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ABSTRACT

A STUDY OF THE CAREER-PATHS OF

OVERSEAS SCHOOL ADMINISTRATORS

BY

Rupert Melville William Bale

Many of the world's capital and major cities have

large communities of expatriate sojourners who travel

with their dependents. These 'third culture kids,' many

of whom are British or US citizens, require an education

that will help prepare them for re-entry into their

home-country education system when they return with their

parents or when they return to Britain or the United

States for college. The overseas schools provide an

opportunity for that education.

These overseas schools are often isolated and tend

not to have .personnel departments to provide career

guidance and management development programs. This puts

the overseas school administrators at a distinct

disadvantage in comparison to his or her home-based
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colleagues.

This is a study of the career-paths of fifty—six

administrators of thirty-five overseas schools located in

a geographical area encompassing an ellipse from S.E.

Asia to Europe. The researcher used the field research

techniques of in-depth interviewing plus personally

administering questionnaires during an eighteen-weeks

long, trans-globe, research data collection trip. Content

analysis of the transcriptions of the interviews, plus

the descriptive statistics extrapolated from the

questionnaire data led to the conclusions that there was

no 'career-path' for the overseas school administrators

to follow, but there was such a thing as a career in the

administration of overseas schools. Administrators used

informal mentoring and networking to 'carve' their own

individual career. These careers were affected by the

administrators' family commitments, especially to

providing a suitable education for his/her own children

and by the effects of the expatriate community

environmental bubble in which they tended to both work

and live.

Although there were many advantages to living and

working overseas, there was a commonality expressed by

these fifty-six overseas school administrators that they

were hindered with regards to career progress because of

a paucity of facilities for career guidance and due to





the difficulties appertaining to keeping abreast of

modern educational trends as developed back home.
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CHAPTER ONE

BACKGROUND TO THE STUDY

In this study the researcher explores the

similarities and differences in the career-paths and

career patterns of individuals who occupy the position of

administrator in thirty-five selected overseas elementary

and secondary schools. It focuses on why the

administrator left his country of origin, why he chose

the specific country or countries that he has worked in

and the major influences that have affected his

career-path. Other areas of focus are the sociological

aspects of overseas school administrators' careers such

as networks, expatriate environmental bubbles and family

commitments.

The administrator of overseas schools may be male or

female but for ease of reading the researcher will use

the pronoun 'he' to stand for he or she. The career-paths

of administrators of four types of overseas schools were

investigated':-

. American Schools;

British schools;

Anglo-American Schools and

International Schools.h
U
N
H
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Overseas schools use a variety of titles for their

administrators. Chief administrators of the larger

- overseas schools with several subordinate administrators

are often called 'Superintendents' if that overseas

school has an American orientation, whereas such an

administrator will be called 'Headmaster' in a British

type overseas school. Administrators under the

superintendent are normally called 'Principal;' there is

normally a High School Principal, a Junior High/Middle

School Principal and an Elementary School Principal.

Headmasters normally have a 'Deputy Headmaster' and

'Heads of Academic Subject' subordinate to them. In the

smaller schools of less than three hundred students there

is a tendency for there to be oniy one administrator who

is often called 'Director' or sometimes even

'Headmaster.‘ The use of 'the term 'administrator' in this

study refers to any person filling one of the above

positions, although some overseas schools also include

counselors and curriculum co-ordinators on their

administrative team.

Most of the modernized nations have their own

overseas schools in many of the major capital cities and

important industrial regions throughout the world.

Wherever one finds mineral wealth being exploited, be it
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oil or metals, by international/multi-national

conglomerates, one will find some form of overseas School

to cater for the needs of the dependents of the

expatriate workforce. Quite often these . 'compound

schools,’ as they are sometimes known, will only consist

of between five to twenty pupils with Ionly one or two

teachers. But even these 'off—the-beaten-track schools'

can sometimes be as big as to accommodate pupil

populations of over one hundred; obviously it depends on

the size of the managerial, technical, and specialist

workforce. Companies do not, as a rule, pay for the

manual laborer to travel with his family.

The majority of nations in the world now have

embassies or consulates in the major capital cities and

it has become more common, than in the past, for the

dependents of diplomats to live with their parents as

expatriate sojourners. This has increased the need for

overseas schools and the demand for places, especially in

the lower grades, such as K—8. The British especially,

'prefer to send their dependents back home to the U.K.

boarding schools by the age of nine years and at the

latest before thirteen years, so that their children can

'get—on-track' for the British exam-oriented education

system. Another reason for the predominance of K-8

schools is that some countries, notably the Muslim

countries of The Middle East, have laws prohibiting the
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4

schooling of foreign expatriate sojourners' teenage

dependents. So these dependents are sent home at the age

of fourteen, or embassies, and likewise companies, only

send dependent-free personnel to such postings.

There is no way of knowing how many overseas schools

there are in the world because there is a proliferation

of different types of overseas schools, using a wide

spectrum of languages for their medium of instruction.

There are almost as many different languages being used

as the medium of instruction in overseas schools, as

there are major languages. Also, there is no overall

governing body or registering organization. Even in the

capital city of Sofia, Bulgaria with its relatively small

expatriate community, the researcher noted an English

school (The Anglo-American School with 90 students), a

French school (L'Ecole Francais with 50 students), an

Italian school with 5 pupils, and an Iraqui school with

25 students. An executive officer of one of the major

agencies representing international schools recently

estimated that .there were in excess of a thousand

overseas schools across the globe and that more than half

of them used English as the medium of instruction.

Besides the above mentioned types of school there are

also Missionary Schools, British- Council Schools, United

States Department of Defense Overseas Dependents Schools

(DoDDS), and British Ministry of Defence Service
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Children's Education Authority Schools.

Although French is still regarded as the language of

the Diplomatic-World, English is by far the most common

language used in commerce and business around the world.

So diplomats, foreign business representatives and

entrepreneurs alike, often prefer to send their

dependents to English medium overseas schools whether

their native language be German, Spanish, Dutch, Italian,

or whatever.

This study is limited to the investigation of the

similarities and the differences of the career patterns

of administrators of thirty-five selected overseas

schools that fit the criteria of:-

(1) English medium school;

(2) American School, British School,

Anglo-American School, International

School and

(3) situated geographically in the ellipse

encompassing Western Europe to South-East

Asia.

Although there are placement agencies such as

International School Services (ISS), World-wide Education

Services (WES), European Council of International Schools

(ECIS), British Council, Overseas Schools Services (058),

Gabitas Thring, Robert Sandoe & Associates Boston and

overseas area associations such as East Asia Regional

Council Of Overseas Schools (EARCOS), Near East South
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6

Asia Council Of Overseas Schools (NE/SA), Association Of

International Schools In Africa (AISA) and ECIS, the

largest world-wide affiliation of overseas schools is the

collection known as the 'American-Sponsored Overseas

Schools' which are aided, but not controlled, by the

United States Department of State's Office of Overseas

Schools.

This study is not restricted to administrators of

American-type overseas schools but as this type of school

does constitute some fifty-seven per cent of the schools

involved in the research data collection process and

American-type overseas school administrators were some

sixty-eight per cent of administrators surveyed, it is

important to put this type of overseas school into the

context Of the total population of overseas schools.

There is some difficulty in finding an adequate term

to describe the American-type overseas schools which are

designed to provide educational opportunities for the

dependents of American expatriate sojourners, plus the

children who are the dependents of other nationality

expatriate sojourners and in some cases host-national

children. A number of terms have been used :-

'mu1ti-national,' 'bi-national,‘ 'international' and

'multi-cultural.‘ But perhaps most systematically the

term 'American-Sponsored Overseas Schools' (ASOS) has
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been used. These terms are basically characteristic of

the student population of the schools, although none of

them accurately describes all of the various patterns of

organization and structure that exist. The various types

of American schools overseas can be grouped into the

following categories :-

Company Schools

Where educational facilities have been inadequate or

non-existent, company schools have been established by

business or industrial concerns. They have been

considered necessary to attract and retain qualified

personnel in remote areas. These company schools were

Often initiated to fulfill the educational needs of the

dependents of the business's personnel only, but

sometimes they have become bi-national through the

enrollment Of host-national children of the company

personnel recruited from the local population. They have

sometimes become multi-national through the enrollment of

other national children of personnel working for other

companies, for example on a large industrial site

complex.

Schools of this type that have administrators

included in this study are The Bechtel,

Sultan's-Palace-Site School, Brunei,and The Shell Oil



Company School, Brunei.

Missionary or Church Related Schools

Missionary schools have represented many churches of

differing denominations and are the oldest type of

overseas schools. They can be found all over the world.

They have ostensibly been designed to facilitate either

dependents of missionaries, the local host-national

children, or both. An important feature of mission

schools is their boarding facilities, which in some

locations are the only available boarding educational

institution.

An example of this type of overseas school from

which administrators have been included in this study is

The Hong Kong International School. The following

description is taken from the 1982-83 A/OS Fact Sheet :-

The Hong Kong International School is a private

Christian coeducational day school which offers an

educational program from kindergarten through grade

twelve for students of all nationalities and religious

backgrounds. The school was founded in 1966. The school

year comprises two semesters extending from September 1 -

January 21, and from January 24 - June 10.

The school is sponsored by and operated under the

auspices of the Lutheran Church-Missouri Synod (U.S.A.).

It is also registered with the Office of the Hong Kong

Government and it is accredited by the Western

Association of Schools and Colleges.



Curriculum and approaches are similar to those in

schools of the U.S.A.. Instruction is in English, with

French, Spanish, and Chinese taught as foreign languages.

The elementary program features open-plan with team

teaching and emphasis on individualized instruction. The

secondary curriculum offers rigorous preparation for

college with many electives and a broad intercultural,

sports, and activities program. American standardized

tests are administered, including College Entrance

Examinations, and more than 90% of the graduates go on to

colleges in the U.S.A.. Religious Studies are an integral

part of the curriculum in all grades and the overall

program proceeds from Christian philosophy and setting.

In the 1982-83 school year there were 86 full-time

and 15 part-time faculty members, including 84 U.S.

citizens, ll host country nationals and 6 persons of

other nationalities.

Enrollment at the beginning of the 1982-83 school

year was 1,369; (K,75; G.l-6, 698; G.7-8, 217; G.9-12,

379). Of the total, 799 were U.S. citizens, 161 were host

country nationals, and 409 were children of 32 other

nationalities. Of the U.S. enrollment, 80 were dependents

of 0.8. Government direct-hire or contract employees, 497

of U.S. business and foundation employees, 222 of other

private U.S. citizens.

The elementary school building, which is flexible

and Open in design, can accommodate 850 students and

contains 8 classroom clusters, library, multi-purpose

room, lunch rooms, central Offices, music, art and

science rooms, plus two roof-top playgrounds, gymnasium

and swimming pool. The secondary building includes 28

classrooms, library-media center, 4 science labs, music

and art rooms, chapel-auditorium, cafeteria and office

space. Both buildings are fully air-conditioned.

In the 1982-83 school year, about 94% of: the

school's income was derived from regular day school

tuition and registration fees. Annual tuitions are as

follows :- Kdg.:$1,575; Primary (G.l-6): $3,143; Middle

(G.7-8): $3,280; Secondary (G.9-12): $3,450. Fees are

payable in Hong Kong dollars. There is a one-time

acceptance fee of $100. (All the above fees are quoted in

U.S. dollars). (1)
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Proprietary Schools

Proprietary schools form the second oldest group of

overseas schools. They are profit-making schools that are

owned and operated by individuals or small groups of

individuals. In the past these institutions were mostly

found in Europe, with very few found in other parts of

the world, but in recent years there has been a mini-boom

Of proprietary schools in East Asia and The Middle East.

An example of this type of overseas school from

which administrators have been included in this research

is the International School of London. The following

description is taken from the 1982-83 188 Directory of

Overseas Schools:-

Founded in 1972, the International School of London

is a privately sponsored school governed by an advisory

council. The school is in process of accreditation by

ECIS. The International Baccalaureate (IB) program is

offered. The I.S.L. is affiliated with the Durglet and

the Franklin School of New York. The curriculum is

college preparatory and caters to the needs of the

multi-national student body, with emphasis on the 13

program and British and U.S. university entrance

requirements. Central to the school's philosophy is the

desire to promote international understanding through

education and to prepare its pupils for life in a modern,

multi-national society. There is an ESL program.

Extra-curricula activities are extensive and involve

scheduled pursuits in creative, aesthetic, and social

activities including participation in community projects.

Sports include soccer, basketball, volleyball, field

hockey, tennis, badminton, and swimming.

Testing includes:- PSAT; SAT; GCE '0' level; 18 and

internal achievement tests. Recent graduates have been

admitted to the London School of Economics, Sussex

University, Brandis, University College London, Colorado,
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Freie Universitat, Berlin, and others.

The school is housed on the premises of the Working

Men's College, the Oldest evening college in England. The

facilities include 30 classrooms, a hall equipped with

drama facilities, a large library, three science labs,

three music rooms, two art rooms, an audio-visual room,

computer facilities and gym. It is located east of

London's Regent's Park. (2)

International Schools

The significance of International Schools comes

about because they have been established by, and are

composed of multi-national groups. These schools have

developed curricula which have multi-national aspects and

attempt to meet the multi-national needs of their

students. Again these schools are predominantly located

in Europe.

An example of one of the above overseas schools from

which administrators have been included in this research

is the Overseas Children's School, Sri Lanka. The

following description is taken from 1982-83 A/OS Fact

Sheet :—

The Overseas Children's School, Sri Lanka, is an

independent co-educational day school which offers an

educational program from nursery through grade 12 for

students of all nationalities. The school was founded in

1957. The school year comprises three terms extending

from September 13 to December 17; January 3 to March 31;

and April 18 to July 8.

The school is governed by a l4-member Board of

Directors.
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The curriculum is designed to provide areas of study

related to both the American and the British systems of

education. Instruction is in English. Courses are Offered

in English, Mathematics, ESL, French, German, Biology,

World History, Geography, English Literature, Art, Music,

Physical Education/Sports, and Computing. Students are

also prepared for the London Board G.C.E. '0' levels.

There were 62 full-time and 2 part-time faculty

members in the 1982-83 school year, including 7 U.S.

citizens, 47 host country nationals, and 10 persons of

other nationalities. Enrollment at the opening of the

1982-83 school year was 533 (N-3, 203; G.4-8, 227;

G.9-12, 103). Of the total, 54 were U.S. citizens, 8 were

host country nationals, and 471 were of other

nationalities. Of the U.S. enrollment, 23 were dependents

Of U.S. Government direct hire or contract employees, 3

of U.S. business and foundation employees, and 28 of

other private U.S. citizens.

The school rents buildings on two campuses for the

Primary and the Middle/Senior Schools. There is a

library, laboratories, assembly hall, art room, music

room, computing room, workshop, domestic science,

audio-visual room, and a limited sports facility. (3)

U.S. Department of Defence Overseas Dependent Schools

The DODDS system is reputed to be geographically,

the largest school system in the world; it has an

estimated total enrollment of about 160,000 students in

300 schools located in 25 countries around the world. And

they have over 7,000 professional staff. There is a

branch of DODDS operated by each of the military

services. DODDS has been set up to serve only the

dependents of overseas United States military personnel,

so subsequently all of the students are American

citizens. However, cross cultural marriages often

eventuate in there being students of foreign origin in
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these schools.

The American Sponsored Overseas School (ASOS)

The final category, American Sponsored Overseas

Schools, includes 163 schools which are assisted by the

Office of Overseas Schools and are found in 96 countries.

This category includes some of the international schools

mentioned earlier. As the largest group of citizens

living and working outside of their own native land are

Americans (1980 U.S. Census), these schools are most

frequently American Sponsored and have American-type

programs. The majority of ASOS's have been established

fairly recently; a-large proportion were formed in the

mid 1960's and more than a third have been founded since

1960, which makes many of them less than twenty-five

years Old. Fewer than 20% of ASOS's were created before

the 1940's.

Although no statement about ASOS would apply without

exception or qualification to each school, it can be

generalized that the schools have a similar pattern of

development. Americans tend to carry their traditions of

family life to wherever they live. This includes keeping

the school near the home and under local supervision, and

where there has been an absence of, or an inadequacy of

appropriate education for their children in an overseas
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expatriate community, they have undertaken to provide the

necessary educational institution and facilities. The

typical expatriate is Of middle to upper management

status (1980 U.S. Census), upwardly mobile both in his

profession and socio-economic class. This tends to

generate a high level of expectation for his children.

Part of the expatriates' motivation to establish adequate

and appropriate local educational institutions overseas

stems from their desire for their children to eventually

enter U.S. colleges and universities, and their wish,

unlike the typical British upwardly mobile, not to send

their children home to a boarding-school.

The above stated difference between the typical U.S.

expatriate and the typical British expatriate, in part

accounts for the sufficiency of American-type overseas

schools, and the comparative dearth of British-type

overseas schools. Also the fact that numerous socially

mobile British expatriate sojourners believe that 'it is

the done thing' to have one's 9-10 years old children

back in Britain at boarding school and also the extremely

exam-oriented British education system, account for the

fact that it is rare to find a British overseas school

accommodating students beyond class 4, or U.S. grade 5.

It has been common for a group of parents to

initially create a co-operative tutoring program. This

generally has evolved into a more comprehensive
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operation, sometimes involving correspondence courses;

tYpically the Calvert Courses out of the U.S.A. and such

programs as supplied by Worldwide Education Services out

of Britain. Then as the expatriate sojourner community

and the number Of dependents have increased, a

semi-permanent building or large apartment suite has been

found along with volunteer teachers from among the

spouses (typically wives) of the expatriate workforce.

Often the school would draw up a charter and would be

managed by a 'board' made up from the parents and elected

from the parent group. Later on, when the size and the

complexity of the school exceeded the skills and ability

Of the local 'spouse-teachers,‘ professional teachers and

administrators would be brought in and the facility would

be generally institutionalized.

The largest group of citizens living and working

outside of their native land are Americans. Consequently

it comes as no surprise that most of these parent

co-operative schools were originally created by American

parents. As the schools grew and the programs plus

buildings improved, local host-nationals recognized the

desirability of an American education for their children

as a means of access to U.S. colleges and universities,

and then accordingly entrance into the higher and more

prestigious positions in their own government and

bureaucracies. Thus with the enrollment of both
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host—national children and third country nationals, and

their parents' inclusion on the governing boards, the

genesis of the present-day multi-national parent

co-operative overseas schools was fulfilled.

Accepting that exceptions exist, most of theSe

schools have continued to grow and improve, but a degree

of the original patterns of organization and. function

remains and to some extent is characteristic of these

overseas schools :-

1. ASOS are financed mainly by tuition

and fees (additional income may come from

individual donations, foundations, business

and industrial concerns, U.S. Government

agencies, local private and government

groups).

The high and increasing costs of operating an

overseas school have made it necessary to

levy tuition rates at such a level that it is

nearly impossible for children from middle or

lower socio-economic groups to attend. This

has the effect of producing a student body

composed of pupils from mainly the upper

socio-economic classes.

2. ASOS are non-profit institutions.

3. ASOS are non-sectarian institutions.

_ 4. ASOS are mostly located in urban

capital or major cities.

