different types of 

student and you know all of those things combined and then you have people in high 

places who can say yes he or she is really ready for this, that I've watched them, I've 
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helped them, I've mentored them- I definitely think that social capital can and maybe it 

should play a role”.  

In general, the completers within this pathway felt positive that their professional 

credentials coupled with the positive relationships, or social capital, with established 

administrators in the district was helpful in the process of them securing an AP position. 

The interview participants within pathway 2 had a clear understanding of the path and 

opportunities to achieve securing an AP position in their school district.  In addition, they were 

never discouraged despite multiple rejections in pursuing an AP position.  Finally, all of the 

participants attributed their positive relationships with school and district leaders to have helped 

them build their good reputation in the district to secure an AP position.  

Graduates Who Have Not Secured an AP Position 
 

The coding revealed that there are three themes found between the two participants in this 

career pathway.  First, both of them seem not have received a clear guidance as to how to secure 

an AP position.  Second, both of them felt discouraged after experiencing multiple rejections and 

started to have some doubt in the process. Finally, they did not have positive relationships with 

school or district leaders who could have potentially helped them secure an AP position.  

Received No Clear Guidance as to How to Secure an AP Position 

 The interviews revealed that both program completers were somewhat confused about 

the process or concerned about the lack of transparency.  This seems to have resulted from a lack 

of feedback or no clear guidance on how to secure an AP position provided by their districts. 

Guidance includes: directions on what the participant should pursue or complete to increase the 

probability of securing a position, such as participating in school or district initiatives to exhibit 

leadership skills to a larger audience, including more detailed descriptors on how the participant 
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has exhibited the leadership standards, or other suggestions that could impact their selection for 

an AP position. 

Candace felt that the lack of transparency on how candidates are selected for placement at 

a school added to the confusion on what steps she needed to take moving forward to increase the 

probability that she would be selected over candidates who had been in the same situation as her 

for many years. 

Some people are in this pool for three years and then they interview again and they get 

back in the pool for another three years and they may be in the pool for three, six, nine 

years, however many years and they may never get selected to be an assistant principal 

whereas some people are not in the pool at all and they become an assistant principal, so 

it's really no rhyme or reason as to how people are selected.  

 Candace further explained what she experienced with the application and interview 

process, expressing her frustration over lack of clarify of the process and feedback.   

It's not made clear on the website where you apply. So basically I guess the people that 

have the most leadership experience will be the ones that are selected for or at least get 

the highest score based off their dimensions. They will be selected to be interviewed. But 

it's not written in stone. It's just kind of you know it's just basically based off of what you 

hear from other people. After the interview you just get a handshake and you leave. You 

don't get any feedback. You don't know anything. You don't know what questions you 

can improve on. You don't know what your score was. You don't know any of that.  

Robyn also affirmed that his district had a similar issue when it came to providing feedback and 

transparency on what the rubric or decision process for selecting a candidate for placement was. 
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I didn't get any feedback from them. It's more or less just kind of an email that says sorry 

but continue to apply.  

 The lack of guidance or feedback on what to improve on from either their applications or 

interviews left the completers feeling apprehensive on how to improve the probability of finally 

securing an AP position. Without guidance or support, the completers became more discouraged 

and doubtful about their prospects of securing an AP position.  

Discouraged After Many Rejections with Doubt About the Process 

  Another qualitative finding that became quite evident in the completers’ explanation of 

being frustrated with the process and lack of guidance on what steps they needed to take to 

secure an AP position, was feelings of discouragement and doubt about the process moving 

forward. Candace expressed her perception of why she feels so discouraged and doubtful about 

the process. 

I think mainly because the process is so secretive that I don't know how to make 

improvements. Like I don't know- I didn't get any feedback so I don't know what I did 

well or what I need to improve on. So it's just, so I can keep using the word, is a mystery 

but that's part of it. It's kind of like I'm trying to become better at something when I don't 

know what the requirements are; what they're looking for.  

Robyn also expressed his frustration over the interview process and selection criteria 

which he felt were not truly designed to measure his quality or abilities as a potential AP. 

I don't know enough about it but from an outsider looking in and maybe it's frustration on 

my end from not having been selected for the positions that I was interviewed for. I think 

too much weight is put so few questions. And not enough is actually put on you know 

actual experiences and actual results from you know projects that I've led before. 
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Robyn further elaborated on an interview he could vividly remember which seems to have 

contributed to his feeling of discouragement and doubt with the process.   

In one case and it's only because I know and I remember the question vividly, it was how 

I resolved the issue in the way I answered the question that didn't score enough points 

that literally gotten me out of contention for a finalist job, so it was just how I answered 

one question. And it wasn't even incorrect, it just wasn't in the best format I could have 

answered it. So I think too much is placed on just one interview.  

 Interestingly, in discussing their discouragement and doubt with the process, neither 

completer in this pathway indicated that they were giving up their pursuit to become an AP. 

Based on the quantitative and qualitative data, it is evident that despite feelings of 

discouragement, the completers in this pathway continued to pursue opportunities to apply for an 

AP position. Currently, both are in their district’s AP pool so they no longer have to apply, 

however, there is no indication when or if they would be selected out of the AP pool.  

Lack of Relationships That Could Lead to an AP Position 

 In contrast to the completers in the pathway of graduates who secured an AP position, a 

finding amongst this pathway was that a lack of positive relationships with school or district 

leaders that could potentially lead to an AP position. Similar to pathway 2, relationships are 

inclusive of personal or professional connections the participants have (i.e. social capital).  Three 

APs viewed social capital as a benefit, while the completers in this pathway viewed it as a 

hindrance. For example, Candace explained 

I felt like, and I think this is how a lot of people feel that are in it, in this district, basically 

feel like you have to know somebody and if you don't know and not just anybody-you 

have to know to the right people, the power people and if you don't then it doesn't matter 
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how good you are you're not going to get an interview and you're definitely not going to 

become an administrator or any be it any type of leadership role in this district. It’s 

definitely who you know in this district.  