5. ASOS are binational or multi-

national. The student population is made up

of Americans, host-nationals and third

country nationals. Some countries (notably

the 'Iron Curtain' countries) exclude

host-nations, and some countries exclude

anyone except U.S. citizens.

6. ASOS are staffed mainly by American

or American-trained teachers. In the past a

large percentage of the faculty was
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'locally-hired staff' consisting of American

dependent wives and qualified local

personnel, but today there is a trend away

from this and toward the attraction of

'Overseas—hired' faculty.

7. ASOS curricula are American with

attention given to the language, social

studies and culture of the host country.

American methods of instruction are used as

well as American text-books and instructional

materials. Some countries (notably Latin

America) offer the national curriculum in

addition to the U.S. curriculum.

8. ASOS use English as the medium of

instruction but often courses or special

classes are offered in the language of the

host country. (Orr, 1974)

An example of one Of the above type Of overseas

schools that has administrators included in this research

is The American School in Japan. The following

description is taken from the 1982-83 A/OS Fact Sheet :-

The American School in Japan is a coeducational day

school which Offers an educational program from nursery

through 12th grade plus a post graduate year for students

of all nationalities, but primarily serves the American

community living in the Tokyo area. The school was

founded in 1902. The school year comprises two semesters

extending from September to June.

The school is governed by a 15 member Board of

Directors elected for one-year terms by the Trustees of

A.S.I.J. Foundation, the sponsors of the school.

Currently, and usually, all Board members are U.S.

citizens. Trusteeship in the Foundation is extended to

representatives of business, U.S. Government, and church

organizations and certain parents who have an interest in

and provide financial support to the school.

The curriculum is similar to that of college

preparatory schools in the U.S.. Japanese language and

area arts are offered to all students. A library of

25,000 volumes staffed by 3 professional librarians

permits an emphasis upon student research. Advanced
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placement courses are offered in seven subjects among a

very wide range of elective courses. The ASIJ has no

provisions for students with severe learning, emotional,

or physical handicaps. Both the Elementary and Secondary

schools are accredited by the Western Association of

Schools and Colleges. For the most part graduates go on

to colleges and universities in the U.S..

There are 78 full-time and 5 part-time faculty

members in the 1982-83 school year, including 68 U.S.

citizens, 7 Japanese and 8 persons of other

nationalities.

Enrollment in October 1982 was 1005; K-6, 428;

G.7-12, 577. Of the total, 683 were U.S. citizens, 105

were host country nationals, and 172 were children of 36

other nations. Of the U.S. enrollment, 90 were dependents

of U.S. Government direct-hire or contract employees, 430

of U.S. business and foundation employees, and 163 of

other private U.S. citizens.

The facilities consist Of two complete modern school

plants:- one is for the K-PG located in western Tokyo,

and includes library, laboratories, auditorium,

gymnasium, swimming pool, tennis courts and

playground/field. School bus service is provided with an

average transit time of less than 45 minutes. Also, a

separate facility for Nursery and Kindergarten students

is located in central Tokyo.

In 1982-83 school year about 78% of the school's

operating income was derived from tuitions and fees. The

remainder came from donations, grants, investments, and

auxiliary enterprises. For the school year 1982-83,

annual tuition rates were $3,200 for Kindergarten, $3,860

for grades 1-6, $4,120 for grades 7-12.

Facts About The A808

The following facts are based on the 1982-83

Department of State Overseas Schools Advisory Council

mimeographed 'Fact Sheet :-'

The school-age children among overseas Americans,

estimated to number nearly a quarter million, attend a

wide variety of schools. Most of the children of military
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personnel attend schools established and operated by the

various branches of the U.S. Armed Forces, and a number

of civilian government agency and private sector children

also attend these schools on a space-available,

tuition-paying basis. However, most of the civilian

agency dependents abroad attend non-Government,

coeducational, independent schools of various kinds.

Although these schools include those founded by U.S.

companies, church organizations, and individual

proprietors, most of them are non-profit,

non-denominational, independent schools established on a

co-operative basis by American citizens residing in a

foreign community. Many of the schools in this latter

group have received assistance and support from the U.S.

Government under a program administered by the Office of

Overseas Schools of the U.S. Department of State; the

schools which have received such assistance constitute

the 'American-sponsored' schools described in this Fact

Sheet.

During the school year 1982-83, the Office of

Overseas Schools assisted 163 schools in 96 countries.

The purposes Of the assistance program are to help the

schools provide adequate education for U.S. Government

dependents and to demonstrate to foreign nations the

philosophy and methods of American education. The schools

are open to nationals of all countries, and their

teaching staffs are multi-national. Enrollment at the

beginning of the 1982-83 school year totalled 88,305, of

whom 26,380 were U.S. citizens, and 61,925 were children

from host countries and from 90 other countries. Of the

U.S. enrollment, 6,603 were dependents of employees

carrying out U.S. Government programs, 11,542 were

dependents of employees of U.S. business firms and

foundations, and 8,235 were dependents of other private

citizens. Of the total 8,007 teachers and administrators

employed in the schools, 4,285 were U.S. citizens and

3,722 were foreign nationals from some 70 countries.

NO statement about the A808 would apply without

exception or qualification to each school. Variety is one

of their basic characteristics. They range from tiny

schools such as that in Guangzhou, China, with seven

students, to the American School of Quitor, Equador, with

2,802 students. Very few schools have boarding

facilities.

Although emphasis varies, all the schools share

these purposes :- a) to provide for American and other

children educational opportunities generally comparable

to educational programs in the U.S. and b) to demonstrate

American educational philosophy and practice abroad to

help further international understanding. The schools are

not operated or controlled by the 0.8. Government.
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Ownership and policy control are typically in the hands

of associations of parents of the children enrolled, who

elect a school board to supervise the superintendent or

chief administrator whom the board chooses to administer

the school. In some schools the organization is highly

formalized, comprising corporate status in the U.S. or in

the host country, while other schools are loosely-defined

co-operative entities. Depending upon the predominant

character of the American community, some schools are

closely associated with the U.S. Embassy and AID

Missions; in others the local or international

communities_ share direct concern for the school with the

American community. All schools are subject, in varying

degrees and with varying effects, to host-country laws

and regulations pertaining to educational practices,

importation of educational materials, personnel practices

and the like.

The combined annual operating budgets of the 163

schools total nearly $235,000,000. Tuition payments are

the principal source Of financing for the schools.

Tuition charges are generally lower than for comparable

schools in the United States, and in virtually all the

schools tuition income alone is insufficient to provide

for programs that are comparable to those in good U.S.

schools. Many schools derive additional support from

gifts and contributions from U.S. and local business

firms, foundations, mission groups, individuals and local

government, and all have received some grants from the

limited funds available under the program of the Office

of Overseas Schools; a total of nearly $6,000,000

annually. .

The instructional programs all provide a core

curriculum which will prepare students to enter schools,

colleges and universities in the United States. The

language Of instruction is English, supplemented in

certain schools with the local language. The content of

the programs may be more or less typically 'American,‘

depending upon the proportion of U.S. students, and the

quality, of course, varies from school to school. Certain

schools, especially in Latin America, must fulfill

host-country curriculum requirements. The curricula tend

to be largely academic, with relatively little attention

given to vocational or commercial education, primarily

because of the high costs involved in the latter

programs. An outstanding characteristic of most A308 is

the use they have made of their location abroad to

provide quality programs of foreign language instruction,

study of local culture, and social studies. The quality

and range of instructional materials is excellent in

increasing numbers of the schools.
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In terms of faculties, the administrators and most

teachers are Americans or American-trained, with a large

proportion of American staff hired locally from among

dependent wives. Most staff members are college

graduates, and the majority hold teaching certificates.

Lack of funds and, in many instances, difficult living

conditions and isolation from the U.S. professional

community make recruitment and retention of qualified

personnel from the United States difficult. The local and

the third-country teachers are usually well-qualified,

although frequently they lack training and experience in

U.S. educational methods. Hiring of staff is the

responsibility of the individual schools.

Plant and equipment facilities vary widely in

adequacy. Because of the difficulty in securing long-term

financing many schools are housed in inadequate

buildings, although increasing numbers of overseas

schools occupy fully adequate school plants and

facilities. (A/OS)
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Specific Research Problem

The researcher's purpose in this study is to provide

an answer to the research problem :-

how do administrators of overseas schools proceed

along their career-paths; also how are these career lines

and career goals influenced by the expatriate

environments in which they work?

Overseas school administrators working at schools

that can be hundreds or even thousands of miles from

neighboring overseas schools are isolated, not only from

their own profession, but also from such professional

facilities as career guidance counseling and from

facilities to help them keep abreast of modern US- and UK

educational trends.

Today, both in Britain and in the United States of

America, educational institutions of the larger school

districts and the larger corporations have recognized the

need for human resource planning. Many school districts

such as Newton, Massachusetts Public Schools or The Inner

London Education Authority and companies such as IBM or

GM are concerned today about the development of

administrative talent to ensure their long-term survival

and they have personnel departments that undertake

administration development programs to meet this need.
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Career planning, or pathing, is an important integral

element of such programs. (Alpin and Gerter, 1980)

International overseas schools tend neither to have

personnel departments nor to have administration

development programs. The rationale for the latter is

Often that overseas schools do not regard such programs

as cost effective because their administrative staff,

like the rest of the faculty and student body, are

usually transitory; normally only sojourning for two to

three years at one site. There are a number of reasons

for this. One reason is that there are some countries

whose laws and tax legislations actively penalize

expatriate workers for remaining in those countries for

longer than a transitory period. The expatriate sojourner

in Sri Lanka, for instance, only pays 8% income tax for

the "first three years, but then is penalized by a

prohibitive 55% income tax for the fourth and subsequent

years.

This reasoning creates problems for the overseas

school administrators because without personnel

departments and without administration development

programs to help them, they find it very difficult to

acquire professional advice with regard to career

guidance. If the overseas school administrators desire



 

n
u
:

h
«
A
G

x
-
.



24

continuing careers overseas they need to know how to

successfully progress along a career path in their chosen

field. Furthermore, the issue is augmented by Gould's

analysis (1979) which revealed that administrators with

the most effective careers report more extensive career

planning. In addition, administrators higher in career

effectiveness dimensions such as salary, career

involvement, identity resolution and adaptability, have

engaged in greater degrees of career planning than thOse

administrators who are lower in career effectiveness

dimensions.(Gould,1979) Overseas school administrators

have less Opportunity for career guidance with respect to

pathing, than their home-based colleagues.

In Britain and in the U.S.A. higher education leads

to a greater number of opportunities for career

advancement and hence a greater need for career planning

and access to assessment centers, along with the benefits

of career counseling and pathing.(Gould,l979). There is a

tendency for overseas school administrators to have

academic qualifications that are as high as those of

their colleagues back home (Becker and Ignatovich, 1983)

and (A/OS Fact Sheet, 1982-83) and therefore a greater

number of opportunities for career advancement and hence

a greater need for career planning. Overseas school

administrators have less opportunity for career guidance

than school administrators at home. Administrators with
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two to ten years experience in their field (i.e., the

'advancement stage' Of their careers), or in the age

bracket of thirty to forty-four years (i.e., the

'stabilization stage' of their careers) also have a

greater need for career~ planning. (Gould,l979). As

overseas school administrators tend to fall into these

categories it is reasonable to infer that, for these

reasons also, they have a greater need for career

guidance. But as has already been pointed out, this is

not readily available; nor are there Opportunities for

career planning in a formalized style. They cannot

benefit from career counseling or diagnosis from an

assessment center .

Career planning also embraces the concepts of

personnel development. If the institution does not have a

personnel department, as is the case in overseas schools,

then personnel development will not take place. Despite

the popularity of allowing administrators to learn by

'trial-and-error,‘ there are a number of obvious reasons

why allowing overseas school administrators to do this is

also not cost effective, and often does not work :-

1. administrators do not recognize their mistakes

in dealing with individuals;

2. it may take an administrator a long time to

chance upon an appropriate way of handling a
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difficult situation and

3. failure experiences, which result from

'learning-by-mistakes,‘ lessen an administrator's

self esteem and confidence.(Byham & Robinson,l976)

Interaction modeling, a concept for training

administrators that was very much in vogue in the 1970's

and rests on a well established empirical base, has

proven to measurably improve the supervisory skills of

administrators. (Byham and Robinson, 1976) However,

overseas school administrators are unable to avail

themselves of the benefits of interaction modeling, or

other forms of 'behavior modeling,‘ without having to

return home from abroad. Also, this would have to be

undertaken at their own expense. A further problem

related to the careers of overseas school administrators

is that if and when there is contraction in international

educational institutions due to world recession and the

recession of international trade, there is little

possibility for 'downward transfers' or 'cross-functional

moves,‘ as there would be in an organization back home.

Some companies in Britain and the U.S.A. require

each administrator to pick and develop a successor before

the administrator will be considered for promotion.

Opportunities for promotion from within are not the norm
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in overseas schools and so this perpetuates the

transitory nature of overseas school administrators and

reduces the Opportunities of protege promotions.

Linked with the phenomenon of the

'micro-environmental bubble' (Cohen, 1977) is the

administrator's feeling of being isolated and

consequently unaware of career opportunities. This makes

career planning both more difficult and more necessary

for the overseas school administrator than for the

home-based educational administrator.

Expatriate communities have been characterized and

their life-style described by Wolfe (1969), Cohen (1977)

and Brislin (1980). The term 'environmental bubble' was

applied by Cohen (1977) to his description of the

protected environment identified in his study of

expatriates. Cohen described the ways in which

expatriates coped with the 'strangeness' of the host

environment, the extent to which the expatriate

sojourners withdrew into the familiarity or shelter of a

social group of fellow nationals or the degree to which

one exposed oneself to the unfamiliarity of the foreign

environment. Groups of expatriate sojourners develop and

live in a 'micrO-environmental bubble,’ which, to some

degree, replicates their own national cultures, values

and norms but exists and sustains itself in partial
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isolation from the culture of the host nation. The

overseas school is part of the maintenance structure of

this 'bubble' and overseas schools act as centers Of

congregation, social interaction and group identity,

besides functioning as educational institutions.

Another problem that is also experienced by

administrators back home but is amplified overseas

because of the micro-environmental bubble, is the problem

of developing dual careers. In the capitals and major

cities of the world, where international overseas schools

are most commonly located, there is very often only one

English medium school. When this problem Of quantity is

multiplied by the constraints against nepotism it becomes

obvious that it is with considerable difficulty that a

married couple will both be able to effectively pursue

their careers in educational administration overseas.
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Importance of the Topic

Views on work and careers span the dimensions of

man's imagination and can be as diametrically opposed as

Huxley's, who once wrote, "Like every man Of sense and

good feeling, I abominate work' and George Sand's view

that, “Work is not man's punishment, it is his reward,

and strength, his glory and his pleasure.‘

For many, movement up the need hierarchy and

maturation is not easy and particular crises are unique

to each person. But as far back as 1959, Erickson was

describing the fundamental developmental phases, problems

and resolution that tend to be fairly consistent for all

of us. Levinson's research in 1978, which suggested six

career phases, was an adaptation Of Erickson's model of

life stages to a person's career. Most people do not have

careers, neither do they expect to; they simply expect to

have jobs. (McCall and Lawler, 1976.) The difference is a

matter of time perspective and planned direction.

There is considerable research literature on career

planning, career stages, career assessment centers and

career management in general. However, this research and

theory development has evolved from studies of

'home-based' career paths and the needs of 'home-based'
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organizations with respect to human resource development.

There is a need to evaluate and understand how these

theories of career pathing and human resource development

apply to administrators of overseas schools.

The importance of this need is high-lighted by the

fact that in the early 1980's nearly two million U.S.

citizens were living outside of the United States. (1980

~U.S. Census of Population). The data also indicate that

20% of these private sector employees and 10% of the

federal employees had worked overseas for more than ten

years; over 50% of both of these groups had sojourned

abroad between two and ten years. (A/OS) These

sojourners want their children with them (at least during

the years of their children's elementary schooling) and

Luebke reported in 1976 that over fifteen thousand U.S.

dependents at foreign posts (not including DoDDS

children) were being educated overseas in a total of over

six hundred individual schools. The Office of Overseas

Schools reports that in the 1982-83 school year,

including DoDDS children, there were nearly one quarter

of one million school-age U.S. children overseas.

The very reasons why most of the overseas schools do

not undertake human resource planning and administrator

development programs (i.e., because of reasons of their

small size, isolation, lack of cost effectiveness, the
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transitory nature of their administrative staff) are, in

fact, the very reasons why it is important and necessary

for overseas school administrators to avail themselves of

the benefits of career development and career pathing.

There is an urgent need among present and prospective

overseas school administrators for professional guidance

and information regarding how best to prepare themselves

so as to attain their career goals, and there is a need

for an understanding of the available networks that can

be used to effectively fulfill their career potentials.

Also, when one considers that in the 1982-83 school

year the 163 A808 alone had an enrollment of 88,305,

employed 8,007 teachers and administrators, and had a

combined annual operating budget totalling over

$235,000,000 then one has a better appreciation of their

need for administrative development and career pathing.

One final concomitant to be thought carefully about

is that many of the children being educated overseas are

the dependents of their respective country's tOp business

people and elite diplomatic corps. It is probable that

these students will be among their country's future

leaders. Both the overseas sojourners and their

dependents tend to have high educational expectations and

the overseas schools can provide quality, effective

educational environments only if the administration is
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the best available. It is incumbent on the overseas

schools to develop their administrative human resources,

just as it behooves the overseas school administrators to-

avail themselves of the benefits of career planning.
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Research Approach

This researcher chose to use field research methods

to collect his data by combining living in the

environment of the overseas schools, in-depth open-ended

question interviews, and a questionnaire form. A research

method, like a research project, has to be justified

conceptually. If one wishes to explain some behaviors in

terms of background variables of the individuals

performing the behavior, then one has to understand and

explain the relationship between the background variables

and the behavior under study. The researcher believes

that to understand and explain the background variables

as related to the careers of overseas school

administrators one has to experience the total

environment in which these careers take place. One cannot

do this by reading books alone. One has to travel

overseas to the schools themselves and live in the

communities that these overseas schools serve. To get an

accurate feeling for what the administrators are

referring to in their responses to the interview

questions, and to get an understanding of the concept of

the environmental bubble one has to experience that

environment. To sensitively comprehend the effects of the

tropical climate you have to experience walking Off of a

trans-pacific flight from the temperate high 70's into
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the humid, tropical heat of the high 90's. One has to

experience the feeling of being soaked in sweat by the

time he or she reaches the airport lounge.

TO realize the concerns of administrators about the

welfare of their direct families and students with

regards to international terrorism, one has to fly into

airports surrounded by tanks and 'battle-alert' troops

pointing loaded sub-machine guns; one has to fly the same

flight-path (albeit twelve hours after) of a civilian

jet-liner carrying 368 passengers that has been reported

missing. And one has to land, only to find that the

'missing' civilian jet has been blown out of the sky by

an air-to-air missile. One gets an insight into the

environmental bubble phenomenon when one later visits the

local international school to find empty places at desks

once occupied by students murdered in the most recent

terrorist attack.

This researcher experienced these and many more

incidents in just the eighteen weeks of his research trip

which enabled him to interview forty-four administrators

from thirty-five overseas schools in East and South East

Asia, Malaysia, Indonesia, The Middle East, and Europe.

Imagine the incidents experienced in a full career

overseas spanning some thirty or more years. The
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arriving only days after the worst typhoon in Hong Kong's

memory; the aftermath of the bloody riots amongst the

Tamils and the Celonese in Sri Lanka; the sickness caused

among faculty in one overseas school by Denghi Fever; and

the concern about the general state of health in an

expatriate community in the Middle East after a faculty

member at the local international school was recovering

at home (not in an isolation ward in a hospital) with

hepatitis. The concern was increased because of the

close-knit structure of the community and because the

faculty member's family were mixing freely within the

school and with the rest of the expatriate community. The

richness of these types of colorful experiences that do

affect the careers of overseas school administrators was

brought out in a meaningful fashion 'by field research-

techniques but this may not have been the case by sitting

at home waiting hopefully for the normal return of mailed

questionnaires.

The researcher did not randomly select the fifty-six

administrators Of overseas schools on whose careers this

study fOcussed. Forty-four administrators were virtually

self-selecting in that they were on the faculties of the

thirty-five overseas schools that agreed to help the

researcher with this project. The other twelve were

self-selecting in that they agreed to complete the

questionnaire offered to them by the researcher at the
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ECIS Conference in Rome. Although a considerable number

of other overseas schools' administrators also kindly

offered the researcher assistance in the form of

accommodation, meals, and the opportunity to interview

members of their school's administration, these schools

could not be visited primarily due to their location off

any feasible air-line flight schedule.

Data were collected by means of a questionnaire and

in-depth open-ended question interviews with

administrators on the administrative team at each of

twelve sites where the researcher spent from eight to

fifteen days. From each of these sites the researcher

travelled out to other neighboring overseas schools that

were within a one day return journey travelling by a

combination of boat, train, taxi, bus, subway, or by

foot.

The interest that' the researcher has in this topic

originates, in part, from having changed direction in his

own career. After teaching and holding administrative

positions in schools around Liverpool, England for nine

years, he entered into the field of overseas schools. He

has spent the past six years studying and gaining

experience in the role of the overseas school

administrator; four of these years were spent as

administrator-teacher at an international school in one



37

of the Communist Eastern Block Countries. Although his

experiences with expatriate business and diplomatic

communities and overseas school communities during his

four years sojourn behind the 'Iron Curtain' give the

researcher a degree of expertise in explaining and

understanding the data collected in this research

project, he has paid special attention so as not to

become, himself, part of the data. Only by remaining

'outside' of the data could the researcher hope to keep

his work objective and not to fall foul Of the criticism

that might suggest his personal experiences and career

were affecting his research findings. This researcher

accepts the possibility Of such a weakness in methodology

but by being conscious and aware of this, feels that his

past experiences in the field do in actual fact add an

increased dimension to this research.

The research itinerary was so designed and

time-tabled to coincide with the ECIS 1983 Conference in

Rome. As a member of this council, the researcher availed

himself of the opportunity to interview several extra

overseas school administrators whose schools were not on

the scheduled itinerary. Further data have been

extrapolated from information collected from agencies

such as ISS, NE/SA, EARCOS, ECIS, A/OS, and from pilot

interviews with overseas school administrators attending

M.S.U. in the 1983 summer term.
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Limitations

This research, the findings, and conclusions from

the analysis of data, are limited to the'careers of the

fifty-six overseas school administrators studied in the

project. Because the sample population was not randomly

selected the findings will not be used to infer

generalizations to a broader population. It is left for

the reader to decide whether these research conclusions

are consistent with what one might expect of the career

paths of other overseas school administrators outside of

the research population. Only the careers of

administrators in overseas schools that use English as

the medium of instruction are brought into focus in this

research. This limitation was placed on the project

because the many other overseas schools that use

different languages tend also not to be as uniform in

type as those using English as the medium of instruction.

The English language overseas schools are not exactly

homogenous although they can be categorized into those

that follow an American-type curriculum and those that

have a British orientation. An integral part of

educational institutions is the language used for the

medium of instruction and this has a direct effect on the

cultural orientation of the institution. This in turn is

a contributing factor with regard to the career of those
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whose occupation is associated with that institution.

Consequently this research is limited to only overseas

school administrators employed at schools using English

as the medium of instruction.

A further limitation Of the study is that the

researcher chose not to include administrators of DoDDS

schools. The rationale behind this choice is that the

DODDS school system, which is perhaps, geographically,

the largest unit school district in the world, has its

own networks and career structuring for administrators.

All faculty and administrators of DoDDS schools have to

be American citizens and this particular limitation did

not satisfy the broader field of administrators in which

this researcher is interested.

For similar reasons the researcher chose to focus on

a population that does not include administrators of

overseas mission schools; criteria for suitability as an

administrator for this type of overseas school usually

includes membership of a particular 'order' or 'calling'

and these overseas school also have their own networks

with regard to the career pathing of their school

administrators. These again are limitations which do not

fit in with the researcher's broader population.

A very real limitation of all researches of this

nature is the honesty and openness with which the
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subjects respond to the questionnaire and respond during

the interview. The researcher feels confident that this

is not an issue 'of concern here because of the

non-threatening nature of the study and the researcher's

assurance of the subjects' anonymity. Also, the subjects

were volunteers who had met with the reseacher and some

provided the researcher with accommodation and food for

the time that he was at their school; which all made for

a relaxed and open atmosphere for the interview.

This researcher has made every effort to protect the

anonymity of the fifty-six administrators referred to in

this study and is confident that no individual can be

identified from any of the vignettes or responses

recorded in this dissertation. In all the vignettes and

responses recorded in this study, pseudonyms have been

used and the names of false cities have been deliberately

introduced.

Time is always a limitation with research work,

especially with field research. Here again the researcher

does not feel that his project suffered unduly. Very

little more could have been gained by spending longer

than' seven to eight days at each site. This period of

time allowed for the subject to review the questionnaire

early in the week in preparation for the interview by

mid-week. Then a final period of a few days at the end of
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each week allowed the researcher to have clarified any

discrepancies arising from the questionnaire or from the

transcription of the interview.

The geographical area delimited for the study (an

ellipse encompassing Western Europe in the north west, to

East and South East Asia in the south east) is a limiting

factor. With unlimited funds and an unlimited amount of

time a similar study could be done including the whole

world, but that would have been quite unreallistic. The

researcher believes that the study sample is robust and

the eighteen weeks 'on-the-road' collecting data on a

trans-globe itinerary took an inordinate degree of

stamina and stoicism. It would be difficult to determine

the eventual adverse effects to the researcher's health

from an even longer journey.

This type of field research can only draw together

common elements and patterns of the career paths and

career goals of overseas school administrators, but does

not lead to generalizable or statistically significant

conclusions or laws. Yet it is assumed that the validity

of such research findings is found in their plausibility,

and their reliability is based on their independence of

the researcher.
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Assumptions

There is a group of overseas schools throughout the

world that Serves the expatriate communities of

diplomats, representatives of government agencies, and

private businessmen. One category of overseas school is

comprised of those overseas schools that use English as

the medium of instruction.

There is a career in the administration of these

overseas schools.

The advancement Of these careers is some way related to

the academic qualifications Of the individual

administrators.

There are some commonalities, some common elements

and common patterns of the career-paths and career goals

of these overseas school administrators.

The respondents' answers were honest and open. The

conclusions from the analysis of data of this research

can in some ways be thought as typical of other overseas

schools administrators' careers.

There are common areas in which these administrators

feel they should have had more formal preparation.

There is a network of formal and informal contacts
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that helps promote the careers Of overseas school

administrators.

There is a relationship between the size of an

overseas school's budget, the location of the school, and

the administrators' salary.

There are common problems from location to location

Of living overseas.

There are common problems from location to location

of working overseas.

There is some relationship between family needs and

overseas school administrators' career-paths.
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Contribution Made by the Research

Although there are a number of bureaus such as ECIS,

A/OS, NE/SA, EARCOS, and several other placement agencies

such as 158, 088, WES, and Gabitas Thring, there is a

dearth of factual information based on research to help

guide overseas school administrators with respect to

planning their careers. This study is a contribution to

the field 'of career guidance for overseas school

administrators. That there is a paucity of avenues for

career guidance for overseas school administrators is

high-lighted by the fact that not one of the forty-four

interviewees could respond in the affirmative to the

question of 'Is there anywhere that you can get career

counseling other than from your fellow overseas school

administrators?"

An indication Of the subjects' interest in these

research findings of this project was given by the fact

that, without fail, each of the respondents asked,

without solicitation, for a copy of the abstract when it

is available.

There has been comparatively little research done on

the various aspects of the phenomena, overseas schools,

and even less is to be found on the careers of overseas

school faculty or administrators. This study contributes
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to that body of knowledge and will be a help to those who

contemplate a career in this field of educational

administration. A corollary of the latter is that this

study will also contribute to the helpful information for

overseas school boards with respect to their continual

efforts to find career administrators for their overseas

schools. Likewise this research contributes to the body

of knowledge available to overseas schools placement

agencies.
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CHAPTER TWO

REVIEW OF LITERATURE

Whether one agrees with Hobbes or Locke, Taylor or

Mayo, or whichever paradigm of McGregor's Theory X -

Theory Y, one must sense that work holds an important

place in human behavior. Hearnshaw (1954) pointed out

that 'a theory of work is basic to any industrial

psychology." (1) However, the question of "why do people

work?‘ is not being discussed here. But when one reduces

the lists of human motives, of reasons for working, of

why people like or dislike jobs, to a few basic reasons

or needs which are satisfied by work, they include three

major categories:- human relations; work and livelihood.

(Renwick and Lawler, 1978) It is axiomatic that the basic

reason one goes to work is to earn a livelihood, but in

addition to that fundamental economic need, one hopes to

achieve a goal or work for a specific purpose. Sometimes

the goal or objective in life changes as conditions

affecting one's life change, but although specific goals

or purposes may vary, the desire for successful

47
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achievement remains. Furthermore, since the early part of

the twentieth century psychologists and economists have

been asking such questions as :- "why do peOple aspire to

a particular occupation rather than develop some other

vocational ambition?" or, 'why do they decide on the

professions which they do choose?"

Consequently the varieties of work and the ways one

chooses work in western culture have attracted the

interest of many behavioral scientists. In this review of

literature the researcher was not attempting to address

philosophical questions with regard to why one works; but

what was Of more importance to this study was how the

interest mentioned earlier had the effect of producing a

considerable quantity of research literature on career

planning, career stages, career centers and the concepts

of career management in general.

It can be said that one of the goals of _science is

the understanding, prediction and the control of natural

happenings, and that a perception of comprehension is

provided only when the causal mechanisms that bond

changes in one or more concepts (the independent

variables) with changes in other concepts (the dependent

variables) have been fully delineated. (Reynolds,l979)

Theoretical progress in the naturaI sciences has led to a
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better control Of man's environment; it is this control

of one's environment that distinguishes the homo sapien

from the other forms of animal life.

The evolution of psychology as a science has been

similar to that of other sciences in that applications

result from each empirical or theoretical gain.

(Sarton,l952) Many Of the universally accepted principles

concerning human behavior have been applied to human

effort; a widely recognizable example would be that

information from Skinner's operant conditioning studies

of pigeons has led to the development Of programmed

instruction and programmed teaching apparatus.

(Argyris,l97l) The study of working conditions, including

such classics as Mayo's “Hawthorne Studies," has led to

the specialty of industrial psychology which is built on

principles of learning and personality theory; theories

that are grounded in empirical Observation and

experimentation. Career counseling rests on a similar

body of theory and data.

In the social and behavioral sciences, theory has

its grounding in the well established physical sciences.

The structures of these latter theories have guided the

pattern that psychological theories have taken, and some

common elements basic to theory construction stand out:-
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(1) theories serve as generalized statements designed to

facilitate broad conceptualization about natural events;

(2) theories relate what would otherwise be a number of

disparate empirical observations;

(3) theories lead to deduced theorems which in turn are

often translated into further research;

(4) theories produce new understandings and scientific

knowledge about the nature of things;

(5) theories demonstrate abstractness - an independence

of time and space and

(6) theories show empirical relevance - they can be

compared to empirical findings. (Reynolds,l979)

It is commonly agreed by some guidance counselors

that theory is useful when a counselor is expected to do

no more than resolve abstract hypothetical problems, but

when faced with 'real-live' clients in need of help in

decision making, then theory should go out the window and

the counselor should take on an eclectic position even if

it means working intuitively. This stance is countered by

the theoretically minded counselors who would say that to

work blindly is to invite error and waste. A reasonable

response to both extreme. points of view is made by

Rodgers (1964) who suggests that '.... depending upon the

goal one has and the assumptions one makes about the

problems with which counselors deal, either kind of

training might appear to be good or bad." (2)
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When one tries to categorize the theories Of career

counseling (one risks the problem of over simplification

and a variety Of labels could be used to identify

existing models and these models can be categorized in

different ways. This researcher has chosen to identify

four approaches to thinking about career counseling:-

(1) Trait-Factor Theories

(2) Sociological Theories

(3) Self-concept Theories

(4) Personality-in-career Theories

However, one should not conclude that the models in

these categories are independent of each other; they are

interwoven and often they draw on each other in terms of

practice and empirical research. For instance personality

theory of career choice includes many developmental

factors and in the developmental approach part of the

image of self-concept is based on tests which reflect the

trait-factor approach.

Trait-Factor Theories

Career guidance has come about as a result of

experimentation plus various social and environmental

conditions. Historically speaking, the structural

theories of career counseling, of which Trait-Factor
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Theory is one category, are the oldest. Considerable

experimentation was carried out by ,industrial

psychologists and social reformers who reacted to the

social and environmental conditions of their times.

Borrow (1964) suggests career guidance evolved under the

influence of the following conditions :-

(1) economics - the industrial revolution and the

division of labor;

(2) social - urbanization, child labor, immigration;

(3) ideological - spirit of reform and

(4) scientific - emergence of the human sciences.

The 'grandfathers' of career guidance in the U.S.

are Parsons (1909), Kitson (1925), and Hull (1928). It is

Parsons who is credited with initiating the practice of

systematic guidance in the United States. According to

Parsons :-

In a wise choice there are three broad

factors :-

(l) a clear understanding of yourself,

your attitudes, abilities, interests,

ambitions, resources, limitations, and

their causes;

(2) a knowledge of the requirements and

conditions of success, advantages and the

disadvantages, compensation and prospects

in different lines of work and

(3) true reasoning of the relations of the

two groups of facts. (Parsons,l909 p.5.)

Another assertion of Parsons is that there are three
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basic components to vocational counseling :- testing;

information giving and decision making through reasoning.

Patterson (1973) was concerned that career

counselors had become overwhelmed with dissemination of

occupational ,information and had neglected the

individual. Patterson and Parsons approached the issue of

career guidance from the educators's point of view, but

other industrial psychologists like Hugo Munsterberg were

identifying workers' abilities for various jobs through

testing. In similar veins Elton Mayo experimented in the

area of workers' behavior and Frederick Taylor

investigated the nature of production, standardized work

units by means of objective observation and studies of

time and motion. (Williamson, 1964)

The trait-factor approach aSsumes that a matching of

individuals' abilities and interests with career

opportunities can be accomplished; once these are

matched, the problem of vocational choice is solved. This

method of career counseling is also known as 'The

Minnesota Point of View' after the pioneering work done

by Edmund Williamson. (Williamson, 1968) Of this

technique it is said, 'The combination of the

vocational-occupational background and the educational

setting distinguishes this approach from all the other

points of view in counseling.‘ (Patterson,l973, p.8) (4)
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The vocational testing movement has grown from the

trait-factor approach. There are three categories of

tests :-

(l) Aptitude Tests

These have been defined as tests of

'readiness for learning' which are, "designed to appraise

what the individual can learn to do if he receives

appropriate education or job training." (Thorndike &

Hagen, 1969, p.644)

Two examples are :-

(i) Differential Aptitude Tests (DAT)

New YorkzPsychOlogical Corporation (1973).

(ii) General Aptitude Test Battery (GATB)

U.S. Employment Service, U.S. Dept. of Labor (1963).

(2) Interest Inventories

These are surveys of tendencies

to prefer a particular type of activity. Three examples

are :-

(i) Kuder General Interest Survey

Chicago:Science Research Associates (1970).

(ii) Minnesota Vocational Interest Survey

New York:Psychological Corporation (1965).
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(iii) Strong Campbell Interest Inventory

Stanford California:Stanford University Press

(1974).

(3) Performance Tests

These are most Often intelligence

tests. Three examples are :-

(i) Otis-Lennon Mental Ability Test

New York:Harcourt, Brace, Jovanovich (1967).

(ii) Stanford-Binet Intelligence Scale

Boston:Houghton-Mifflin Company (1973).

(iii) Wechsler Intelligence Scale for Children-Revised

(W.I.S.C.-R.) New YorkzPsychological Corp. (1973).

The approach of .trait-factor counselors can be

summarized by saying that they attempt to help their

clients assess their strengths and weaknesses, interests

and values in relation to to the characteristics and

skills required for employment in various occupations.

This assistance is Offered during interviews or after the

results of a batch of tests are known.
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Sociological Theories

Other names for the sociological model of career

development have been the 'reality' or 'accident' theory

of vocational choice. In this model attention is given to

the influence of social class membership on occupational

entry and career behavior. Through research it has been

demonstrated that social class membership and gender are

important situational determinants and affect attitudes

towards education and work, the amount and kind of

education and training required and the economic

resources one has to implement career plans. Theorists

using this approach have been Caplow (1954), Miller and

Form (1951), Harmony (1964), McClelland (1970), Hanson

and Fiedler (1973) and Miner (1981).

The central idea behind this approach is that

circumstances in one's environment, beyond the control of

the individual, contribute significantly to the career

choices that one makes, and that the principal task

confronting the individual is the development of

techniques to cope effectively with one's environment.

Proponents of this model suggest that the degree of

freedom of occupational choice one has is far less than

might be at first assumed and one's self-expectations are

not independent Of society's expectations. In its turn,
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society presents occupational opportunities in a manner

O

related to class membership.

An integral phenomenon that is related to

sociologists' belief that circumstances impose choices on

individuals, is that chance plays a major role in

occupational decisions. This suggests that 'being in the

right place at the right time' may be more important with

respect to vocational decisiOns than systematic planning

and vocational counseling. Psychologists such as

Patterson (1973) do not deny that chance has a part to

play in careers but they do not place nearly so much

emphasis on chance as do the sociologists such as Blau

and Duncan (1967).

Membership in a social class both influences and is

influenced by occupational membership. The Study of

Elmstown's Youth by Hollingshead (1949) is a classic

investigation of the role class plays in human

development in general. Several other sociological

studies such as Lortie's 'Schoolteacher' (1977) and

Whyte's "Street Corner Society“ (1981) have pointed out

similar observations. Hollingshead reported that

seventy-seven per cent of Class II youths aspired to

professional careers, whereas only seven per cent of

Class V youths had similar high aims.

Havighurst (1964) showed how the values in the home,
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the adult models available and identified with, the

differential rewards of work versus play, for enterprise

versus academic achievement, all contribute to the

production of a given individual and his career pattern.