Candace felt it was important to establish who the “right people” were. It was not enough just to 

collaborate with acquaintances that are in education in some capacity, but it was important for 

those acquaintances to be affiliated with people or actually be the person who had either an 

influence on the AP process or could provide relevant guidance to what needed to be done. 

So it's like if one of the power players was friends with a principal or friends with 

somebody else that knew you know somebody that had aspirations to be an assistant 

principal, that person would probably move up faster, as opposed to me, I knew my 

principal but outside of that I really didn't know a lot of people and I wasn't really 

rubbing elbows with you know the power people.  

 Remarkably, the completers did not see anything wrong with the use of social capital; 

they only viewed it as a hindrance due to the lack of opportunities to build their own social 

capital. Both candidates did not mention any positive relationships they could rely on in seeking 

guidance as to how to secure an AP position. It is difficult to know and explain the differences 

between the completers in pathways 2 and 3 regarding how they succeeded or failed in 

developing the social capital.  Regardless, all of them felt that positive relationships to be 

important for securing an AP position.  

 In summary, the interview participants in pathway 3 revealed that they did not received 

clear guidance as to how to secure an AP position. The lack of transparency in what they needed 

to improve within their interview was a source of frustration amongst the participants. Second, 

both of them felt discouraged after experiencing multiple rejections and started to have some 
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doubt in the process. Finally, they did not have positive relationships with school or district 

leaders who could have potentially helped them secure an AP position.  

Conclusion 

 The quantitative and qualitative results revealed some important findings in regards to the 

career pathways of program completers, impactful factors of why some chose not to apply, and 

the experiences of those who applied and were either successful or unsuccessful in securing an 

AP position. Three pathways of the program completers were identified: 1) Graduates who chose 

not to apply; 2) Graduates who secured an AP position; and 3) Graduates who have not secured 

an AP position. Quantitatively, none of the background or demographic characteristics of the 

completers had a statistically significant association with either pathway.  

The most impactful factors that contributed to completers choosing not to apply for an 

AP position were: 1) Less time at home with family members (2.0); 2) Difficulty maintaining 

work-life balance (2.0); and 3) Less personal time (1.8). The top 3 reason identified through the 

survey align with the major finding that work-life balance was one of the impactful reasons 

candidates choose not to apply. The qualitative results of the completers within the pathway of 

graduates who chose not to apply revealed two reasons: (1) family priority, and (2) the reality of 

the leadership position.   

The experiences in searching and securing an AP position were addressed qualitatively. 

The graduates who secured an AP position provided a different perspective of what their 

experiences entailed, but there were commonalities found that contributed to their success in 

securing an AP position. Those commonalities were:  Clear goals and an understanding of the 

path and opportunities to achieve securing an AP position, lack of discouragement through the 

process, and positive relationships with school and district leaders to build their reputation. The 
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graduates who have not secured an AP position, had the mirror opposite of the graduates who 

had secured an AP position. The commonalities found between the participants in this career 

pathway were: not receiving clear guidance on how to secure an AP position, discouragement 

with the hiring process, and lack of relationships with school and district leaders that could lead 

to securing an AP position. It can be inferred by the qualitative data that the presence or lack of 

presence of social capital factors into the other two themes. The presence of social capital 

allowed those participants to receive guidance and feedback through their relationships, which 

allowed them to retain a positive perspective on securing an AP position. In retrospect, the lack 

of social capital with pathway 3 compounded the feelings of doubt and discouragement due to 

the lack of guidance and feedback they could have received from established relationships.  
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CHAPTER 5 

DISCUSSION 

 
Introduction 

This sequential mixed methods study examined the career decisions and experiences of 

graduates of the EDA program at Florida State University regarding their pursuit of a leadership 

position for the purpose of informing the prospective and current students and graduates as well 

as the program faculty.   In the quantitative phase, I analyzed the results of the online Qualtrics 

survey to explore the first and second research questions, “What are the career pathways of 

FSU’s Educational Leadership and Administration (EDA) program completers to school 

administrative positions?” and “What explains some of the program completers’ decision not to 

apply for an AP or a principal position?” The qualitative phase involved semi-structured 

interviews with three groups: (1) respondents who have not applied for an AP or principal 

position; (2) respondents who have applied and have secured a position; and (3) respondents who 

applied, but have not secured a position to address the second and third research questions 

(“What are experiences of program completers in searching and securing an AP or a principal 

position?). This chapter will summarize the findings for each of the three pathways of graduates, 

interpret the findings based on the previous literature, identify study limitations, and offer 

recommendations for program graduates and program faculty.  

Three Career Pathways and Characteristics of Graduates 

 The survey revealed the three distinct pathways of the participants: 46% of the 

participants (17 graduates) were graduates who have never applied for an AP position; 32% of 

the participants (12 graduates) were graduates who secured an AP position; and 22% of the 

participants (8 graduates) were graduates who applied but not yet secured an AP position.  
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As discussed in Chapter 2, previous research on school leaders’ career pathways focused 

on the retention and attrition of school leaders after they secured a position, and a limited number 

of studies are available for the career pathways of leadership program completers who are 

certified to take on a school leadership position (Davis, Gooden, & Bowers, 2017; DeAngelis & 

O’Connor, 2012; McGough, 2003; Stevenson, 2006).  To clarify, what is not known through 

established literature is what career actions participants have taken after program completion 

(e.g., completing additional training, taking on another leadership position outside school) and 

what decision-making processes they went through to apply or not to apply for a school 

leadership position.  The overarching result of the analyses show that about half of the 

participants in the survey indicated that had not applied for an AP position two years after 

completing the EDA program at Florida State University on average although the time lapse 

since graduation ranged from .33 to 5.33 years.   Among the program completers who applied 

(53% or 19 graduates), majority have successfully secured an AP position.   