Huxley's “Brave New World" (1946) portrays a fictitious

world where each individual is trained for his place in

society. At the other extreme, Young's 'Rise of the

Meritocracy' (1961) is a satirical characterization of

life in a culture where people 'rise to the tOp'

exclusively on the basis .Of their talents, without

advantages due to family connections, money or irrelevant

personal characteristics. One could say that western

society lies somewhere between these two extremes.

A comprehensive analysis, by Blau and Duncan (1967),

of many sociological factors that are influential in

determining occupational entry and careers in the U.S.

raised the fundamental question of, "what determines a

man's occupation?" Their answer was simply," his social

beginnings because the lower one is at the beginning, the

more likely he is to move up the socio—occupational

scale.“ They did however, also draw further, more complex

conclusions that in many ways agree with Lipsett (1962)

and Sewell & Shah (1968) in that variables such as sex,

race, marital status, father's occupation, family income,

family status, family place of residence, all interact

with significant variables and have an effect not only on



59

Opportunities, but also training and preparation.

Besides the afore mentioned researchers others [such

as Seigel (1978) have demonstrated that social class

membership and sex are important determinants that affect

attitudes towards education and work. More recently

writers have become interested in the effects of one's

ecology on one's career development. It is suggested by

sociologists such as Katz (1980) that economic,

geographic and climatic factors are important

contributors to the situational context within which

career decisions are made. Related to this area, and the

more specific topic of cross-cultural studies of

occupation, are the works of Margaret Mead (1953), Ruth

Benedict (1946) and Anne Roe (1964).

In a recent study by Fottler and Bain (1980) related

to early environmental experiences they concluded that

almost no students with low high-school aspirations

eventually pursue high-level careers. Initial high

expectations seem necessary, if not sufficient,

cOnditions for following ambitious and coherent careers.

Complementary to this is work carried out by Seigel

(1978) who gave the example that future physicians tend

to conceive of their career early; during their early

teens, selecting high-school courses and college programs

with at least some consideration to their relationship to
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a medical career ten to fifteen years 'down the road.‘ In

contrast, most manual laborers never plan for such

positions, but just take whatever is available.

Both McClelland's (1970) study of motivation, which

focuses upon three needs : achievement, affiliation and

power and also the work of Hanson and Fiedler (1973)

dealing with how the relationship between work and the

satisfaction of needs varies with the people involved,

are corollaries to the sociological approach. Following

these fields of study, Miner (1981) recently reviewed the

research on the aspirations of young people over the past

twenty years and reported that the drive to lead,

exercise power and serve as executives has markedly

declined since the nineteen sixties.
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Self-Concept or Developmental Theories

Although this approach is mostly known as the

Self-Concept Model, it is the intertwining of

developmental theory along with self-concept theory into

one approach. The name associated with this model is

Super (1957) but this model dates back to earlier works

by Buehler (1933) and Samler (1953) on one approach, and

client-centered counselors of the Carl Rogers' School on

the other.

Self-concept is a composite of numerous

self-percepts and is a hypothetical construct

encompassing all the values, attitudes and beliefs

towards one's self in relation to one's environment. The

self-concept influences and to a great degree determines

perception and behavior. The self is what the person is.

One's conception of self is of fundamental

importance in determining perception of one's world and

behavior in that world. It is necessary for the career

counselor to help develop a positive self-concept in his

client. At the center of the self-concept approach are

the postulates that :-

(1) one develops more clearly defined self-concepts as

one grows older; although these vary to conform with the

changes in one's view of reality;
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(2) one develops images of the occupational world which

one compares with one's self-image in trying to make

career decisions and

(3) the adequacy of one's eventual career decision is

based on the similarity between one's self-concept and

one's vocational concept of the career one eventually

chooses.

Super puts forward the proposal that a person

strives to implement his self-concept by choosing to

enter the occupation he sees as most likely to permit him

self-expression. He also suggests that the particular

behaviors a person engages in to implement his

self-concept vocationally are a function of the

individual's stage of life development. As one matures,

his or her self-concept becomes stable. The manner in

which it is implemented vocationally, however, is

dependent upon external conditions. Therefore, attempts

to make vocational decisions during adolescence take on

different forms than those made during late middle age.

Super believes that diverse vocational behaviors are best

understood by viewing them within the context that

changing demands of the life-cycle have an effect on the

shape of attempts to implement a self-concept.‘

More recent researches have been carried out on this

approach by :- Crites (1978), Miller and Krumboltz
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(1978), and Wexler and Rice (1974).

Vocational Choice and Personality Theories

The general hypothesis that joins these theories in

this last category is that people select their jobs

because they envisage potential for satisfaction of their

needs (McCall & Lawler, 1976) and (Mitchell,l978). A

natural consequence of the above general hypothesis could

be that exposure to a job slowly modifies one's

personality characteristics so that, for example, lawyers

gradually become like one another; if indeed they were

not similar in personality to begin with.

In the personality-in-career theories the ideas

range from elaborate lists of needs inherent in the

process of vocational choice (Happock,l957) also

(Super,l974), and the detailed personality types for

career areas as described by Holland (1967), to the

assorted empirical researches of Small (1953), Schaffer

(1953) and Roe (1957).

Roe's theory typifies the personality-in-career

approach. In her theory she purports that everyone

inherits a tendency to expend his or her energies in some

particular way. This innate predisposition towards a

manner of expending 'psychic energy, combined with

childhood experiences, molds the general style one
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develops to satisfy one's needs throughout one's life.

This resulting style has specific and major implications

for one's career. The relationship between the genetic

factors and early childhood experiences on the one hand,

and vocational behavior on the other is made explicit in

Roe's theory.

Gardner Murphy's concept of canalization of psychic

energy, and Maslow's 'Needs Theory," plus the idea of

genetic influences on vocational decisions are explicitly

interwoven in the personality-in-career theories.

According to the needs reduction approach to career

development, a hungry man will take any job that he can

get so as to obtain money enough for food. Once the need

for food has been reduced he will look for another job

which Offers the potential of satisfying other physical

and psychological needs. (Hoppock,1957) This approach has

led industrial psychologists and vocational psychologists

to show an interest in assessing job satisfaction in

relation to a number of variables. Controversial among

these theories is Herzberg's “Two-Factor Theory" (1966)

in which he postulates that two sources of job

satisfaction exist, corresponding to intrinsic and

extrinsic events. Herzberg suggests that certain

'hygiene' satisfier dimensions exist whose presence is

essential to, but not sufficient for, job satisfaction.
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Recent Trends

During recent years career counselors have turned

their attentions not only to the aspects of career

counseling for adolescents but also to long-term career

planning for administrators and to organizational career

development. In their article, "Career Development: An

Integration of Individual and Organizational Needs,"

Alpin and Gerster (1978) suggest that the design and

successful implementatiOn Of a career development program

require a considerable investment of time and money, but

the 'pay-Off' can be high for both the organization and

for the employees. Hoy, Buchanan and Vaught (1981)

recommend a procedure for getting more from management

development programs. Their procedure involves

participants auditing their own performance both before

and after the program. According to Tuskie (1982) the

ultimate reason for offering management development

within organizations is to improve managers' attitudes,

_knowledge and skills to ensure the organization's

survival, growth, planned financial results and its

ability to adapt to changing circumstances.

Gould's Career Planning Model (1979), as shown in

Figure One, is one of many similar models that have been

developed during the seventies and early eighties. It has
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cyclic simplicity and also a background of research to

support it. In this study Gould investigated the

characteristics of employees of a large public

organization who reported that they had developed a plan

for their career and a strategy for achieving the plan.

Analysis revealed that individuals with the most

effective careers reported more extensive career

planning. Individuals higher in career effectiveness

dimensions such as salary, career involvement, identity

resolution and adaptability also reported more career

planning. It was shown that individuals with higher

education had a greater number of career opportunities

and hence a greater need for career planning. Other

groups who were identified as of in greater need for

career planning were individuals with two to ten years in

an organization (the advancement stage) or in the age

bracket of thirty to forty years (the stabilization

stage). In the study it was also identified that some

executives allow the work environment to determine the

course of their careers, and others just do not seem to

perceive the need for career planning. To some degree

Gould's model is supported by Hall (1979) who pointed out

that career oriented people have longer time perspectives

and a sense of direction with respect to career planning.

In his article 'The Career Planning Process," Leach

(1981) identifies four underlying factors essential to
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any career planning :- direction; career time;

transitions and outcomes.

The model for career growth as devised by Hall and

Hall (1979) is another cyclic model (see Figure Two). It

starts with the organization adapting some of the ideas

from Management by 'Objectives and setting the employee

some challenging job goals. As in M80, these job goals

are discussed before hand and the employee -comes to a

mutual agreement with his or her supervisor that although

challenging, these goals are within the capability of the

worker. Then with guidance and support from the

supervisor and extra effort from the employee there is an

increase in performance. One of the key concepts

incorporated in the model at this next stage is feedback

with positive reinforcement. This leads to positive

psychological success and heightened self-esteem on

behalf Of the worker which in turn leads to even greater

involvement in the organization. At this stage the model

becomes cyclic and it is necessary to have qualified

career guidance counseling to ensure that the worker does

not prematurely peak out, that the challenging job goals

do not outstrip the abilities of the employee, or that

the employee's expectations of realizing career goals do

not get raised beyond that which the organization is in a

position to fulfill.



S
U
P
P
O
R
T

F
E
E
D
B
A
C
K

 

C
H
A
L
L
E
N
G
I
N
G

J
O
B

+
E
F
F
O
R
T

k
P
E
R
F
O
R
M
A
N
C
E

4
A
k

P
S
Y
C
H
O
L
O
G
I
C
A
L

r
'

7
’
—

j
O
A
L
S

S
U
C
C
E
S
S

69

 Y
I
N
V
O
L
V
E
M
E
N
T
<

S
E
L
F
-
E
S
T
E
E
M

C
O
U
N
S
E
L
I
N
G

  

F
i
g
u
r
e

T
w
o
:
-

C
A
R
E
E
R

G
R
O
W
T
H

C
Y
C
L
E

(
H
a
l
l

a
H
a
l
l
.

1
9
7
9
)



70

Erikson's model of life's stages (1964) described

general fundemental developmental phases, problems and

their resolution. These were adapted by Levinson (1978)

to a person's career :-

Career Phases

Ages 16-22 :- Pulling up roots .......... education and

first job

Ages 22-29 :- Provisional Adulthood.....develop ties with

profession

Ages 29-32 :- Transitional Period ....... worry about

progress

Ages 32-39 :- Settling Down...... ...... .career oriented

Ages 39-43 :- Mid-Life Crises... ........ mobility declines

Ages 43-50 :- Re-establishing/Flowering ....... deepening

relationship with organization at present

level.

Later, Katz (1980) recast these ideas in terms of

three concerns and longevity stages as shown in Figure

Three on the following page. In the first stage

(socialization) young workers discuss their job reality;

they establish an identity, determine organizational
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norms, build social relationships, learn expectations of

superiors and prove their ability to contribute. After

success in the first stage, concern about influence

emerges in the second stage (innovation). The individual

shows concern to be assigned challenging work, gain

visibility, improve skills, enlarge scope and influence

the organization. Finally, after power and status have

been gained, maintenance and consolidation become

important in the third stage (adaption). Here efforts may

be made to routinize activities, protect personal

autonomy, minimize one's vulnerability and perhaps

'mystify' one's skills.

In the 'Career Planning Program' designed by Walker

(1978) the emphasis is on producing more realistic

employee expectations as opposed to raised employee

expectations. Through career guidance counseling as part

of a management development program Walker maintains that

more realistic employee expectations can be brought about

by (l) clarified supervisory roles, (2) more effective

use of personnel department organizational systems and

(3) enhanced personal career planning capabilities. These

more realistic employee expectations then bring about

strengthened career commitments and the development of

action plans to bring these about. The end-product is to

the mutual benefit of the organization and the manager,

producing (1) enhanced performance, (2) improved
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retention and (3) improved utilization of talent.

The potentially negative side of management

development programs is also indicated in Walker's model.

By raising employee expectations beyond a realistic level

there can be developed (1) a burden on supervisors, (2) a

strain on the system and (3) increased personal anxiety.

These states are likely to bring about disappointment and

reduced commitment, which in turn produces (l)

organizational disruption, (2) diminished performances

and (3) increased turnover.

A spin-off of the concept of chance and being in the

right place at the right time, in conjunction with the

time-honored aphorism of 'the old-boy network,‘ is the

modern trend of 'mentoring.‘ Formalized mentoring

programs, as part of career development, have become

popular in the past five or six years (Phillips-Jones,

1983) and the federal government has been leading the way

by experimenting with mentoring programs for at least ten

years. Instead of waiting for prospective mentors and

mentees to find one another on their own, formal

mentoring programs provide a vehicle for managers to link

up with appropriate partners.

In the private sector, structured mentoring programs

have been established in such corporations as Jewel

Companies, ATaT, Glendale Federal Savings and Loan,
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Hughes Aircraft and Merrill Lynch. (Phillips-Jones, 1983)

The evidence put forward by Linda Phillips-Jones suggests

that in the private and the public sectors formalized

mentoring can work provided certain elements are in

place. Her review of several mentoring programs revealed

ten features critical for sucess :-

(1) ensure that top management supports the

mentoring program;

(2) make the mentoring program part of a

larger career development or management

training effort;

(3) insist that participation in the

mentoring program be voluntary;

( ) keep each phase of the program short;

(5) select mentors and mentees carefully;

(6) provide an orientation for mentors and

mentees;

(7) allow mentors 'structured f1exibility;'

(8) be prepared for potential challenges;

(9) build in a monitoring system and

10) start small and ensure that the initial

effort is successful. (5)

This researcher has focussed on a review of

literature from the field of career counseling which will

be utilized in the analysis of the data collected by the

use of the methodology described in the following

chapter.

After collating the data in chapter four and

analysing those data in chapter five, this researcher had

concluded that the set of theories that were most

applicable to this study and most helpful in leading to
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proceed through their careers was the Sociological

Theories of career development. This was because the

researcher concluded that informal mentoring, chance,

gender, being in the right place at the right time and

networking proved to be important factors in the

development of the careers of the fifty-six overseas

school administrators included in this study. These.

factors correlate closely with the ' 'reality' or

'accident' theory of vocational choice where attention is

given to the influence of social membership on

occupational entry and career behavior.

A concept that is central to the sociological model

is that circumstances in one's environment, beyond the

control of the individual, contribute significantly to

the career choices that one makes and that the principal

task confronting the individual is the development of

techniques to cope effectively with one's environment.

The researcher will show that the common use of

networking is a technique that many of the fifty-six

overseas school administrators used to cope effectively

with their environment with respect to their careers.

An integral phenomenon that is related to

sociologists' belief that circumstances impose choices on

individuals, is that chance plays a major role in

occupational decisions. This suggests that 'being in the
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right place at the right time' may be more important with

respect to vocational decisions than systematic planning

and vocational counseling. It will be seen from the data.

that chance was certainly an important factor in the

career-trails of the fifty-six overseas school

administrators included in this study.

It is important to remember, however, that none of

the theories of career development reviewed in this

chapter 'stand on their own' and it is this researcher's

contention that the other theories, besides the

Sociological Theories, are also useful in fully

understanding the career development of the fifty-six

overseas school administrators studied in this research.
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CHAPTER THREE

DESCRIPTION OF RESEARCH METHODOLOGY

The collection of the research data for this study

was accomplished by the use of field research techniques

during a trans-globe journey which involved the visiting

of twenty-six overseas schools at thirteen sites in East

and South East Asia, Malaysia, Indonesia, Asia, The

Middle East and Europe. At the aforementioned twenty-six

overseas schools the researcher interviewed (see Appendix

E for interview questions) and administered

questionnaires (see Appendix F for sample of blank

questionnaire) to forty-four administrators; a further

twelve overseas school administrators were surveyed at

the European Council of International Schools (ECIS)

November Conference in Rome. The actual research trip

lasted eighteen weeks from late August 1983 until late

December 1983, although the planning of the itinerary and

schedule, plus the identification of specific sites to be

visited were initiated in the preceding spring.

79
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The maxim of "ensuring that one puts the horse

before the cart' is not difficult to understand, nor in

most situations during one's life is it too complicated

in its application. The problem which is usually of

concern is,"which is the horse and which is the cart?"

The problem that this researcher was faced with, was

whether to select the specific overseas schools first and

then work out a feasible itinerary, or visa versa? With

the aid of an atlas plus A/OS Fact Sheets and also

information from the handbooks of ISS and ECIS, the

researcher selected a geographical area encompassing an

ellipse from S.E.Asia to Europe that had a high density

of overseas schools. Then in early spring of 1983 an

introductory letter (see Appendix B) was sent to more

than sixty overseas schools that were within the selected

area and fitting the criteria of being :- (1) an English

medium school; (2) an American, British or International

school and (3) not a DoDDS or Missionary school.

The response was overwhelming and inside of eight

weeks a large proportion of those overseas schools had

answered the researcher's initial letter with a positive

reply. It then took another six weeks of continuous cross

referencing the various permutations of flight schedules

from major airline companies to formulate a workable
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itinerary that would enable the researcher to visit the

maximum number of overseas schools practicable, within

the geographical area concerned and within a feasible

time-frame. By the end of July 1983 the administrators of

the thirteen chosen sites had been notified by' letter

(see Appendix C) of their inclusion in the research

project.

A researcher does not have to use random sampling

techniques when using field research methods. Glaser and

Strauss (1967) go as far as to say :-

. . . any discussion about whether survey

data are better than field data is usually

meaningless. Often the researcher is forced

to obtain only one kind and when theory is

the objective, both kinds are useful. Only

under particular conditions of a group which

allows both, does the question arise :-

'which method would give the best data on

the information desired?‘ The answer is

technical, not doctrinaire. (1)

When choosing a statistical sample, adequacy is

judged on the basis of techniques of random sampling in

relation to the social structure of the group sampled. In

field research, the adequate theoretical sample is

appraised on the basis of how abundantly and

heterogeneously the analyst chose the group for

saturating categories according to the type of theory

that is wished to be developed. The field researcher need

not combine random sampling with theoretical sampling
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when setting forth relationships among categories and

properties. It is assumed that people are reasonable and

therefore if the relationship among categories and

properties holds for one group under certain conditions,

then they will probably hold for other groups under

similar conditions. Glaser and Strauss explained a

further difference between theoretical and statistical

sampling is that '. . . the sociologist must learn when

to stop,“ (2) when using the latter sampling technique.

The field researcher should stop when he becomes

confident that considerable saturation of categories has

occured in many groups, to the limits of his data. That

is, as Glaser and Strauss so aptly put it, '. . . his

theory is approaching stable integration and dense

development of properties.“ (3) On the other hand, the

researcher using statistical sampling must continue with

data collection no matter how much saturation he

perceives.

When considering the planning and undertaking of an

extensive trans-globe research trip one has to consider

many variables and contingencies. Not least among these

is a balance between one's welfare and one's finances. To

this end the researcher planned the itinerary of the trip

in such a way as to allow time for acclimatization at the

beginning of the trip, in the tropics; a two-week respite

half-way through the trip and a family vacation at the
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end of the trip prior to returning to the United States

in order to complete the analysis of data and write this

dissertation. In this manner the researcher and wife

suffered no ill effects from the arduousness or length of

duration of the trip, nor from the continued changes of

climate. Orientation at a number of the thirteen sites

was facilitated by the researcher having accommodation

arranged in advance with acquaintances. For example the

researcher arrived at the first site one week before the

overseas schools in that area commenced the new school

year and received accommodation with a host—national

family whose two daughters had been taught by the

researcher during his sojourn in an Eastern European

country. Those initial seven days with friends gave the

researcher the opportunity to recover from the combined

effects of 'jet-lag,‘ 'culture-shock,‘ and the extreme

change in climate from the temperate 70's to the humid

and tropical 90's. As a seasoned world traveller, the

latter combined effects were minimal on the researcher,

but even so, the researcher believes that the initial

week's acclimatization had a long and very beneficial

influence on the facility of the research trip.