 In regards to time lapse since graduation, the studies in chapter 2 found that it normally 

takes at least 4-6 years for most certificate completers to secure an AP or a principal position 

(Bastian & Henry, 2015; Davis, Gooden, & Bowers, 2017; DeAngelis & O’Connor, 2012; 

Fuller, Hollingworth, & An, 2016).  These studies show that earning a leadership certificate does 

not always lead to an AP or a principal position within a few years. Indeed, it takes a minimum 

of 4-6 years on average, and many candidates are never offered an AP or a principal position 

after many years. Not all candidates have an equal success rate, although the findings on the 

individual factors associated with securing a leadership position are inconclusive.  The findings 

from this study, although from a smaller sample, showed that completers who were successful in 

securing an AP position had a timeframe range of 1.33-6.00 from the time of graduation, which 
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aligns with the high end range (6 years) that the literature identified. The studies found a 

variation of success rates based on the number of years it took to secure a position. For instance, 

Fuller et al. (2016) found that only half (50%) of the program completers obtained placement as 

an AP or a principal after 5 years of program completion and being certified, while after 10 years 

the success rate increased to 70%; Davis et al. (2017) found that only 25% of them secured a 

principal position by the end of the 6th year. This study was limited in comparison to Fuller et al. 

(2016) and Davis et al. (2017) studies by the small sample size and the inability to gather data 

from graduates of the EDA program who completed before fall 2012 due to lack of 

administrative data; however, the success rate, success being measured by the number of 

participants who were at least offered an AP position, of the participants of this study was 32%.  

Several tests were conducted through SPSS to determine the statistical significant 

differences in, time lapse since graduation, interviews, the number of applications completed for 

an AP position, mean age, ethnic minority and gender by pathway (graduates who never applied 

for an AP position, graduates who secured an AP position, and graduates who applied but not yet 

secured an AP position) variables. However, none of these demographic characteristics and job 

search-related factors were significantly associated with the three career pathways.  

Table 4-4 displayed the data gathered from the survey and analyzed through SPSS to 

determine the statistical significance in the time lapse since graduation, the number of times the 

participants applied for an AP position, and the number of interviews conducted for an AP 

position. Based on the data, there was no statistically significant difference by those variables 

with the career pathways.  

There were also no statistically significant differences by program completers’ age, 

ethnicity, and gender. Previous studies reported mixed findings on the relationship between these 
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demographic characteristics and success rate for securing a leadership position (Bastian & 

Henry, 2015; Davis, Gooden, & Bowers, 2017; DeAngelis & O’Connor, 2012; Fuller, 

Hollingworth, & An, 2016). This means that there are other important factors that differentiate 

the career decision (whether or not to apply) and career outcome (secured a leadership position 

or not).  In the following sections, I will discuss these factors based on more detailed survey and 

interview data separately for each of the three career pathways.  

Graduates Who Never Applied for an AP Position 

The previous studies from chapter 2 (Cusick, 2003; Howley et al., 2005; Hancock et al., 

2006; Cranston, 2007) that examined leadership program completers’ reasons for not applying 

for an AP or principal positions identified four major reasons: increased responsibilities, 

accountability pressures, distance from students and peer teachers, and work-life balance. The 

analyses of the survey from this study revealed that the top 3 reasons identified across all 

participants for not applying for an assistant principal position were: 1) Less time at home with 

family members (2.0); 2) Difficulty maintaining work-life balance (2.0); and 3) Less personal 

time (1.8). The top 3 reason identified through the survey align with the major finding that work-

life balance was one of the impactful reasons candidates choose not to apply.  The reasons 

associated with accountability pressures and increased responsibilities received a relatively 

higher rating ranging from 1.5 to 1.7. Factors associated with distance from teaching and peers 

were not identified as a main reason unlike what the literature identified.  It is important to note 

that the factors within the survey were identified as reasons only to a small extent, which 

indicates that there are other important reasons that the survey did not capture. 

Additional data was gathered through semi-structured interviews with participants who 

provided more insight to their career pathway experiences and decisions. The insight that Lane, 
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Shelby, and Quentin provided through the semi-structured interview provided a holistic 

perspective to the information provided in the quantitative phase of the study. 

  Cranston’s (2007) study found that the participants identified that too many demands are 

placed on principals’ time and that the educational system sets specific responsibilities/roles for 

principals that must be fulfilled as priorities as examples of a disincentive to applying for an AP 

position. Although the participants did not directly state that too many demands was a reason, 

their qualitative explanation of an indifference to administrative expectation seem to align to too 

many demands. For example, Quentin described the stress they observed administrators to be 

under with accreditation issues from the state increased the stress of the administrators time 

expected to be spent at school and the amount of work expected of them to do to hold on to the 

accreditation.  

Finally, Howley et al (2005) and Cranston (2007) found that work-life balance was an 

additional disincentive to pursuing positions as an AP or principal. The participants within this 

pathway description of distance from family and considering family balance in applying or 

moving into a different district to apply for an AP position was a top factor in their decision to 

not apply for a position, which supports the research findings of Howley et al (2005) and 

Cranston (2007).  

Graduates Who Secured an AP Position 

 The next two sections of career pathway participants will answer the third research 

question of “What are experiences of program completers in searching and securing an AP 

position?” Jordan, Harper, Mia, and Julian provided various perspectives and experiences, but 

there were common themes that seem to have contributed to their success in securing an AP 

position. These themes are  (1) Clear understanding of the path to achieve a leadership position, 
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(2) Never discouraged despite multiple rejections and (3) Positive relationship with school 

leaders and district leaders to build their reputation.  

 Schlueter and Walker (2008) study found that taking a structured and thoughtful 

approach could increase a district’s chances of hiring quality administrators in lieu of engaging 

in haphazard processes. It is important to note that the various districts represented by the 

participants have diverse contexts- some of the districts are considered very large districts, while 

others are between medium and small. The differences in the districts’ context could impact 

whether or not politics are factored into the subjectivity of the AP hiring process (i.e. elected 

superintendents and school board appointed superintendents).   It seems that the participants 

benefited from the structured and transparent processes of applying and securing an AP position 

provided by their districts. 

The survey showed that almost all participants (92%) within this pathway had a clear 

aspiration of going into a school-based administration (AP or principal) upon entering and 

completing the EDA program at FSU. With a clear goal in mind, each participant was able to 

thoroughly describe their districts hiring process, which mainly included the expectation of 

completing a district program after completing the EDA program, qualifying for their district’s 

application process either through a formal interview process or through a written artifact to 

showcase their competency in the Florida Principal Leadership Standards, having access granted 

to apply for available positions or an AP pool, process and criteria for being selected for an 

interview for an available AP position, and finally being selected for an AP position. In addition, 

despite multiple rejections they experienced in the past in their process for securing an AP 

position, none of them were discouraged by the process, probably due to their clear 
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understanding of the process and feedback and support they received from their school and 

district administrators.   

DeAngelis and O’Connor (2012) study found that that the candidates who are motivated 

to make a difference in improving student learning and teaching and who are encouraged to 

apply by others were more likely to secure a job offer. They raised the importance of providing 

support and encouragement throughout the transition process. The participants in this pathway 

attributed their success in securing an AP position was due to the relationships they had 

established with school and district leaders who helped build their reputation. Research from The 

Institute for Communication Management and Leadership (2012) support that employers 

generally rely on subjective criteria when evaluating a candidate for a position. An impressive 

resume, a striking personality, and favorable personality test results often become the deciding 

factors in a hiring process. When asked, participants agreed that establishing some form of social 

capital or positive relationships with influential leaders is a good practice for those aspiring to 

secure an AP position. It can be inferred that having these positive relationships and 

encouragement also contribute to a positive reflection on the process despite multiple application 

and interviews that were not successful immediately after completing the EDA program. 

Graduates Who Applied but not Yet Secured an AP Position 

 An analysis of interview data coding revealed that three themes that differentiated the 

program completers who successfully secured an AP position and those who applied but not yet 

secured an AP position.  These themes (1) received no clear guidance as to how to secure an AP 

position, (2) discourage after many rejections with doubt about the process, and (3) lack of 

relationships that could lead to an AP position.  
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 Similar to the participants who had secured an AP position, the data showed that 100% of 

participants in this pathway had clear aspirations of going into school-based administration upon 

entering and completing the EDA program at Florida State University. Based on the non-

significant relationship that participants in this pathway submitted as many applications and 

received as many interviews as the participants in pathway 2 who eventually secured an AP 

position, it is still unclear if other extenuating factors that were not measured in this study may 

have impacted the participants not securing an AP position.  

During the interview, the participants revealed that they received no clear guidance on 

how to secure an AP position. After completing the application and interview process, they 

reported not receiving feedback on what they needed to improve in order to secure a position or 

what the rubric would be for them to be selected for a future position, which aligns with the 

research of Schluester and Walker (2014) who found that 46% of districts did not have a 

structured or set criteria for selection of their administrators. Doyle and Locke (2014) also 

acknowledged that even in the face of a high need to recruit high quality leaders, little is known 

about how districts go about identifying talent, enlisting the best candidates, and matching their 

skills to the needs of specific schools. With limited guidance regarding how they can improve, 

these candidates felt discouraged after multiple rejections and expressed frustration regarding a 

lack of transparency or limitation in the selection process.  

In contrast to the candidates in the pathway of securing an AP position, the candidates 

who have not yet secured an AP position reported that they do not have relationships with school 

and district leaders that could lead to securing an AP position. Rather than using specific criteria, 

studies have found that districts rely on a feel of “fit” in determining which candidates to choose 

for positions (Baitzell & Dentier, 1983; Baron, 1990; Wendel & Breed, 1988).  If indeed some of 
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the participants’ districts rely on a “feel” or “fit,” such subjective judgement may be influenced 

by the validation of the relationships with established school or district leaders on vetting the 

qualification or effectiveness of candidates. Participants in this pathway feel that the lack of 

those established relationships or the lack of interview criteria that puts more weight on the 

actual experiences and results of applicants is a hindrance to them securing an AP position.   

In summary, interviews revealed major differences in the perceptions and experiences of 

the program completers who successfully secured an AP position and who have not yet secured a 

position even though these program completers were equally committed to pursuing their career 

aspiration and have spent comparable amounts of time and effort searching for an AP position. 

Further research would have to be completed to explore if other factors, other than what were 

indicated in the survey or discussed during the interviews, contributed to the lack of success in 

securing an AP position (i.e. interview skills, historical teacher evaluation scores, etc.).  

Study Limitations and Future Research Agenda 

It is important to identify the study limitations of this study and discuss the future 

research agenda. First, there was a small number of survey participants and interview 

participants; therefore, findings are not generalizable to the population of the FSU EDA program 

completers. While there was strong outreach to the EDA completers, issues with current contact 

information for the 150 program completers invited to participate in the study was so impactful 

that the response rate was 25%.  The sample size also affected the representation of the 

participants, which causes an inability to gain access to a demographic scope of participants. For 

instance, in the study there were 76% of females and 31% of ethnic minorities, which is not a 

comparable representation to the population of the FSU EDA program completers. Future studies 

need to analyze data from a larger sample.   
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Second, the study participants did not include completers who graduated more than 6 

years ago. Focus on completers who spend only up to 6 years is limited considering that previous 

literature (Bastian & Henry, 2015; Davis, Gooden, & Bowers, 2017; DeAngelis & O’Connor, 

2012; Fuller, Hollingworth, & An, 2016) states it takes at lest 4-6 years on average to secure a 

leadership position. Future studies should examine the career pathways of program completers 

who have graduated at least 10 years prior to the study.  

Third, the study did not examine the districts’ hiring process, so it is not clear to what 

extent the study participants’ experience and perceptions are directly influenced by the quality of 

the hiring process. Future studies should interview district leaders involved in the AP hiring 

process to understand the district hiring process and criteria. Including the examination of the 

district hiring process could also provide more depth of knowledge regarding the district’s labor 

market situation including the supply and demand for AP position. The labor market data will 

offer important insight into whether and how the success rate of completers are impacted by the 

degree of imbalance between supply and demand.  