At the third site accommodation was received from

another acquaintance who, along with her husband were

expatriate sojourners in that country. This third site

was very important logistically in that it acted as the
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hub-center from which the researcher travelled out to,

and returned from, four other sites over a period of six

weeks. Using. the acquaintances' apartment as a

'safe-base' to leave clothes and extra blank

questionnaires, the researcher was able to 'travel light'

to ten other overseas schools at four other sites in the

region of Malaysia and Indonesia. The 'safe-house'

apartment was within easy reach of a major airport and it

was extremely reassuring for the researcher to know that

there was somewhere prearranged with facilities to catch

up on the washing of linen and general. welfare

maintenance. The fact that the researcher's acquaintance

was an overseas school administrator who was well known

in that region facilitated access to other neighboring

overseas schools.

The researcher achieved the aim to have all

interviews transcribed before moving on to the next site

but at this half-way stage in the research trip

enthusiasm and perseverance were beginning to wane.

Conveniently enough, although by design, the researcher

and wife were at this point only a short flight from

Borneo where their brother-in-law was an expatriate

anesthesiologist on contract to the Sultan of Brunei. A

two-week respite with the researcher's relatives enabled

”batteries to be charged" and proffered the prearranged

opportunity to interview administrators of four nearby
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overseas schools.

Duly invigorated by the fourteen-day sojourn in

Borneo the researcher proceeded via three more sites to

Italy where by co-ordinated timing an additional twelve

overseas school administrators were made accessible by

their attendance at the ECIS November Rome Conference.

The fact that there are more than fifteen overseas

schools in Home made that ancient capital an ideal

eleventh site. Fortune was with the researcher up to the

very end of the trip because even though the country of

the twelfth site was undergoing a general strike, the

data collection process was made possible and expedited

by the timely arrival of the researcher's father-in-law

(who is a host-national of that country), which made

transportation readily available in the absence of public

transport, taxis, telephone and postal services. It would

have been impossible to collect data from the three

dispersed overseas schools in the country of the twelfth

site without the fortuitous coincidence of a large family

gathering for a wedding anniversary which mandated the

researcher's father-in-law's attendence.

The timing for arrival at the thirteenth, and final

~site, was planned to coincide with the week before the

school closed for the Christmas vacation and as this site

was in the researcher's home country it meant Christmas
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could be spent reunited with family before returning to

the United States to complete this dissertation. The

planning, co-ordinating and scheduling of this itinerary

took several months to arrange but it was executed with

the minimum of hitches and it enabled the researcher

access to administrators from the very beginning of the

East Asian overseas schools' fall term, right up to the

last week of the European overseas schools' autumn term.

To a limited extent, each week had its own routine

to be accomplished. Travel was restricted, wherever

schedules permitted, to flying in and out of each site at

weekends so as to have Sundays for orientation and then

Mondays through Fridays were left free for research data

collection at the local overseas schools. This was

supposed to have been a 'fool-proof' system that would

allow a minimum of five work-days per week at each site

and any spare days were to have been used for the

transcribing of interviews. However, at the third, fourth

and fifth sites, on consecutive weeks, the researcher

arrived to find that the schools in those locations had a

planned one day national holiday of some description

which increased the pressure to collect the research data

on the remaining four days. As the situation

materialized, this did not create such a big problem as

one might have expected because the researcher was housed

with administrators at each site; therefore during



87

holidays and at weekends the researcher had the

opportunity to discuss the research project with those

administrators.

Early each week it was necessary to telephone ahead

to the next site to check that the administrators there

were still prepared to participate in the study and to

enquire about accommodation and arrangements for being

met on arrival at the airport. This was necessary because

in some cases the last communication between the

researcher and the school had been over three months

prior to the researcher's arrival. The routine also

included a mid—week re-confirmation of the next flight on

the schedule. The journey went according to plan bar one

slight hitch when the researcher was stranded in the

deserts of The Middle East, but after a couple of

telephone calls to the researcher's travel agent in the

United States and an overnight dash across the desert by

taxi everything was back on schedule. It is heartily

recommended that one have a good travel agent working on

one's behalf.

Due to the kindness and hospitality of the overseas

schools administrators who took part in this study and

the expatriate communities that they serve, the

researcher had only to find accommodation at one site and

had only to take taxis from three airports during the
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whole trip. On one occasion an administrator drove out to

the national airport at three o'clock in the morning to

meet the researcher. After a two hour drive back to the

city the administrator only had a couple of hours sleep

before his school started at 7.15 that morning. Although

it was a Saturday the overseas schools in that region

were obliged by Islamic Law to have their 'weekends' on

Thursdays and Fridays. Consequently Saturdays were the

beginning of the weeks. On the rare occasions that the

researcher needed to take a taxi from the airport, only

the minimum of USS were exchanged at those airports'

'bureaux-de-change' as it has been the researcher's

experience that as a 'captive audience' travellers are

given a very poor rate of exchange at ports of entry. A

much better rate of exchange is given downtown at the

major city banks.

On the first business day of each week the important

initial task was to become known and accepted by the host

administrative team and the faculty. This was not

difficult and it has been this researcher's observation

that overseas school communities enjoy having visitors.

Most of the schools had sent out 'flyers' to the faculty

and parents the week prior, announcing the researchers'

forthcoming visit, but even so the researcher went to

great lengths to explain to the faculties the

non-threatening and non-judgemental nature of the
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research project. The methodological procedure varied

from site to site to the extent that at some schools the

chief administrator had scheduled an introductory meeting

for the researcher to meet with the administrative team,

while at other schools the researcher was left to make

the arrangements. The latter method was not so efficient

as it entailed repeating the same background introduction

several times over.

After introductions had been made, questionnaires

distributed to the administrative team and interview

schedules arranged, the researcher had the unenviable

task of making contact by telephone, sometimes 'right out

of the blue,' with other administrators of neighboring

overseas schools that were within a one day return

journey, and 'pleading the case' for permission to call

over for an interview. Very often this process was

expedited by the chief school administrator who was the

researcher's site host, initiating the telephone call and

making the introductions. This is an example of the

'network' that exists among overseas school

administrators; even though the nearest overseas school

can be hundreds of miles away they are neighbors in the

overseas schools 'loosely-coupled' informal system and

the network is active. The routine became easier with

practice and the researcher became more confident in

using the network. Also some of the adjacent overseas
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schools that the researcher had known about prior to the

trip had been contacted by mail from the United States in

the spring and they had agreed to participate in the

study even if not to the extent of hosting the

researcher; on the other hand the existence of some of

the neighboring overseas schools came as quite a surprise

to the researcher who did not hesitate to add any 'bonus'

to the anticipated pool of potential data.

The researcher experienced very few problems during

the trip; none of which were insurmountable. One expected

difficulty, which did not materialize, was the planning

of meals. The researcher has a healthy appetite and has

never refused a dish, be it snails, octopus, sea-weed, or

goats cheese. The potential problem was not, I'what to

eat?" but “where and when to eat?" Thanks to the

previously mentioned generosity of the expatriate and

host—national communities overseas the researcher ended

up being more concerned with the extra calories consumed

that produced sixteen pounds increase in weight.

After questionnaires had been given out to

administrators at the beginning of each time period spent

at any site the interviewees had several days to focus

their thoughts on the research topic before the in-depth

interview which took place later in the week. This

procedure meant that the researcher could read through
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completed questionnaires before the interviews and then

have any ambiguities clarified during the interview

session.

This researcher attempted to standardize and

routinize the data collection process by the use of

predetermined interview questions (see Appendix P) so

that the same area of topics were covered during each

interview. This procedure enhanced the researcher's

ability to encourage the interviewees to refrain from

digressing. The in-depth interview questions were

selected so as to provide a 'richness' of data that

reflected the experiences of the administrators

appertaining to their careers. Each interviewee was given

a consent form (see Appendix D) and understood that they

were participating voluntarily. Even though the

interviews were being tape-recorded, they were free to

discontinue their participation at any time without

penalty. The interviewees were not asked to choose a

particular response but were encouraged to respond

freely. The researcher transcribed each taped interview

within twenty-four hours of each interview when details

could be recalled fresh from memory.

It took considerable stoic self-discipline on the

researcher's part to ensure that each recorded interview

was transcribed before moving on to the next site; but
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this procedure was maintained even though time was at a

premium due to the demands of orientation, travelling to

neighboring overseas schools and also the researcher

teaching some substitute lessons for administrators at

sites where the interviewee was carrying a teaching-load.

This gave those administrators some extra free time to

compensate for the time taken to answer the questionnaire

and participate in the interview. On a number of

occasions where time was very tight the researcher had to

resort to doing the final transcription on the inter-site

flight using headphones and running the tape recorder on

batteries.

One practical note of interest is that the

researcher never let the completed research

questionnaires or transcriptions of the interviews out of

sight. The research papers were carried by the researcher

at all times; they were never allowed to go in the

luggage hold of any aircraft and they were placed under

the mattress every night. This might seem extreme

behavior but the reasoning was two-fold :- (l) to ensure

that the researcher finished the trip with the data to be

analysed; (it might be expensive to replace a suitcase of

clothes lost in flight, but it would be impossible to

replace lost research data collected at a given time and

place) and (2) a high priority was the protection of the

research subjects' anonymity. Administrators of overseas
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schools whose students include the dependents of

ambassadors, diplomats and influential top executive

businessmen are at risk, especially in today's climate of

international terrorism. The researcher has interviewed

administrators whose telephones have been 'tapped' and

others who have been approached with bribes for

derogatory information about students who have been

dependents of important people. Researchers have a prime

responsibility to protect their subjects and not allow

research data, that might be used in coersion or

blackmail, to get into the hands of a third party.

Anonymity is a major consideration on the subject's

consent form. See Appendix D.

Two further practical preparations were completed

prior to the commencement of the research trip and

facilitated the comparative smooth-running of the

project. One was of a utilitarian nature and the second

was of importance to the researcher's health and welfare.

Rather than‘ have to borrow a tape recorder at each site,

the researcher decided to carry one throughout the trip.

This posed a practical problem because some countries

have 110 volts AC at 60 cycles per second as in the US,

whereas many other countries have 220 volts AC at 50

cycles per second, as in Europe. Also virtually every

country has a different sized and a different shaped wall

outlet socket. The researcher ventured out on the trip
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armed with a small portable tape recorder, a step-down

transformer (220 volts AC to 110 volts AC), a hoard of

chargeable batteries and a charger that worked off both

220 volts and 110 volts, plus an array of various plugs

and adaptors guaranteed to fit any socket in the world.

As a last resort the researcher was prepared to bare some

flex and use two matchsticks to open unco-operative wall

sockets.

Even equipped with this mountain of paraphernalia

the researcher experienced a high-pitched whine after

recording in one country in the Far East but solved this

problem by purchasing an inexpensive mini-transformer

that changed 220 volts AC to 6 volts DC.

The second of the final preparations that the

researcher completed one month prior to departure was a

series of innoculations against yellow fever, polio,

tetnus, typhoid, cholora, hepatitis, and smallpox, plus a

course of anti-malaria medicines. Because the strains of

malaria protozoan prevalent in Malaysia, Indonesia and

Borneo are extremely virulent, the researcher was advised

to take the common anti-malaria drug plus a sulfur-based

drug for four weeks prior to departure, weekly while in

malaria infested areas and then for a further six weeks

after leaving malaria infested regions. The researcher

followed these precautions with an air of skepticism but
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even after coming in close contact with victims of

malaria, denghi fever, hepatitis, and the common cold,

did not contract any illness throughout the entire

journey. Although the researcher ate numerous meals off

of 'satay' stalls in the East and from street vendors in

Asia, not once were the symptoms of 'Delhi Belli' or

diarrhea experienced.

It is left up to the reader to decide whether the

researcher's lack of malaise was due to 'pure luck' or

due to effective preparations; or perhaps a combination

of the two.

A description of the research data and an analysis

of this data is given in Chapter Four and Chapter Five

respectively. Data from the responses to the sixty-seven

questions on the questionnaire are collated in Chapter

Four and this information has been presented using

descriptive statistics. Each of the original completed

questionnaires was given a code number so that the

respondent would remain anonymous. The 'master key' has

been stored separated from the questionnaires and each of

the completed questionnaires was photo-copied. The

originals were stored safely and then the photo-copies

were cut up so that all the responses to each of the

sixty-seven questions could be easily grouped together.

This process (similar to the method used by Levi Strauss
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and described by De George, 1972) facilitated the

collation of the data and the averaging for the

descriptive statistics.

The transcriptions of the in-depth interviews were

treated in a similar manner to the questionnaires. Each

was coded and photo-copied. The original transcriptions

were stored safely and the photo-copies were cut up so

that all the responses to each of the open-ended

interview questions could be easily grouped to facilitate

the process of content analysis.

The analysis of the data is described in Chapter

Five with reference to the review of literature presented

in Chapter Two.
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CHAPTER FOUR

AGGREGATED DATA FROM QUESTIONNAIRES AND

IN-DEPTH INTERVIEWS

In this chapter the researcher has displayed the

groups of raw data from the completed questionnaires plus

the transcribed interviews and by the use of descriptive

statistics has displayed information with respect to

central tendency and percentages for use in analysing the

common characteristics of the career-paths of the

fifty-six overseas school administrators who participated

in this study. The analysis of these data using the

theories described in the review of literature as a

conceptual framework will be explained in the next

chapter. In order to be able to describe common profiles

and characteristics of the fifty-six overseas school

administrators with respect to features of the career

paths their common responses to the individual questions

on the questionnaire and the interview questions have

been grouped and collated.

98
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These data have been collated from the

questionnaires that were administered to and completed by

fiftyfsix administrators and from the transcriptions of

in-depth, open-ended question interviews with forty-four

of those administrators. The subjects were administrators

of thirty-five overseas schools located in a geographical

area encompassed by an ellipse from South East Asia to

Europe.

Administrators' Nationality, Gender, Title and Age

As shown in Table l. the majority of the overseas

school administrators who took part in this research

project were American citizens; sixty-six per cent were

Americans. The second largest national group consisted of

British citizens; twenty-nine per cent were British.

There were only three administrators who were neither

American nor British :- one was an Australian; a second

was a Frenchman and a third was a Dutchman. Together

these last three constituted five per cent of the

subjects surveyed.
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Table 1.: Nationality of Administrators.

Number Per Cent

U.S.A.................. ..... .......37 66.1

British............................16 28.6

Australian......................... 1 1.8

Dutch..;........................... 1 1.8

French............................. 1 1.8

Eighty-six per cent of the members of the

administrative teams in the survey were male. Fourteen

per cent were female. Of these eight females four were

chief administrative officers, which represents seven per

cent of the total research sample. These four female

chief administrative officers had arrived at their

respective location by a variety of avenues :- the first

was on site accompanying her expatriate sojourner

husband; the second had originally arrived on site

accompanying her host-national husband but subsequently

had been divorced and she was the proprietor of the

school; the third had been on site for a considerable

number of years accompanying aged retired missionary

parents and the fourth was administering a one room

school house.

Fifty-three per cent of the subjects involved in the

research held the position of chief administrative

officer and had the title of either Superintendent

(19.6%), Headteacher (23.2%) or Director (10.7%).



101

Eighty-seven per cent of the chief administrators within

the sample were male; thirteen per cent of the chief

administrators were female. See Table 2.

The other forty-six per cent of the administrative

teams that took part in the research had the titles of

either Deputy Headteacher (5.4%), High School Principal

(12.5%), Middle School Principal (7.1%) including one

female, Elementary School Principal (12.5%), Counselor

(5.3%) including one female or Curriculum Coordinator

(3.6%), both females.

Table 2.: Administrative Position Now Held.

MALE % FEMALE: % TOTAL: %

Superintendent...........(1l) 19.6 - - (11) 19.6

Headteacher.........-....(10) 17.9 (3) 5.4 (13) 23.2

Director................. (5) 8.9 (1) 1.8 (6) 10.7

Deputy Headteacher....... (3) 5.4 - (3) 5.4

High School Principal.... (7) 12.5 - - (7) 12.5

Middle School Principal.. (3) 5.4 (1) 1.8 (4) 7.1

Elementary Principal..... (7) 12.5 - - (7) 12.5

Counselor................ (2) 3.6 (1) 1.8 (3) 5.4

Curriculum Coordinator... - - (2) 3.6 (2) 3.6

Total....................(48) 85.6 (8) 14.4 (56)100.0

The average age of the overseas school

administrators on the administrative teams taking part in

this research was forty-four years and as can be seen

from Table 3., the median age was forty-four years. A

graph drawn from these data would be bimodal and would
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have a slight positive skew which would be brought about

because the largest mode of sixteen being positioned at

the thirty-six years to forty years age range.

There was a tendency for the median and average ages

of the chief administrators (i.e., superintendents,

headteachers and directors) to be greater than those of

the subordinate administrators such as deputy

headteachers, principals, counselors and curriculum

coordinators. The average age of the chief administrators

was forty-seven years and the median age for that group

was forty—seven years. The average age for the

subordinate administrators was forty-one years and the

median age for that group was forty years.

Table 3.: Administrator's Age.

Age Range Number Per Cent

3lyrs.-35yrs. 5 8.9%

36yrs.-40yrs. 16 28.6%

4lyrs.-45yrs. 11 19.6%

46yrs.-50yrs. 14 25.0%

Slyrs.-55yrs. 4 7.1%

56yrs.-60yrs. 5 8.9%

61yrs.-65yrs. 1 1.8%

Mean Age = 44.3yrs.

Median Age a 44.1yrs.
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Administrators' Academic Background, Training and

Pedagogical Experience

There was a tendency for the administrators to have

taken art subjects (a ratio of thirty-four: to fifty—six,

which is sixty-one per cent; 34:56;‘ 61%) in high school

rather than science (13:56; 23%), math (3:56; 5%) or

languages (5:56; 9%). This tendency was reflected in the

data with respect to the major area of the

administrators' first degree :- arts (30:56; 54%);

science (9:56; 16%); math (5:56; 9%); languages (6:56;

11%); social sciences (2:56; 4%) and elementary education

(4:56; 7%).

The background' and training of the overseas school

administrators was reflected in the subjects that they

had taught during their teaching experience :- arts

(21:56; 38%); science (11:56; 19%); math (6:56; 11%);

languages (6:56; 11%); elementary education (11:56; 19%)

and physical education (1:56; 2%). One administrator had

been a full-time physical education coach but seven

others (i.e., thirteen per cent) responded that they had

taught physical education as a subsidary subject and

seventeen other administrators (i.e., thirty per cent)

responded that they had been involved with coaching an

extra curricular activity.