Recommendations for Program Graduates 

This study revealed through the experiences of program completers that the district hiring 

process and criteria vary significantly across the districts.  Understanding the complexity of AP 

hiring processes in the district of interest would inform the program graduates on how to prepare 

their applications and what they should expect regarding the success rate and timeframe for 

securing a school leadership position.  The research studies consistently showed that it takes 

many years for candidates to secure a leadership position after they completed a leadership 

program and earned a leadership certification.  Therefore it is important for program completers 

to set a realistic expectation regarding the timeline so that they do not feel discouraged by 
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multiple rejections.  The program completers need to know that all candidates experience 

multiple rejections, and those who eventually secured an AP position did not feel discouraged by 

these rejections and learned from the experience.    

The study yielded findings from the participants in pathways 2 and 3 concerning the 

importance of developing positive relationships with school and district leaders to build the 

completers reputation, which could lead to an AP position. Based on these findings, I 

recommend that program completers develop positive relationships with school and district 

leaders by researching opportunities within their district of interest on participating in school and 

district initiatives or obtaining a educational mentor within the district to build positive 

relationship that encourages them to remain positive and resilient through the application 

process.  

Recommendations for Program Faculty 

In order to enhance dynamic, high-performing leaders for the renewal and improvement 

of schools and school systems as stated in the mission of the EDA program (Educational 

Leadership and Policy Studies, 2017), it is important for the program faculty to address the issue 

of AP hiring and selection process as part of the core coursework.  The challenge is a major 

variation across districts in their hiring and selection process, and there is no standard process 

that the faculty can communicate to the students. The program enrolls students from more than 

30 different districts. However, it may be beneficial to have EDA students to examine the hiring 

process in their own districts as part of course assignments in relevant courses. In addition, 

asking about the areas of support needed regarding job search process in the annual alumni 

surveys may be beneficial for understanding the needs (e.g., interview assistance, resume 

building, social networking) and providing necessary support when possible.   
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Another recommendation would be to establish a realistic perspective of what to expect 

once students complete the EDA program to offset a lot of anxiety and rash career decision-

making.  The program may consider expanding the resiliency section in the Practicum course to 

include resiliency regarding job search process to prepare students when they receive multiple 

rejections. Regarding the importance of learning about the reality of multiple rejections, a study 

participant, Mia stated: 

Absolutely. I think it's an important aspect of it in understanding the global issue of why 

it's done and that it's not personal. And what you really just can't carry that with you. 

Because if it's beyond your control if you're going to be frustrated by it then this might 

not be what you want to get into because there's going to be a lot more frustrating things 

coming your way.  

 Expanding the resiliency section in the Practicum course can provide an opportunity for 

the participants to learn about the realities of the job search process after completing the program 

and for the participants to identify the differences in the hiring process between the districts, 

either their current district or a district they plan to relocate to, they are selecting. 

Conclusion 
 

 This sequential mixed methods study examined the career pathways of graduates of the 

Educational Leadership and Administration (EDA) program offered by Florida State University 

for students with leadership aspirations. The quantitative phase of the study measured the career 

pathways and factors impacting the career decisions of program completers, while the qualitative 

phase explored both the reasons for not seeking a leadership position and the experiences with 

job search processes.  The three research questions, which framed the basis of the study, were: 
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1. What are the career pathways of FSU’s Educational Leadership and Administration 

(EDA) program completers?  

2.  What explains some of the program completers’ decision not to apply for an AP or 

a principal position?   

3.  What are experiences of program completers in searching and securing an AP or a 

principal position? 

The study revealed three career pathways of FSU’s EDA program completers (RQ1). The 

first pathway being completers who chose not to apply for an AP position; the second pathway 

are completer who applied and secured an AP position; and the third pathway are completers 

who applied but had not yet secured an AP position.  

Quantitative data identified that the most impactful factors explaining why some of the 

program completers decided not to apply for an AP position (RQ2) were 1) Less time at home 

with family members; 2) Difficulty maintaining work-life balance; and 3) Less personal time. 

The top 3 reason identified through the survey align with the major finding that work-life 

balance was one of the impactful reasons candidates choose not to apply.   

The study explored the experiences of the two pathways of completers who chose to 

apply for an AP position- those who were able to secure an AP position and those who had not 

yet secured an AP position. The experiences of those who secured an AP position included 

having clear goals and an understanding of the path and opportunities to achieve securing an AP 

position, lack of discouragement through the process, and positive relationships with school and 

district leaders to build their reputation. The experiences of those who had not yet secured an AP 

position included not receiving clear guidance on how to secure an AP position, discouragement 
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with the hiring process, and lack of relationships with school and district leaders that could lead 

to securing an AP position. 

The results of this study have important implications for program completers and 

program faculty. It is imperative for program completers to set a realistic expectation regarding 

the timeline so that they do not feel discouraged by multiple rejections.  The program completers 

need to know that all candidates experience multiple rejections, and those who eventually 

secured an AP position did not feel discouraged by these rejections and learned from the 

experience. The program completers also must develop positive relationships with school and 

district leaders by researching opportunities within their district of interest . In addition, program 

faculty should consider how to address the issue of AP hiring and selection processes as part of 

the core coursework in the EDA program.  

In summary, this study supported the importance of understanding the career decisions 

and job searching experiences of program completers to secure a school leadership position and 

to provide necessary support.  Future research should build on this study by analyzing data from 

a larger sample; examine the career pathways of program completers who have graduated at least 

10 years prior to the study; and interview district leaders involved in the AP hiring process to 

understand the district hiring process and criteria.  
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APPENDIX A 
 

IRB APPROVAL LETTER 
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APPENDIX B 
 

IRB MEMORANDUM OF EXEMPTION 
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APPENDIX C 

 
RESEARCH STUDY INTRODUCTION AND INVITATION 

 
Dear FSU EDA Alumni,  
My name is Erin Sampson and I am a doctoral candidate in the FSU EDA Program.  
My research, “The Career Pathways to School Leadership: A Case of Florida State University 
Educational Leadership Program Completers,” examines the career decisions and experiences of 
the program completers in seeking and securing an assistant principal (AP) or a principal 
position.  
The findings from the study will be useful for the future program graduates as well as FSU EDA 
program faculty to understand their graduates’ career decisions and job searching experiences to 
secure a school leadership position and to provide necessary support.  
As program completers of the EDA program, you are invited to participate in an online survey 
called Career Pathways into Leadership Survey. The survey takes about 10-15 minutes to 
complete. Your participation in this study is voluntary and your responses will be kept strictly 
confidential.  
You will receive a Qualtrics Survey link on September 24 (Mon).  
If you would like to be excluded from the survey, please email me no later than next Tuesday 
(9/18).  
  
Thank you for your participation in this important study! 
 
Please let me know if you have any questions.  
  
Sincerely,  
Erin M. Sampson  
Doctoral Candidate  
Dept. of Educational Leadership & Policy Studies  
Florida State University 
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APPENDIX D 
 

RESEARCH INTERVIEW INVITATION 
 

Good Morning __________________: 
 
I am writing to invite you to participate in an interview on the career pathways of program completers of the 
Educational Leadership and Administration (EDA) program at Florida State University (FSU) into school leadership 
positions. The purpose of this interview is to better understand your career decisions and experiences you have had 
in seeking and securing an assistant principal (AP) or principal positions after completing the EDA program at FSU. 
The interview will take about 1 hour and your responses will be kept confidential to the extent allowed by law. 
There will never be any identifiable information about you disclosed in this research process.  
During the interview, I will ask you about the following information: 1) Current position and responsibilities 2) 
Your career plans when you started and completed the EDA program 3) Your experience in searching or choosing 
not to search for an AP or principal position 5) Your perception of the hiring processes you have encountered within 
or outside of your district 6) Your future career plans 7) Additional learning opportunities you have pursued in 
preparation for becoming an AP or principal. A list of specific questions will be emailed to you prior to the 
interview.  
Your participation in this interview is voluntary. Your responses will be kept strictly confidential. If you decide to 
participate in this interview, you will receive a report summarizing the findings on the career pathways of program 
completers. Although you may not benefit directly from participating in this study, you will make a major 
contribution to the information known about the career pathways of EDA program completers. In the future, others 
may benefit because the FSU EDA program faculty will learn about factors that have impacted the experiences and 
the decisions of program completers and will develop strategies and assistance to inform and support the program 
graduates.  
For questions related to the interview purpose and procedure, please contact me through email or at phone number 
******** Alternatively, you may contact my advisor, Dr. Motoko Akiba, at makiba@fsu.edu. For questions related 
to the rights of research participants, please contact Florida State University’s Human Subjects Office at 850-644-
7900.  
If you are willing to participate in this interview, please let me know the date and time that is convenient for you. If 
you live in the Big Bend area, please let me know the location where it is convenient for you to participate in an 
interview.  If you reside outside of the Big Bend area, a telephone interview or Skype can be conducted.  
Thank you for your consideration and I look forward to hearing from you.  
 
Sincerely,  
Erin M. Sampson  
Doctoral Candidate  
Dept. of Educational Leadership & Policy Studies  
Florida State University 

 
 
 
 

  

mailto:makiba@fsu.edu
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APPENDIX E 
 

INTERVIEW CONSENT 
 

Dear FSU EDA Alumni, 
 
  
Thank you for agreeing to participate in the second part of my research into “The Career Pathways to School 
Leadership: A Case of Florida State University Educational Leadership Program Completers”. The second part 
will be the semi-structured interview to get more of your perspective into the career pathway experiences 
and choices you have made after completing the EDA program at FSU. 
  
As I stated, no personal identifiable information (PII) will be included in my research, however, I must record 
and transcribe our interviews so that the data analysis will accurately reflect your perspective. I want to be 
transparent in this process, so I have a recording app called “Rev Call Recorder” which can record the 
interview and transcribe it for me. If you are more comfortable with a face to face or Skype recorded 
interview, please let me know.  
  
I am attaching an interview consent form to this email for you to fill out and email back to me (you may type 
in your name and birth date to count as an official signature). Your return of this consent form signifies that 
you understand and agree to participate in a recorded semi-structured interview and that no PII will be 
disclosed in my research. Once you email back your consent, I am available for phone interviews at any time 
during the month of February- just let me know the date and time that is convenient for you and the phone 
number you would like me to call for the interview. Once again, if you prefer Skype or in person, please let me 
know. 
  
Thank you again for your consideration and I look forward to hearing from you. 
  
  
Sincerely, 
  
Erin M. Sampson 
Doctoral Candidate 
Dept. of Educational Leadership& Policy Studies 
Florida State University 
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APPENDIX F 
 

CAREER PATHWAYS TO SCHOOL LEADERSHIP SURVEY 
 

The purpose of this survey is to understand the career pathways of the completers of the 
Educational Leadership and Administration (EDA) program at Florida State University (FSU) 
into school leadership positions.   
 
The results from this survey will inform the subsequent interview of a small group of program 
completers to understand their experience with searching and securing an Assistant Principal 
or a Principal position.  The findings from the entire study will be useful for the current and 
future FSU EDA program graduates as well as the program faculty to understand their 
graduates’ career decisions and job searching experiences and to inform their career-related 
guidance and support for them.      
 
Between the years of 2012-2017, an estimated 150 students completed the EDA program at 
FSU. All 150 program completers are invited to participate in the survey. Your participation is 
voluntary, and if you decided to participate, your information will be kept strictly confidential.  
No individually identifiable information will be included in the final report.  The survey will 
take approximately 15- 20 minutes to complete. By completing this survey, you indicate your 
consent to participate in this research.  
 