The highest academic qualification held by
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twenty-two administrators (i.e., thirty-nine per cent) at

the time they first attained an administrative position

was a Bachelor's Degree. When this class of twenty-two

was subdivided into administrators with Bachelor's of

Arts and those with Bachelor's of Science, the ratio of

seventeen BA to five BS reflected the tendency outlined

earlier for the overseas school administrators to have

had an academic background in the field of arts. The

highest academic qualification held by thirty-two

administrators (i.e., fifty-seven per cent) at the time

they first attained an administrative post was a Master's

Degree. Two of the overseas school administrators (i.e.,

four per cent) had Doctorates at the time they first

attained an administrative position.

As can be seen from Table 4. the average age when

the overseas school administrators first attained an

administrative post was thirty-three years; the median

age when the overseas school administrators first

attained an administrative position was thirty-three

years.
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Table 4.: Age When Attained First Administrative Post.

Age Number Per Cent

21yrs.-25yrs. 4 7.1%

26yrs.-30yrs. 17 30.4%

31yrs.-35yrs. 21 37.5%

36yrs.-40yrs. 8 14.3%

41yrs.-45yrs. 4 7.1%

46yrs.-50yrs. l 1.8%

51yrs.-55yrs. l 1.8%

Mean = 32.8yrs.

Median = 32.9yrs.

On average the overseas school administrators taught

for eight years before attaining an administrative

position; the median length of teaching experience before

attaining an administrative post was seven years. See

Table 5.

Table 5.: Teaching Experience Before First

Administrative Position.

Years Teaching Number Per Cent

lyr. - 2yrs. 3 5.4%

3yrs.- 4yrs. 13 23.2%

5yrs.- 6yrs. 12 21.4%

7yrs.- 8yrs. 10 17.9%

9yrs.-10yrs. 4 7.1%

llyrs.-12yrs. 4 7.1%

l3yrs.-14yrs. 5 8.9%

lSyrs.-16yrs. 2 3.6%

l7yrs.-18yrs. 3 5.4%

Mean - 7.6yrs.

Median = 7.1yrs.

Sixty-eight per cent of the overseas school

administrators had no coaching experience before
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attaining an administrative position. Of the thirty-two

per cent who did have coaching experience before

attaining an administrative position they coached on

average for four years but the overall average for the

fifty-six administrators was one year. The median was

point seven of one year. See Table 6.

Table 6.: Years Coaching Before lst. Administrative Post.

Years Coaching Number Per Cent

Zero years 38 67.9%

lyr. - 2yrs. 10 17.9%

3yrs.- 4yrs. 1 1.8%

Syrs.- 6yrs. 5 8.9%

7yrs.- 8yrs. - -

9yrs.-10yrs. l 1.8%

llyrs.-12yrs. - -

13yrs.-14yrs. l 1.8%

Mean = 1.2yrs.

Median = 0.7yrs.

Seventy-three per cent of the overseas school

administrators had no occupational experiences other than

teaching or coaching before taking on an administrative

position. On average, those twenty-seven per cent that

did have other occupational experiences such as

counseling, curriculum development or an occupation

outside of pedagogy, spent six years at those other

occupations before taking up an administrative post. This
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average drops to two years of occupational experience

other than teaching and coaching when one considers all

the fifty-six overseas school administrators.

Administrators' Experience Before Going Overseas

Sixty-four per cent of the overseas school

administrators had no previous administrative experience

before going overseas. For the thirty-six per cent that

did have administrative experience before going overseas,

the average was five years of administrative experience.

The average for all fifty-six administrators was two

years of administrative experience before going overseas.

As can be seen from Table 7., the median is point seven

of a year administrative experience before going

overseas .

Table 7.: Administrative Experiece Before Going Overseas.

Years Admin. Number Per Cent

Zero 36 64.0%

lyr. - 2yrs. 6 10.7%

3yrs.- 4yrs. 8 14.3%

5yrs.- 6yrs. 2 3.6%

7yrs.- 8yrs. - -

9yrs.-10yrs. l 1.8%

11yrs.-12yrs. l 1.8%

13yrs.-l4yrs. - -

lSyrs.-16yrs. l 1.8%'

l7yrs.-18yrs. 1 1.8%

Mean = 1.8yrs.

Median = 0.7yr.
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Three of the fifty-six overseas school

administrators had no teaching experience in their home

country before going overseas; this equals five per cent

of the group. The average number of years teaching

experience before going overseas was five years. The

median was four years. See Table 8.

Seventy-five per cent of the administrators had no

coaching experience before they went overseas and

although the mean for those twenty-five per cent that did

have coaching experience before going overseas was five

years, the overall average for the fifty-six

administrators was one year. The median was point six of

a year.

Table 8.: Teaching Experience Before Going Overseas.

Years Teaching Number Per Cent

Zero 3 5.4%

lyr. - 2yrs. 17 30.4%

3yrs.- 4yrs. 13 23.2%

5yrs.- 6yrs. 5 8.9%

7yrs.- 8yrs. 8 14.3%

9yrs.-10yrs. 4 7.1%

11yrs.-12yrs. 3 5.3%

l3yrs.-l4yrs. 2 3.6%

15yrs.-16yrs. l 1.8%

Mean = 4.9yrs.

Median = 4.2yrs.
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Four of the fifty-six overseas school

administrators, which is seven per cent of the total, had

occupational experiences outside of teaching and coaching

before going overseas.

Administrators' Pedagogical Experience Overseas

Sixteen of the overseas school administrators went

straight into administrative positions, overseas without

any previous overseas teaching experience. The average

number of years teaching overseas for the other

seventy-one per cent before attaining an overseas

administrative position was five years; the overall

average for the fifty-six administrators was four years

and the median was three years. See Table 9.

Table 9.: Overseas Teaching Before Overseas First

Administrative Position.

Years Teaching Number Per Cent

Zero 16 28.6%

lyr. - 2yrs. 14 25.0%

3yrs.- 4yrs. 12 21.4%

5yrs.- 6yrs. 6 10.7%

7yrs.- 8yrs. 2 3.6%

9yrs.-10yrs. - -

llyrs.-12yrs. 2 3.6%

l3yrs.-14yrs. 2 3.6%

15yrs.-16yrs. - -

l7yrs.-18yrs. 2 3.6%

Mean = 3.5yrs.

Median = 2.6yrs.
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Those sixteen per cent of overseas school

administrators who had coaching experience overseas

before attaining an overseas administrative position

coached for an average of three years whereas the overall

average ‘for coaching overseas before attaining an

overseas administrative position was point five of a

year; the median was point five of a year.

Only one overseas school administrator had an

occupational experience outside of teaching and coaching

overseas before attaining an overseas administrative

position.

Twelve of the fifty-six overseas school

administrators (twenty-one per cent) were at their first

post overseas; eighteen of the administrators (thirty-two

per cent) were at their second overseas post; nine of the

administrators (sixteen per cent) were at their third

post overseas; ten of the administrators (eighteen per

cent) were at their fourth overseas post; two of the

administrators (four per cent) were at their fifth post

overseas and five of the administrators (nine per cent)

were at their sixth overseas post.
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Table 10.: Time Spent At Each Overseas Post.

Post Mean Median

lst. 4.3yrs. 3.2yrs.

2nd. 4.7yrs. 4.1yrs.

3rd. 3.9yrs. 3.7yrs.

4th. 2.8yrs. 3.1yrs.

5th. 3.5yrs. 3.9yrs.

6th. 2.2yrs. 4.4yrs.

Grand Mean = 3.6yrs.

The 'grand mean' time spent at overseas posts was

four years.

The average period of time spent overseas by the

fifty-six overseas school administrators during their

career was thirteen years. As can be seen from Table 11.,

the median time spent overseas during their career was

twelve years.

Table 11.: Total Pedagogical Experience Overseas.

Years Number Per Cent

lyr. - 4yrs. 8 14.3%

5yrs.- 8yrs. 9 16.1%

9yrs.-12yrs. 13 23.2%

13yrs.-l6yrs. 13 23.2%

l7yrs.-20yrs. 4 7.1%

21yrs.-25yrs. 6 10.7%

26yrs.-30yrs. 2 3.6%

31yrs.-35yrs. - -

36yrs.-40yrs. 1 1.8%

Mean = 12.5yrs.

Median = 12.3yrs.
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The average number of years in administration

overseas was eight years; the median was nine years.

The highest academic qualification held by fourteen

(twenty-five per cent) of the overseas school

administrators was a Bachelor's Degree; thirty-three

(fifty-nine per cent) held a Master's Degree and nine

(sixteen per cent) held a Doctorate.
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Statistics of Overseas Schools and Administrators'

Remuneration

School enrollment for the thirty-five overseas

schools involved in this research ranged from less than

fifty pupils to over two thousand pupils, see Table 12.

The annual budgets for the thirty-five overseas schools

ranged from less than two hundred thousand US Dollars, to

over three million US Dollars. See Table 13.

Table 12.: Student Enrollment Of Overseas Schools.

Student Enrollment Number of Schools

1 - 50 2

51 - 100 2

101 - 150 4

151 - 200 2

201 - 250 1

251 - 300 3

301 - 500 7

501 -1000 5

1001+ 9

Mean = 632

Median = 344

Salaries, benefits, conditions of service and

'contract packages' varied considerably from overseas

school to overseas school; a composite of data with

respect to remuneration is given in Table 14.
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Table 13.: Annual Budget Of Overseas Schools.

School Budget Number of Schools

$1 - $200,000 1

$200,001 - $300,000 -

$300,001 — $400,000 4

$400,001 - $500,000 -

$500,001 - $750,000 5

$750 001 - $1,000,000 3

$1,000,001 - $1,500,000 2

$1,500,001 - $2,000,000 3

$2,000,001 - $3,000,000 2

$3,000,001 - plus 12

Unlimited/Whatever Is Required 3

Table 14.: Overseas School Administrators' Salaries

S H D D/H H/P M/P E/P Cou C/C

Total...... ....... 12 8 12 2 7 4 7 3 2

Cash

$15,000-$20,000 - 1 - - 1 l - - -

$20,001-$26,000 - - 2 l 1 l 3 1 l

$26,001-$31,000 1 5 2 - - - 1 - -

$31,001-$36,000 2 - 3 l 1 1 l 2 l

$36,001-$4l,000 1 1 3 - 4 1 2 - -

$41,001-$46,000 5 l 2 - - — - - -

$46,001-$51,000 2 - - - - - - - -

$75,000 1 - - — - - - - -

House.............12 6 7 1 6 4 7 2 2

Health Insurance..10 7 11 2 6 4 7 2 2

Flights Annually.. 4 3 - 1 - - - l -

Flight Biennially. 8 3 9 - 6 4 7 l 2

Car............... 8 4 5 l 1 l 3 - -

(SaSuperintendent; H=Headteacher; D=Director; D/H=Deputy

Headteacher; H/P=High School Principal; M/P=Midd1e

School Principal; E/P=E1ementary School Principal;

CounCounselor and C/C=Curricu1um Coordinator)
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Administrators' Requirements for Still Further Training

In response to the question, "What help have you

received from overseas school boards with respect to

further training?" fifty-five per cent indicated that

they had no help; thirty per cent indicated that they had

received some help; nine per cent indicated that they had

received considerable help and five per cent responded

that they had received a great deal of help.

The question, 'In light of your experience as an

overseas school administrator, in what major areas do you

now feel that you should have had more formal training?"

produced the responses shown in Table 15.:-

Table 15.: Areas In Which It Was Felt There Was Need for

More Formal Training.

Finance ......................thirty four responses;

Business Management................thirty responses;

Public Relations.................thirteen responses;

Language............................seven responses;

Counseling...........................five responses;

Personnel Management.................four responses;

Curriculum Development................two responses and

Teaching...................r...........no responses;

The following responses shown in Table 16. were

received in reply to the question, 'Which areas of

training do you think have served you best in your career
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as an overseas school‘administrator?" :-

Table 16.: Most Useful Previous Training.

Teaching......................forty-three responses;

Public Relations.................nineteen responseS;

Counseling........................sixteen responses;

Business Management.................seven responses;

Finance.............................seven responses;

Language............................seven responses and

Personnel Management.................four responses.

Common responses to the question, "What problems do

you now face, for which you feel that you require further

professional training/workshop/in-service to handle?"

have been grouped as shown in Table 17.:-

Table 17. Areas Still In Need Of Further Training.

Finance/Business Management.......eighteen responses;

No Problems........................fifteen responses;

Computers In Education................nine responses;

Group Process Decision Making.........five responses;

Curriculum Development................five responses;

Personnel Evaluation..................five responses;

Keeping Up With Educational Trends....four responses and

Students' P1acement..................three responses.

Forty-six of the fifty-six overseas school

administrators were not enrolled in university courses or

furthering their academic qualifications. Of the ten that

were enrolled in university programs two were fulfilling
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the requirements for doctorates, a third was pursuing a

master's degree, another was involved in a 'workshop' and

six were undertaking academic studies as part of 'summer

extension programs.‘

Twenty-four of the fifty-six overseas school

administrators were last enrolled in a university course,

workshop or in-service in 1983; fifteen were last

enrolled in 1982; three were last enrolled in 1981; three

were last enrolled in 1980; one was last enrolled in 1979

and the remainder were last enrolled more than six years

before the date of responding.

The last course that twenty-four of the fifty-six

overseas school administrators took was related to

administration; the last course that eleven

administrators took was related to the use of computers

in education and the other topics recently studied by

overseas school administrators were curriculum

development, The International Baccalaureate, statistics

and counseling. Eighteen of the administrators went to

the United States for their most recent courses; a

further eighteen were enrolled at regional workshops; ten

were enrolled at local workshops and five had returned to

Britain for their most recent courses.

Forty-nine of the fifty-six overseas school

administrators were not working toward an academic degree
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higher than the one they already held. Five

administrators were working toward doctorates (although

as previously recorded, only two of those were currently

enrolled) and two were working toward Master's Degrees.

Past and Expected Future Influences On Overseas Careers

Twenty-seven of the fifty-six overseas school

administrators responded that teaching experience had

been the greatest help in getting into administration.

The grouped responses to the question, "Which

qualification/experience helped you most get into

administration?“ are shown in Table 18. :-

Table 18. Qualifications/Experience That Were Of Most

Help Getting Into Administration.

Teaching Experience...........twenty-seven responses;

Advanced Academic Qualifications...fifteen responses;

Personal Qualities.....................six responses;

Extra Curricula Activities............five responses;

Network/Friends/Contacts..............five responses;

Problem Solving Ability...............four responses;

Organizational Creativity..............two responses and

Chance/Opportunity.....................two responses.

Sixteen overseas school administrators responded

that a network of friends and contacts had been the

greatest help in attaining a position overseas. The

responses to the question, “Which qualification and/or
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experience helped you most move overseas?" have been

grouped and are shown in Table 19. :-

Table 19.: Major Influence In Attaining Overseas Post.

Network/FriendS/Contacts...........sixteen responses;

Advanced Academic Qualifications...sixteen responses;

Teaching Experience....................ten responses;

Desire To Travel.......................ten responses;

Follow Husband.......................three responses;

Peace Corps Experience................two responses;

Flexibility In Assignment..............two responses;

Interview Technique....................two responses and

Successful Admin. Experience...........one response.

Twenty-five of the overseas school administrators

considered that the network of friends and contacts had

been the greatest help in enhancing their career

prospects overseas. The grouped responses to the

question, "Which qualification or experience helped most

enhance your career prospects overseas?" are shown in

Table 20. :-

Table 20. Influences Enhancing Overseas Career.

Network/Friends/Contacts........twenty-five responses;

Experience Overseas.................sixteen responses;

Advanced Academic Qualifications........ten responses;

Willingness To Stay Longer............seven responses;

Ability To Adjust.....................three responses;

F1exibi1ity.............................two responses;

Teaching Spouse.........................one response and

Luck....................................one response.
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Twenty-three of the overseas school administrators

were of the opinion that they needed no further

qualifications for future career advancement. The

responses to the question, "What qualifications do you

think you will need for future career advancement?‘ are

shown in Table 21. :-

Table 21.: Qualifications Needed for Career Advancement.

No Further Qualifications.....twenty-three responses;

Doctorate........................seventeen responses;

Master's Degree......................seven responses;

Success In Present Post................six responses and

Finance Courses......................three responses;

Fifty-one of the fifty-six overseas administrators

agreed that there was a career in the administration of

overseas schools. Four administrators did not think that

there was such a thing as a career in the administration

of overseas schools. One administrator did not know.

In answering the question, "How did you get into

overseas schools?” twenty-two of the fifty—six

administrators indicated that they applied directly

through the mail in response to newspaper advertisements;

nineteen administrators used friends to get into overseas

schools; twenty administrators used placement agencies;
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two used professional associations; two got in via The

Peace Corps and one via the US Department of Defense

Dependents Schools.

Thirty-four of the overseas school administrators

regarded 'travel' as the most important reason for

initially going to work in overseas schools; for

twenty—seven 'adventure' was the most important reason;

twelve left their home country for 'better prospects;'

three went overseas because they were accompanying their

spouse; two went for money; two left their home country

because of desire to get out of their indigenous public

education system; one left during childhood; one left

after a divorce and one because of past experiences at

home.

The ways that the overseas administrators first

heard about overseas schools were varied and sometimes

included a combination of methods. Twenty-seven of the

fifty-six overseas school administrators first heard

about overseas schools from friends; eleven read about

overseas schools in newspaper advertisements; another

eleven found out about overseas schools from placement

agencies; eight were informed about overseas schools at

college; four went to overseas schools during their own

childhood and two 'learned about these schools from

professional associations.
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Six of the fifty-six administrators had lived

overseas during their childhood; the other fifty had not.

The parents of the six administrators who had lived

overseas during childhood were working there at that

time. The parents of the other fifty administrators had

not worked overseas.

Reasons for Movement Overseas

In response to the question, “What attracted you to

the first post overseas?” fifteen administrators answered

that it was just the job itself; eight were attracted by

the prospect of travel; another eight were attracted by

the specific location of the overseas school; seven were

interested in a 'different culture;' five went for a

'taste ‘of adventure,‘ two wanted to return to a country

that they had previous experience of; one was returning

home from a Peace Corps assignment; one went for the

salary benefits; one was assigned by DoDDS; yet another

followed her husband and one decided on that particular

location because it offered plenty of opportunity for

sports. Six administrators did not respond to the

question.

The reasons that the forty-four administrators who

were not in a first post overseas gave for leaving their

first post were varied :- thirteen cited that they had
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left the first overseas position for career advancement;

six moved on because it was 'time for a change' or end of

contract; three returned home before going overseas

again; two had attained posts which paid more; two had to

move because their first overseas schools were closed due

to deterioration of the local political environments

(i.e., President Reagan pulled all US citizens out of

Libya and the British schools were evacuated after the

Turkish invasion of Cyprus); one administrator moved from

the first post to seek a better education for his

children; one female administrator chose to follow her

husband and one administrator left because of another

offer to go to another overseas school. Twelve

administrators did not respond to the question on the

questionnaire but the reason for leaving their first post

overseas was assertained during the interview with them.