 
Part I: Background Information 
 
Q1. What is your current position?  (E.g., elementary school teacher, middle school math teacher, 
instructional coach, assistant principal, principal) 
 

 
 
Q2. How many years in total have you taught as a full-time preK-12 school teacher?  
 

years 
 
Q3. What other position(s) did you hold before assuming the current position?  
 

 
  
Q4. In what year and semester did you enter the FSU Educational Leadership and Administration 
(EDA) program to seek a state certification in educational leadership?  
 
 [Dropdown menu with years and semesters] 
 
Q5. In what year and semester did you complete the FSU EDA program?  
 

[Dropdown menu with years and semesters] 
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Q6. What is your gender?       O  Female     O  Male        O Other 
Q7. What is your age?    

O 25 or younger 
O 26-30 years old 
O 31-35 years old 
O 36-40 years old 
O 41-45 years old 
O 46-50 years old 
O 51 or older  

 
Q8. What is your race/ethnicity?  
 

O White 
O African American 
O Latino/a 
O Asian/Asian American 
O Native American/Alaska Native 
O Mixed race 
O Other 

 
Part II: Career Pathways and Decisions 
 
Q1. Which position were you planning to pursue when you entered the EDA program at FSU?   
 

O Assistant Principal 
O Principal 
O District-level administration 
O State-level administration 
O Keep the same position 
O Other: Please explain  

 
 

O I didn’t have a plan.  
 
Q2. Which position were you planning to pursue when you completed the EDA program at FSU?   
 

O Assistant Principal 
O Principal 
O District-level administration 
O State-level administration 
O Keep the same position 
O Other: Please explain  

 
 

O I didn’t have a plan.  
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Assistant Principal Position 
 
Q3.  Have you applied for an assistant principal (AP) position?    
 

O Yes Skip to Q5 O No   
 
Q4. Do you plan to apply for an AP position in the future?   
 

O Yes Skip to Q13 O No   Skip to Q13 
 
Q5. How many applications in total have you submitted for AP positions?  If you applied for 3 
different AP positions in one year or 4 positions over 3 years, please choose 3-5.  
 

O 1-2 
O 3-4 
O 4-6 
O More than 6  
O My district accepts only one application for multiple AP positions. 

 
Q6. How soon after completing the EDA program at FSU did you first apply for an AP position? 
 

O Immediately 
O 1 year later 
O 2 years later 
O 3 years later 
O 4 years later 
O 5 years or more later 

 
Q7. Have you offered an interview for an AP position?  
 

O Yes O No   Skip to Q13 
 
Q8. How many interviews for AP positions have you received?   
 

O One 
O Two 
O Three 
O More than three  

 
Q9. Have you been offered an AP position?   
 

O Yes O No   Skip to Q13 
 
 
Q10. How many offers for AP positions have you received?  
 



85 

O One 
O Two 
O Three 
O More than three  

 
Q11. In what year did you receive your first offer as an AP?  
 
  

 
 
Q12. In what year did you start your first position as an AP?  
 

 
 
 
Principal Position 
 
Q13.  Have you applied for a principal position?    
 

O Yes  Skip to Q15 O No   
 
Q14. Do you plan to apply for a principal position in the future?  
 

O Yes  Skip to Part III  O No   Skip to Q23 
 
Q15. How many applications in total have you submitted for principal positions?  If you applied 
for 3 different principal positions in one year or 4 positions over 3 years, please choose 3-4.  
 
 

O 1-2 
O 3-4 
O 4-6 
O More than 6  
O My district accepts only one application for multiple AP positions. 

 
 
Q16. How soon after completing the EDA program at FSU did you first apply for a principal 
position? 
 

O Immediately 
O 1 year later 
O 2 years later 
O 3 years later 
O 4 years later 
O 5 years or more later 
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Q17. Have you been offered an interview for a principal position?  
 

O Yes O No   Skip to Part III 
 
Q18. How many interviews for principal positions have you received?   
 

O One 
O Two 
O Three 
O More than three  

 
Q19. Have you been offered a principal position?   
 

O Yes O No   Skip to Part III 
 
Q20. How many offers for principal positions have you received?  
 

O One 
O Two 
O Three 
O More than three  

 
Q21. In what year did you receive your first offer as a principal ?  
 

 
 
Q22. In what year did you start your first position as a principal? [Skip to Part III] 
 

 
 
Q23. Please indicate to what extent the following reasons apply to you for your decision not to 
apply to an AP or a principal position in the past?    
 
  Not at 

all 
To small 

extent 
To medium 

extent 
To large 
extent 

a. It’s too early for me to apply.  O O O O 
b. I am not sure about which position to pursue.  O O O O 
c. Excessive responsibilities for local, state, and federal mandates O O O O 
d. Increased workload and commitment O O O O 
e. Expectation to spend more time in the building O O O O 
f. Pressures from standardized tests O O O O 
g.  Accountability for societal conditions beyond an educator’s 

control 
O O O O 

h. Potential conflict with teachers’ unions O O O O 
i. Potential litigation O O O O 
j. Stress associated with leaving a peer group of teachers O O O O 
k. Distance from students by leaving a classroom O O O O 
l. Isolation/alienation from staff O O O O 
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m. Less time at home with family members O O O O 
n. Less personal time O O O O 
o. Difficulty of maintaining work-life balance O O O O 

 
Q24. Please explain if there are other reasons for not applying for an AP or a principal position.   
 
 
 
 

 
Part III Learning Opportunities 
 
Q1. Have you participated in any workshop, seminar, or preparation program for an AP or a 
principal position since completing the EDA program at FSU?  
 

O Yes O No   Skip to End of Survey 
 
Q2. Please list the name, brief content, and duration of the professional development 
opportunities you have participated following the example.  
 