Fourteen of the forty-four administrators who had

moved to a second overseas post responded that they had

chosen the particular school because of its geographical

location; eleven had been attracted by the job; four had

been looking for a different culture; two had chosen the

school because it had afforded an appropriate education

for their children; one had been following her husband to

his home country and one had been attracted by the small

expatriate community. Eleven administrators did not

respond.
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Of the twenty-six administrators who had left the

second post of their overseas career, nine responded that

they had left for career advancement; four went to a

third post 'just for a move;' two moved to a 'better'

school; one returned to the US to accept an

administrative position before later returning overseas;

one left because his children had 'outgrown' the school;

one emmigrated to the USA with his American wife for five

years so that his older children of an earlier marriage

could gain USA citizenship; one had to leave because the

climate was affecting his health; one moved because of

the challenge of the third post and one administrator

left to get married. Five administrators did not respond.

Twenty-six of the administrators were either at

their third post overseas or had been at a third post

overseas. Nineteen of these responded to the question,

'What attracted .you to the third post overseas?“ Five

administrators regarded the job itself was the attraction

of the third post; four were attracted by the geographic

location of the third job; three answered that the money

was the main incentive to move to the third post; it was

the 'quality' of the school that attracted two

administrators; another two wanted to renew past

experiences in the country of location of the third post;

one was looking for a 'stable' country; another wanted a
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new adventure and one sought after a country that used

English because he had learned three new languages in the

past.

Sixteen of the seventeen administrators who had

moved on to another post after their third post answered

the question, “Why did you leave the third overseas

post?" Nine responded that they had moved for career

advancement; three decided to move because they were

being paid in 'local currency' and the countries' money

kept devaluing; two were evacuated because their schools

were closed (i.e., Russian invasion of Afghanistan and

the civil war in Lebanon) and two left because their

children's education was suffering.

All seventeen of the administrators who were either

at their fourth post overseas or had worked at a fourth

post overseas responded to the question, “What attracted

you to the fourth post?” Six were attracted by the

location; another six went for the job; three had wanted

the better life-style offered; one followed her husband

and one was attracted by the challenge of the job.

Two administrators had left their fourth post

overseas for career advancement; one just wanted a move;

another had to move because of serious health problems;

one was evacuated when the Iranian Moslem Revolution

closed the school; one left because of his dislike of the
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'crooked owner' of the school and the last was in search

of a better life-style.

Four of the seven administrators who were either at

their fifth overseas post or had worked at a fifth

overseas post were attracted there by the job itself; one

wanted to travel; another was attracted by the money and

the seventh liked the country.

Of the two administrators who had left a fifth

overseas post, one was after more money and the other

went for career advancement. The last two responses

correlate with the two responses to the question "What

attracted you to the sixth post overseas?“ The responses

were 'salary' and “professional growth."

Suggested Beneficial Attributes of an Overseas

School Administrator for Career Advancement

When asked, "What would you look for in a

successor?“ more than half of the administrators

responded that previous successful overseas experience in

a similar administrative position was of importance;

twenty-nine made this response. Flexibility was the

second most sought after quality producing fourteen

responses. Other important criteria were human relations

skills, providing nine responses, then adaptability and

energetic each with seven responses. Six administrators
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thought it important that their successor should be

supportive of present school policies and philosophy. The

following criteria were also felt to be important :-

decision maker with leadership skills; rounded teaching

experience; cross-cultural awareness and counseling

training; likes kids; sense of humor; public relations

skills; good recruiting sense; loyalty and stability.

The administrators believed that overseas school

boards also looked for evidence of previous

administrative success overseas when they were hiring a

new administrator; this answer provided thirty-one

responses. Also high on the liSt with twenty-three

responses was that the administrator should be well known

with a good reputation for success overseas. Academic

qualifications were also regarded as important in the

eyes of the overseas school board as were qualities of

leadership. The administrators believed that school

boards overseas were also looking for adaptability and

flexibility when hiring a new administrator. Although six

thought that school boards wanted an administrator who

would implement policy without 'rocking the boat' another

seven thought that a 'pendulum effect' was evident in

that after a number of years with a 'yes man' school

boards swung towards hiring a 'hatchet man.‘ Other

criteria cited were :- energetic; curriculum developer;

experienced educator; financial expert; 'jack of all
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trades;' scape-goat and someone independent.

Twenty-nine of the fifty-six overseas school

administrators were of the opinion that friends, contacts

and networking had been of most help in their career

advancement overseas; eight thought that professional

associations had helped them most, while six responded

that placement agencies had helped them most with respect

to career advancement. Another six believed that their

career advancement had come from their own initiatives

and inquiries; two administrators had most help from

journals, while one put his career progress down to

experience.

All but one of the fifty-six administrators

reflected an agreement that overseas school

administrators need classroom experience.

Thirty-one of the administrators had found that

their present job had not evolved very differently from

the job description and that their role was not different

to that which had been expected. Four found the job more

encompassing than had been described and another four

felt that the job had 'grown with the school.‘ Other

responses to this question were :- there were more plant

responsibilities; the job had gotten narrower; it

involved more financial management; the job was more

difficult because I had been blocked by those that hired
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me; it was more community oriented and there had been

more socializing with parents; more time had been spent

with host-national agencies than had been expected and

there was more time spent in the office with less time in

contact with the pupils.

Although ten administrators felt that nothing had

surprised them about the job they were now doing, there

were' many other individual, site-specific surprises :-

breadth of job in the office; time spent in the office;

extent of human relations problems in the school; lack of

support‘ from the faculty; how little I knew; intense

parental pressure and political maneuvering; how much

change one can bring about; lack of professional approach

by the faculty; high quality of the teachers; lack of

operating policies; time on book-keeping; financial

instability of the school; amount of public relations

work involved; extent of turnover problems; positive

support from the school community; need for patience in

dealing with inefficient local bureaucracy; high standard

of local-hire teachers; most people like to be told what

to do; insolation from local community; amount of legal

work involved; lack of pedagogical knowledge of the

school board; few discipline problems and lack of

definition between roles.

The question, 'How would you characterize other
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overseas school administrators?“ brought the following

wide range of responses :- professional dedicated

educators (twenty-three responses); innovative;

adaptable; flexible; adventuresome; mobile; assertive;

outgoing; frustrated worriers about school boards; good

listeners and articulate.

Overseas School Administrators' Career Goals

and Expectations for the Future

When asked to compare the role of overseas school

administrators with that of school administrators back

home nineteen of the fifty-six administrators suggested

that the overseas administrators could spend more time

dealing with eductional matters because they had to spend

less time on union negotiations and with problems

associated with the law and litigations. Seven thought

that the overseas role was more flexible and six saw the

overseas role as basically the same but there were extra

responsibilities especially with respect to the housing

and welfare of faculty. Other responses were that the

role overseas was more community oriented; had a broader

perspective; was more encompassing due to the lack of

central office support systems; allowed for more

creativity and was more visible.

The career goal of twenty—five administrators was to
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continue in overseas education but four of those were

looking for more comfortable environments; six wished to

grow professionally overseas; five wanted to eventually

be a superintendent of an overseas school whereas another

five wanted a chief administrative job back home; three

were in transition with respect to career goals and were

unsure of their goals and three others were in search of

happiness.

The future meant continuing overseas for twenty-five

of the fifty-six administrators; continuing in similar

overseas posts for twelve of those twenty-five, including

career advancement to a superintendency for three and in

overseas posts with better conditions and more money for

the other ten. Fifteen did not know what the future might

bring. Ten imagined that they would soon be returning

home; five of those to retirement. Three wanted to own a

school and one responded that she would be following her

husband.

In response to the question, "What would be the

reasons for returning home?‘ sixteen administrators

indicated family responsibilities such as aging parents

and children's education; thirteen replied that it would

be because they were retiring; twelve suggested that they

would not be returning to their country of origin, 'home
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was where their hat lay!‘ Eight foresaw that their need

for a life-style, better than could be attained’ overseas

and a love of the USA would eventually take them home;

three thought that they might have to go back home

because of the difficulty of securing another overseas

post from overseas; two had intentions of returning to

the USA to finish higher degrees and one envisaged the

imminent collapse of the local economy featuring highly

among the reasons for returning home.

”What position do you think you will be seeking when

you return home?“ was a moot question for seventeen of

the overseas school administrators because eleven

intended to retire when they went home and six had no

intention of returning home. A further six would be

looking for a superintendency; five wanted a high school

principalship; four wanted a middle school principalship;

three wanted to get out of education; three were looking

forward to 'getting back to the roots' as classroom

teachers; five thought they might go into the field of

educational consulting and four suggested that they would

like to get into university teaching. One humorous

respondent joked that he would be returning to a

'horizontal position,‘ as in a coffin!

The seventeen administrators who were either

intending to retire when they returned home or had no
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intentions of returning home had a one hundred per cent

chance of getting the position they wanted upon returning

home. Of the other thirty-nine, fifteen thought that with

the proper preparation they had a good chance of getting

the position they were looking for; thirteen put their

chances at 'slim;' five thought their chances were 'fair'

and four were of the opinion that they had been overseas

too long and that their chances were zero.

Thirty-two of the overseas administrators had some

type of pension to look forward to in preparation for

retirement; twelve were covered by TIAA/CREF, fifteen had

'good' pensions and five had 'fair' pensions. But twelve

had no pension. Twenty-two responded that they would have

to use savings and investments during their retirement.

One administrator thought that he would never be able to

afford retirement.

Expatriate Community Environmental Bubble

Job related reasons were given by thirty-four of the

overseas administrators in response to the question,

"What attracted you to this community?" Of those

thirty-four reasons five focussed on the challenge of the

job; four highlighted the reputation of the job; three

administrators were attracted by the salaries and

benefits that were better than their previous job; two
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were attracted because they were offered jobs that suited

both administrator and spouse; one went because of the

good superannuation offered and one was attracted by the

fact that it was the only job offer available. Twenty-two

of the responses were related to the community:- fourteen

administrators were attracted by the location or the

culture of the school's locale; two found the community

appealing because of the stable host-national government;

two were attracted because the community offered a relief

in comparison to previous 'hardship' posts; another two

were drawn by the availability of an American style high

school for their children; one was following her husband;

one had lived in the country as a child and one

gravitated towards the community because it was located

in his father's country of origin.

The reason for leaving past communities given by

nineteen of the fifty-six administrators was that they

had moved for career advancement; seven had left because

either the school or the job had closed; six went in

search of a new experience; another six needed to find

more appropriate schooling for their children; a third

group of six had left because the salary was so poor.

Other reasons for leaving included wanting to return to

the USA for study; being tired of environmental

restrictions such as found in strict Moslem countries;

husband's contract had ended; ill health and the fact
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that the job was getting 'untenable.’

When asked "What do you think that the reasons will

be that will make you leave this community?" twelve of

the administrators indicated that they would leave

because they had spent 'long enough' there; nine answered

that they would be moving for professional growth; four

could only stay in the particular location that they were

at for a limited period because of host-national laws;

another four would limit their stay because of adverse

climatic or environmental conditions; four would leave

due to family needs; three were retiring; four responded

that they would leave if the school board would not

support their work or perhaps if there were radical

school board changes. Other reasons given for potential

moves were :- the opportunity to make bigger

contributions elsewhere; tired of living in a communist

country; dispersal of own children; boredom; husband's

contract ends; growing dislike of host-national culture

and school enrollment decline.

In the opinion of sixteen of the administrators

overseas environmental factors had not had any effect on

their career decisions; 'lack of safety because of

political or social unrest featured in career decisions

made by seven administrators; quality of available

schooling for their own children was quoted by five;
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environmental factors having a negative affect on health

was given by four and three thought that environmental

factors had a positive affect on their career decisions.

There were a number of individual responses to the

question :- poor 'local—hire' salary of spouse;

frustrated by bureaucracy in Italy; racial prejudice

against whites in The West Indies; crash of the Hong Kong

Dollar; lack of American food; climate had to be warm;

could not work in The Middle East as a divorced single

woman; repeated flooding of the school and the lack of

available potential partners.

Twenty—three of the overseas school administrators

considered that the overseas expatriate sojourner

communities had not affected their career decisions, or

had little effect on their career decisions. Eleven

thought that the expatriate communities had a positive

affect on their career decisions and that the camaraderie

among faculties overseas and friendships within the

expatriate community helped compensate for the poor local

environmental conditions. One administrator opined that

overseas expatriate communities had little affect on that

person's career decisions because that administrator did

not socialize. Other responses were :- they had a

negative affect because of expatriate communities' low

opinion of educators; there had to be a large expatriate

community; it is difficult to move and leave close
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friends in the expatriate community; contacts within

expatriate communities had opened up new opportunities;

expatriate communities' environmental bubbles have proven

to offer limited life-styles and disagreement with the

out-dated colonial views of the school board in Argentina

forced a career decision.

The administrators in twenty positions overseas had

replaced predecessors who had not had their contract

renewed even though the predecessor had sought such a

renewal. Nine of the predecessors of administrators

overseas had not sought to renew their contracts and had

returned to their home country; seven had moved on to new

posts; one had gone into private business; another had

expanded his entrepreneurial activities and one had moved

because her husband's contract had ended. Seventeen

administrators did not respond to the question.

The Influence of Family Commitments On Careers

Of the forty-eight overseas school administrators

who were currently married, forty had their spouse living

overseas with them. Forty of the forty-eight had been

married once and the other eight had been married two

times. Of the single administrators, five had never been

married and three were divorcees. There was no trend for

those married administrators to have spouses who were
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either considerably older or considerably younger than

themselves. Thirty-three of the American and British

administrators were married to spouses of their own

nationality. There were eight cross-cultural marriages

including spouses from Austria, Canada, England, France,

Germany, Korea, Peru and Switzerland.

Thirty-three of the accompanying spouses overseas

had employment and twenty-nine of those worked as

teachers at the same school as their

administrator-spouse; three worked in private business

and one worked at a host-national school.

There were a total of forty-four children

accompanying twenty-seven of the married administrators

whose spouses were also overseas; there were twenty-two

boys and there were twenty-two girls. The median was two

children per administrator with accompanying spouse.

Thirty-six of the forty administrators with accompanying

spouses thought that their spouse enjoyed living

overseas; two thought that they enjoyed it sometimes and

two thought that their spouse did not like it overseas.

Seventeen of the twenty-seven administrators with

children overseas had their children attend the school at

which they had employment; the children of five

administrators were too young to attend school and those

of the other five were too old to attend school. Ten
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administrators had children attending school back home

and two had children attending school in a country other

than their home country but not at the overseas post.

According to twelve of the administrators whose

children were attending the school where they themselves

had employment, there was no conflict of interest because

of having their children at the same school as

themselves. Five thought that this situation did bring

about conflict; two had experienced this as a source of

conflict in the past but now their children were at

university. Of the twenty-nine administrators whose

spouse worked at the same school as them, sixteen did not

think that this was a cause of conflict; six were of the

opinion that it was and three thought that it caused

minimal conflict. Four did not respond.

Forty-two of the administrators responded positively

to the question, "Do you have any family back home?" Four

did not have any family back home and ten did not respond

to the question. Of those with family back home, eight

had spouses; thirty-one had parents; seventeen had

siblings and seventeen had children back home.

Twenty-three of those with family back home did not think

that this was a cause of emotional strain; thirteen

thought that it was and fifteen thought that it sometimes

was a cause of emotional strain.



140

The families of over seventy per cent of the

fifty-six administrators had played a major role in the

administrators' career decisions :- twenty-five responded

to the question, "To what extent does/has your family

influenced your past/preSent career decisions?" by

stating that ninety per cent of all career decisions

overseas involved agreement within the family as -all must

be well for the family to function and stay overseas; six

administrators suggested that families grow together more

in interdependence and decision-making whilst overseas;

three commented that the family's influence on career

decisions had been greater in the past when children's

schooling needs had to be considered. Other individual

observations were :- there had to be opportunities for

the spouse; the family were the main reason for being

overseas because being overseas provided a more

stimulating educational stimulus for them; consideration

would not be given to a post regarded as unsafe for

family; rapidly aging parents were now becoming a

consideration and children's desire for a settled home

was also a consideration. Seven administrators believed

that family considerations had been a minimal influence

in career decisions and nine expressed the opinion that

family considerations had no influence on career

decisions.
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Advantages and Disadvantages of Living

and Working in Overseas Environments

The main reason for working overseas quoted by

thirty-three of the administrators was for travel,

adventure, to experience different cultures, meet

interesting people and to enjoy new stimulating,

challenging and rewarding experiences. Twenty-two

administrators worked overseas because without

interference from the unions and the courts they were

able to make greater professional contributions to

schools and this led to greater job satisfaction. Ten

administrators worked overseas, for the financial

benefits. Improved life-style was the reason given by

seven administrators and another seven preferred the

'worldmindedness' of student bodies made up of students

from many different nationalities. Three administrators

liked the overseas country that they had been working in,

each for more than fifteen years. Another three believed

that their skills had been developed to work overseas and

after so many years out of the 'mainstream' back home,

they would not be able to get a job in their home

country. One administrator stayed overseas because of the

supportive parent groups and another worked overseas

because of dislike of the violence prevalent in schools

back home.
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Poor job security, no pension and little prospect of

a job back home accompanied by the difficulty of finding

the next overseas post were cited as important problems

associated with working overseas by fourteen

administrators. Ten saw the difficulty of keeping abreast

of current educational thinking as a main problem; six

found local laws and bureaucratic 'red tape' major

problems; another six were troubled by a lack of language

proficiency. The mobility of faculty, students, parents

and continuously changing school boards was expressed by

five as problematic whereas poor communication services

and the difficulties of getting supplies troubled six

administrators. There were numerous other problems

pertaining to working overseas :-

continually troubled by the inconveniences

associated with always living in developing

countries; communication with local-hire

faculty; difficulty in keeping committed faculty

because of the rapid devaluation of the local

currency; cost of recruiting faculty;

appropriate education of own children;highly

demanding parent community; lack of central

office support system; dominant and meddling

school board;no job for spouse; poor local

staff; simultaneously adjusting to a new job and

a new culture and losing proficiency of

mother-tongue.

Four administrators thought that there were no

problems associated with working overseas.

Many of the problems related to working overseas

were also connected with living overseas and visa versa.
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The problem that twenty-seven administrators refered to

most often was the problem of being out of touch with

relatives, friends and personal business interests at

home. Three of the twenty-seven specifically mentioned

that they missed children who were away at school. Seven

other administrators were troubled by poor security and

another five felt that poor health care was the main

problem. Five always felt a foreigner and lacked roots

and four missed good sports facilities; three had been

concerned about the adverse climate overseas. Other

problems associated with living overseas were :-

always living with developing nations;

inefficiencies overseas; boredom of spouse

because local laws sometimes did not allow

dependents of expatriate sojourners to work;

small expatriate community did not reflect host

national culture; communication problems due to

lack of foreign language proficiency; lack of

'Americanization' of own children; own children

grow up without roots; few opportunities to

further one's own academic qualifications; few

opportunities to find a suitable partner with

respect to marriage and the continual necessity

to explain to short-stay expatriates the need

for long-term sojourners to make lasting

friendships with host-nationals.

The analysis of these data has been presented in the

following chapter along with further supporting data and

common statements collated from the transcriptions of the

forty-four in-depth interviews.



CHAPTER FIVE

ANALYSIS OF AGGREGATED DATA FROM QUESTIONNAIRES

AND IN-DEPTH INTERVIEWS

This researcher analysed the data collated from the

fifty-six completed questionnaires and the transcriptions

of the forty-four in-depth interviews by use of a Levi

Strauss-type structuralistic approach to content analysis

and has drawn on commonalities with respect to the

characteristic profile of overseas school administrators

plus the nature of the career-path of the fifty-six

administrators working in overseas schools to sketch a

composite profile which has been substantiated where

appropriate by vignettes extracted from the in-depth

interviews. The interpretations have been formulated by

considering the analyses in conjunction with the career

guidance theories described in the review of literature.