Example 

Name Content Duration 
Leadership Academy Overview of AP responsibilities with a series of 

seminars and workshops 
2 weeks 

Data workshop Workshop for learning how to read and analyze 
student assessment data to inform instructional 
leadership decisions and actions 

2 hours 

Aspiring Principal 
Program 

Monthly job-embedded learning opportunities for 
APs or teacher leaders through mentorship, 
reflection, and problem-solving.  

2 years 

 
Name Content Duration 
   
   
   

 
Q3. Have you sought any mentorship or guidance regarding how to secure an AP or a  
principal position?  
 

O Yes O No   
 
This is the end of the survey. Thank you for your participation! 
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APPENDIX G 
 

CAREER PATHWAYS TO SCHOOL LEADERSHIP 
INTERVIEW PROTOCOL 

 
PART 1 
 
Instructions 
 
Good morning (afternoon). My name is Erin Sampson. Thank you for agreeing to participate in 
the interview portion of my research into the career pathways to school leadership. The first 
portion of the case study was the survey you completed, in which I asked questions about your 
background, professional decisions, and career pathways upon entering the EDA program at 
FSU and after completing the program.  The purpose is to understand your career decision and 
experiences you have had in seeking and securing an assistant principal (AP) or principal 
position.  
 
Recording Instructions 
 
With your consent, I will be recording this interview. The purpose of the recording is to properly 
capture all the details of the conversation while engaging in the interview with you. I assure you 
that all of your comments will remain strictly confidential. The report I will compile based on the 
analysis of  the interviews will not contain individualized references to any of the participants.  
 
 
PART II 
 
Interview Questions for Group 1: Did not apply for AP or principal positions 
 
Q1: Could you tell me about your current position and responsibilities?  How many years have 
you assumed this position?  
 
Q2: I understand that you entered the EDA program in [Year]. Why did you choose to enter the 
EDA program at FSU? 
 
Q3: What was your career plan when you started the program?   
 
Q4: After completing the EDA program at FSU, had your career plan changed? If so, please 
explain. 
 
Q5: Have you considered applying for an AP or a principal position? Do you know your 
district’s hiring process for AP/principal positions? Please explain.  
 
Q6: What are the reason(s) you have not yet applied for an AP or principal position at this point? 
Has the district hiring process had an impact on your decision not to apply for an AP or principal 
position? 
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[Follow-up questions exploring each reason.]  
 
Q7: You reported in the survey that you participated in [a list of learning opportunities] to 
prepare for applying for an AP or a principal position.  Please tell me more about this.  What did 
you learn from this?    
  
Q8: You reported in the survey you sought a mentorship or guidance regarding secure an AP or a 
principal position.  Could you tell me more about this?  What did you learn from this experience?  
  
 
Interview Questions for Group 2: Applied for an AP or principal positions, but was not 
hired. 
 
Q1: Could you tell me about your current position and responsibilities?  How many years have 
you assumed this position?  
 
Q2: I understand that you entered the EDA program in [Year]. Why did you choose to enter the 
EDA program at FSU? 
 
Q3: What was your career plan when you started the program?   
 
Q4: After completing the EDA program at FSU, had your career plan changed? If so, please 
explain. 
 
Q5: I understand from your survey that you have applied for an AP/principal position. What 
were your experiences in searching for an AP or a principal position?   What did you learn from 
this process?   
 
Q6: What do you think about the hiring process of the district you applied to?  Were the criteria 
for selection clear to you?  If so, what were the criteria?  If not, please explain.   
 
Q7: Have you applied for AP/principal positions outside of your district? If so, was the hiring 
process outside of your district different from your district’s process?  How so?   
Q8. Do you plan to continue searching for an AP or a principal position? If so, when do you 
hope you will be able to secure a position?  If not, please explain why you decided not to 
continue to search for a position.   
 
Q7: You reported in the survey that you participated in [a list of learning opportunities] to 
prepare for applying for an AP or a principal position.  Please tell me more about this.  What did 
you learn from this?    
  
Q8: You reported in the survey you sought a mentorship or guidance regarding secure an AP or a 
principal position.  Could you tell me more about this?  What did you learn from this experience?  
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Interview Questions for Group 3: Applied for an AP or principal position and was hired 
 
Q1: Could you tell me about your current position and responsibilities?  How many years have 
you assumed this position?  
 
Q2: I understand that you entered the EDA program in [Year]. Why did you choose to enter the 
EDA program at FSU? 
 
Q3: What was your career plan when you started the program?   
 
Q4: After completing the EDA program at FSU, had your career plan changed? If so, please 
explain. 
 
Q5: I understand from your survey that you obtained an AP/principal position in [year]. What 
were your experiences in searching for an AP or a principal position?   What did you learn from 
this process?   
 
Q6: What is your experience with the district’s hiring process?  Were the criteria for selection 
clear to you?  If so, what were the criteria?  If not, please explain.   
 
Q7: Have you applied for AP/principal positions outside of your district? Was the hiring process 
outside of your district different than your district’s process; how so?   
 
Q8: Could you tell me how you successfully secured an AP/principal position?  What factors 
contributed to your success?    
 
 [Follow-up questions exploring each factor.]  
 
 
Q9: What is your career plan moving forward?  Will you continue to assume the same position, 
or do you consider seeking another position?   Please explain.  
 
PART III 
 
Debriefing 
 
(Read all of the following aloud to participant) 
 
Thank you for participating in the interview this morning (afternoon). Your time is very much 
appreciated and your comments have been very helpful. 
 
DQ1: Is there any additional information regarding your experiences with your career  
trajectories that you think would be useful for me to know? 
 
Again, thank you for participating. (STOP RECORDING). 
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PART IV 
 
Interviewer Reflection 
 
Interviewer Name:  
Race:  
Gender:  
Age:  

 
Date of Interview:  
Describe the participant’s demeanor toward 
you and the interview. 

 

Describe any unusual circumstances and/or 
events that had any impact on the interview 
(i.e. interruptions, language barriers, etc.). 

 

Please describe anything that happened 
during the interview that impeded on the 
study’s objectivity. 

 

Additional comments/reflections.  
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