144
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Overseas School Administrators' Nationality,

Gender, Title and Age

When describing the average administrator employed

at a random sample of the thirty-five overseas schools

included in this study, one was likely to find that

administrator to be a male who was a citizen of the

United States; if the school had a British orientation

then the administrator was most likely to be a male

British citizen. The chief administrator was most likely

to be called Headmaster or Superintendent and was on

average likely to be about forty-seven years of age,

which was older than the average subordinate

administrator who most often went under the title of

Principal and on average was forty-one years old. The

overall average age for the members of the administrative

teams included in this research was just over forty-four

years.

Overseas School Administrators' Academic Background,

Training and Pedagogical Experience

It was most common for these overseas school

administrators to have taken subjects from the field of

arts rather than from the field of science during their

high school years and to have continued with the arts
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rather than the sciences during their undergraduate

studies. The subjects studied for higher academic

qualifications were most likely to have been education or

educational administration. These trends were reflected

in the subjects taught by the overseas school

administrator before attaining an administrative position

in that they had tended to teach arts subjects rather

than sciences or languages.

The overseas school administrator had taught arts

subjects, on average, for nearly eight years before

moving into an administrative job; just under five of

these years involved teaching in their home-country and

over three years of teaching were completed abroad before

they got an administrative position. There was little

tendency for these overseas school administrators to have

had experience as a coach or to have had any other

occupational experience at home or overseas. It was

normal for the overseas school administrator to be nearly

thirty-three years of age and hold a Master's Degree

before attaining an administrative position. Most of the

overseas school administrators had no adminstrative

experience back home before going overseas but those that

did have administrative jobs at home, held such positions

for an average of five years before going overseas.
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Overseas School Administrators' Career Trends

The average administrator was in his second overseas

post where he would stay for more than four years; the

average time spent at each overseas job was between three

and four years. The average administrator had spent over

twelve years abroad during his career and on average

nearly eight and a half of these years had been as an

administrator. His highest academic qualification was

likely to be a Master's Degree but if he was British it

would probably have been a Bachelor's Degree. The

overseas school at which he was an administrator would

have had, on average, a budget of nearly five hundred

thousand US Dollars and would have had an enrollment of

over six hundred students.

Remuneration

It is difficult to describe the typical salary plus

'benefits package' earned by the average overseas school

administrator because these varied according to whether

the administrator was the chief administrative officer of

a school or a subordinate administrator and also on the

budget of the school. (However, it was common for the

administrators to have a house plus utilities, health

insurance, flights at the beginning and end of each two

year contract, a car plus a tax-free salary in the region
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of thirty-six thousand US dollars per annum.

Although most of the overseas school administrators

had not received any help from overseas school boards

with respect to further training, over a third had

received some help and some had received quite a lot of

help. Most of the administrators regarded finance and

business management as their weakest areas with respect

to past training and these areas were also quoted as

areas in which still more training was needed. Even

though these areas of weakness were identified by the

overseas school administrators, most of the

administrators were not enrolled' and actively working

towards higher academic qualifications; even so, most of

them had been recently enrolled in either a summer

extension program or a regional workshop. 'Computers in

Education' was a popular course recently taken by many.

More than half of the overseas school administrators had

recently travelled as far as the USA or Britain for

courses .

Utility of Home-Based Training

The average administrator cited that teaching and an

advanced academic degree had been the greatest help in

getting into administration but virtually none of the

fifty-six respondents thought that any of their
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university courses had been of much help in relationship

to working overseas. Some of the common responses from

the in-depth interviews to the question, "Were any of

your university courses related to working overseas?"

were as follows :-

-...no. As a matter of fact, after I'd finished

my three months of Peace Corps training I wrote

back to the university and told them that I'd

learned more in three months than in four years

at university with regards to teaching. The way

the Peace Corps did it was a good basis for

working overseas;

-...none whatsoever. The only things that were

useful were that I was working my way through as

a graduate assistant in The Center For

International Education and that's where I got a

lot of experience working with international

schools and made many, many, many contacts! It

was 'hands-on' experience as I was working with

overseas situations. Also, a goodly number of my

professors allowed me to twist courses and

papers to the overseas situation; so

consequently these were very atuned to overseas

applications;

-...no. In fact the other way around; Law,

Economics and Curriculum; all of which were very

US oriented. Some general courses like

Comparative Philosophy were helpful; they give

one a general background and ideas about

educational thinking;

-...no. I passed '0' and 'A' Levels and the

entrance exam for the RAF, trained to be a pilot

and after the War I entered education in a

'sidewards move.‘ I learned the administration

side of things as "monkey-see, monkey—do;"

-...not at all. I don't think that any of the

finance courses that I took were of much use

overseas because financing private schools is a

lot different from the US public schools;

-...specifically no. But I got my first admin.

job with only a Bachelor's, luck and a fluke; if
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I'd had the graduate courses earlier they would

have been useful but after the fact it was a

little late. They would have lent an aura of

expertise and polish to my presentations to the

board and community. The courses are too

oriented to Stateside education to be useful

overseas. International Education Programs are

filled with students who are going to work

Stateside; most state universities are obligated

to give courses to prepare people for their own

state system and are therefore limited in what

they can do for overseas people;

-...yes, a fair number of courses in

international relations and international

business. In my senior year I studied for one

semester at The London School of Economics;

-...yes. I was allowed to relate all of my

courses as far as possible to the overseas

position. My plan was to get off the plane in

June, go to school for one year and get back on

the plane the following June. The university

knew that and allowed all of my papers to relate

to administration overseas;

-...no. I find that as a real weakness of

education programs; I've done overseas

administration research doctoral work and my

review of literature has indicated that there is

a significant number of American curriculum

schools abroad with over two million students

who will ultimately come back to the US and it

is important that their schooling is disrupted

as little as possible. Having taught and now as

an administrator overseas and having interviewed

other administrators abroad it is apparent to me

that there are unique problems, challenges and

responsibilities abroad that teachers have no

training or experience in. Basically, therefore,

when we recruit teachers you basically hope that

you get someone who is flexible and adaptable;

-...no. And I don't think that there are any. It

is not possible. It would be very difficult to

give a quality course; each is site specific; it

would be watered down to the degree that it

became just a job search explaining what jobs

are available and what the different schools are

like. I don't think that there are problems

overseas that are not unique; those that tend to

be more intense do tend to be more localized; we

had no problem or contact with the government in
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Zaire (perhaps two times a year), here in The

Middle East it's twice a day!

Influences On Career Stages

The majority of the overseas school administrators

thought that teaching experience and advanced academic

qualifications had been the greatest help to them in

getting into administration. As many administrators also

thought that networking, friends and contacts had a major

influence in getting overseas posts as thought that

academic qualifications had been a major influence. The

average overseas school administrator considered that

networking, friends and contacts had helped most in

enhancing his career overseas and he regarded experience

overseas as being important. A sample of common responses

to the in-depth interview question, "What factors have

helped you most in your career?" lends support to the

sociological theories of career development with respect

to 'being in the right place at the right time' and also

with respect to 'chance happenings' outside of one's

control bearing important influence on one's career-path.

The first response is easily identifiable as an example

of 'informal mentoring' which is an integral component of

networking or the 'good old boy syndrome :-'

-...people have helped me most. The peOple I've

been fortunate enough to work with have been

good professionals and people I've respected and

they've respected me; they've been very helpful
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in my moving from school to school; especially

Jane, she is very much aware of me, my career

goals; she's a power-house in S.E. Asia;

-...being at the right place at the right time.

Some place along the line a break is going to

come along; it is important to be in a position

to take advantage of it. I was around when they

fired the business manager. Had they had the

time to do a full search in the States they

would have come up with people, who on paper,

would have been better. Things can happen,

they've happened here, where they are forced to

hire internally; people die, leave suddenly, get

fired, so they go with someone on the staff,

perhaps on a temporary basis and if they do well

....then it becomes permanent. I've seen it

happen many times. Also if you're going into an

interview 'cold' or the application pile 'cold'

without overseas contacts then you don't stand a

chance. You have to know someone;

-...I think that you've got to take risks. There

are two words :- you've got to be FLEXIBLE and

you've got to be ADAPTABLE. I've been fairly

lucky with relationships; you've got to know

people; jobs are not going to just fall into

your lap. It's necessary to be constantly in

touch with your peers, organizations (ISS, ECIS,

NESA), international bodies. I think that you

can't rely only on agencies, it can help but

it's not the whole thing; you've got to get

really broad experiences under your belt;

-...my personal factors would have to be

flexibility in both my teaching subject and

where I'm prepared to work. In all my teaching

posts I've actively pursued coaching and

sponsored extra curricular activities which

showed initiative and flexibility. I've also

done a lot of travelling both in and out of the

military and shown ability to adapt to other

cultures, which I think is probably the single

most important factor;

-...my academic qualifications, especially in

Argentina where the school was very snobbish and

was impressed with letters on note paper -

Cambridge degree and an Oxford Dip. Ed.; at this

post having worked in Argentina (which is very

Italian, more so than Spanish) was a big chance

factor plus the fact that my predecessor had not

had any experience of Italian culture before
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coming here, which added to reasons for his

making a mess of things;

-...my service background. It formed a direct

link into the 'old boy network' and when my

close friend who was the previous headmaster

drowned, the schoolboard phoned me. I hope that

I'm not suggesting that I was offered this job

solely on the basis of friends, but it certainly

helps; it doesn't hinder;

-...the factors that affect all individuals must

be seen against the backdrop of what that

particular institution needs at that particular

point in its history. For me these factors have

been the ability to think clearly and the

ability to deal with things, not in anger but

with a certain amount of human relations skills.

At the same time there is a lot to being at the

right place at the right time to being

fortuitous enough to have the opportunity to

apply your abilities. When I came here for

instance this group was just getting involved in

a building project - I'd been involved in a

building project; they needed a complete rewrite

of their policy manual - I'd just done one at my

last district; they were complaining about

guidance services - I'd dealt with that in my

last two jobs. Because of my personal

experiences ,I've been able to take certain

circumstances that have come down this

'pipe-line' and deal with them not only from a

theoretical standpoint but from the point of

experience;

-...the factors were not to do with schooling or

academic qualifications. It's factors to do with

learning how to deal with people, mediate and

relate to people, especially in a close

environment like we have here. You must get

along with people and be very outgoing in fact.

If you stay 'out of it,‘ if you want to live

your own life, then you'd better stay at home

and not go abroad. I had my own life back home,

but here you can't be private; it's like living

in a jam-jar. Everyone sees everything you do.

You can't afford to choose your friends here;

you have to be sociable with everyone;

-...friends and the 'network.' That's how I got

here; I'd let it be known on the 'grapevine'

that I was not happy in Nassau because of the

racial tensions and Dave phoned me late in May
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that he'd got a good offer from Europe and was

going to ask his school board to release him. He

phoned me again in early June to say that he'd

gotten the job and had been released from his

contract; that was very late for his board to

start looking for a superintendent with suitable

credentials and free to move. My case was

pressed for me, I don't suppose too many other

potential candidates got to hear of the opening.

The school board flew me over for interview and

I got the job. I'd worked with Dave for three

years as his superintendent; we were/are friends

and our families get on well together; whenever

we go to the USA for conferences or recruitment

we have dinner together and we exchange

Christmas cards plus the odd letter. Members of

the so-called 'network' sometimes phone each

other when enquiring about a possible

appointment. I know dozens of overseas

administrators this way; some better than others

but when you've been the head of a big school

like ----- (in North Africa) and you know

everyone on each sandhill in The Middle East you

build an extensive network. You go through the

same adversities and make some good friends.

Although it's not that 'cut and dry;' you must

be capable of the job! You must have the

versatility, the adaptability and the ability to

change courses and use the talents you have and

the talents around you. You can't call in the

specialists from next door; next door is five

thousand miles away!

This researcher contends that the above sample of

common responses given during the in-depth interviews

lends interpretive evidence in support of the

sociological or 'accident' theory of vocational choice

and 'reality' theories of career development. It was not

within the administrator's control that his friend

drowned; it was chance that one administrator had

experience of Italian culture from a background in

Argentina and his predecessor had made a mess of things
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because of his lack of ability in this context; it was

the chance of 'being in the particular 'right place' when

the business manager got fired that offered the

opportunity to .another administrator; it was one

administrator's social class membership that connected

him into an 'old boys network' and this can be explained

by the fact that one had to be a member of the middle to

upper classes to become an RAF pilot before the Second

World War; membership of social class also featured in

the response from the administrator who had studied at

Oxford University and Cambridge University because

selection for admission to these institutions was

significantly dependent on attendence at a British public

(fee paying) school, which in turn is related to home

background and membership of the middle and upper

classes. (Times Educational Supplement, Jan. 1984)

According to the sociological theories of career

development, one of the principal tasks confronting the

individual is the development of techniques to cope

effectively with one's environment and be in a position

to maximize the opportunities that come one's way. Such

techniques include the development of networks, being

flexible and building up a broad range of experiences so

as to fit a large number of overseas school's needs.
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Overseas School Administrators' Requirements

For Still Further Training

Almost all of the overseas school administrators

were of the opinion that there was such a thing as a

career in the administration of overseas schools and most

of them thought that they would need further academic

qualifications for career advancement. As indicated

earlier in this chapter, the average overseas school

administrator had recently taken courses back home or at

a regional workshop. Even so, many of the administrators

found it difficult to access adequate facilities for

keeping abreast of modern educational trends and for

renewing themselves professionally while overseas. These

views were borne out by the following sample of typical

responses to the interview question, "What facilities are

there for renewing yourself professionally while

overseas?" :-

-...it's hard; really hard. In the first place

the schools don't build enough in-service days

into their budget and schedule. They just don't

do it. Secondly who am I going to get to

in-service me in counseling? Then there is the

administrative aspect to the job; the

administrators don't have the time nor the

inclination to do in-service. Then if I were a

principal who's going to in-service me? Again

there are the conferences, but they tend to

offer general topics in teaching so that they

can accommodate the majority of personnel out

here. Take computer education; that's fine; so I

learn something about computers; but that's only
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once a year. Besides that you read; you read the

journals. But it's hard and you have to go back

to the USA to take courses if you want something

on your record. MSU run courses out here, but

it's hard during term time; it's a strain; we

have a lot going on out here;

-...it could be pretty difficult out here

because of the isolation but there are some

exciting programs offered by MSU, Trenton

State/New Jersey, Athens, Arkansas and there are

other workshops run by EARCOS, NESA, and ECIS.

I'd prefer to take courses overseas than go back

to the States; you get to meet other overseas

administrators and you all have common interests

and problems. You learn a lot about

opportunities coming up. The courses have more

of an overseas emphasis; although that is a

problem as the professors often try to relate

their presentations to overseas administration

but they are often lacking in their own overseas

experience. There is a lot of room/opportunity

to do a better job in these courses. It's a

tough one; there are a lot of unique problems

about administration overseas that are usually

not touched upon;

-...one of my personal frustrations; not enough

opportunity for professional in-service; there's

MSU that came out here; this year was the

initiation of South East Asia Teachers

Conference Overseas (SEATCO) and then there's

EARCOS for the administrators;

-...that's a real weakness in my opinion. The

overseas administrator, like the overseas

teacher, has to depend upon individual

initiative for the most part to stay current.

Most school people that I have spoken to

generally indicate that we keep abreast on

current changes in education because most of

their staff return to their home country for the

summer, some take courses; but that's a

generalization. That's an assumption that people

are going to go back during the summer and stay

active in the profession. I think that in

reality people go home, relax, they travel and

visit friends plus family; they get away from

school;

-...there aren't many. We all think that;

teachers and administrators. We're in a bit of a

vacuum. This was really brought home when the
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SEATCO was in Jakarta last year; we closed the

school for the day because the response was so

great from the staff. They were so enthusiastic

after the conference workshops and meetings.

Three of us are going to the SEATCO this

November; it's quite an outlay for the school

but the school board think that it's worthwhile.

None of our British staff go on courses back

home during the summers but they tend to be

ines of expat. workers and stay over here with

their husbands or take their family on holiday;

-...it's very difficult in a private school

system. You either go back to your own country

on sabbatical which private schools are

unwilling to fund (costs and replacement) or you

arrange for a specialist to come to you and talk

to your staff. As far as administration is

concerned, there is absolutely no link between

administration of this school and the

administration of any other school in the world

as far as I know. The situation is peculiar to

each situation;

-...MSU sends out professors. However I don't

think that you can replace the 'on campus'

experience where you can select your professors

and talk with other students.

Overseas School Administrators' Initial Career Plans

During his senior year at high school the average

overseas ‘school administrator had no intention of

entering the teaching profession as a career option and

in fact only six of the forty-four interviewed had

thought of education as a possible career before they

went to college. This researcher contrasts this with the

findings of Seigel (1978), who stated that those students

with high aspirations chose their careers early. The

following extracts from the interview responses to the

question, "What were your career plans in your senior
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year at high school?" suggest that the average overseas

school administrator had planned to be anything but a

school teacher and here again this researcher has

identified the phenomenon of chance which is important to

the sociological theories of vocational choice :-

-...not to go into teaching! I went in for it

quite by chance. I had intended industry. During

my last year up at Oxford I was offered three

jobs, but I wasn't sure what I wanted. I had

done my National Service so I was quite old not

to know what to do. My tutor suggested a further

year; in Education. He said that it would be

easy. It was. During my teaching practice term,

quite by chance the P.E. guy broke his leg and

the geography teacher had a nervous breakdown so

I was thrust into a full time-table. I had gone

into the Dip. Ed. year with every intention of

not going into teaching but during that teaching

practice I found that I enjoyed it;

-...none; I was born and raised on a farm and

knew nothing else. I would probably still be

there if it weren't for Vietnam and the

requirement to enlist;

-...Uncle Sam took me into the services for the

end of World War Two;

-...an RAF career; my father was an RAF officer

and that's what I planned to go into;

-...we had very poor career guidance at school

and I think I had planned to follow my brother

as an engineer. I got side-tracked into

education by accident;

-...I didn't have any idea; when I went into

college I finally majored in zoology because

that was my highest grade in my senior year at

high school. But I knew that I wanted to travel

and I knew that I wanted to go overseas before

there ever was such a thing as the Peace Corps.

I knew I wanted to go overseas and live with

families. Peace Corps started up during my last

year at college so I interviewed with them. I

was on my way back home from my Peace Corps work
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when, _as I was about to board the next plane, I

was told that the local overseas school was

looking for teachers; I started off on

'local-hire;'

-...I only knew that I had a desire to travel;

but that was about it. My parents had never left

the state; perhaps my desire was a reaction to

that? My elder sister married a Foreign Service

Officer when I was in my formative years and

they used to come back from abroad with stories;

I used to think, "That sounds great!" To that

end I thought that I was going into business. I

got my MBA and got a job on Wall Street. If I

had stayed there in that job I would have gone

overseas after two or three years. My MBA

courses had an emphasis on international

business as I had known that I wanted to go

overseas and my BA in economics was going to

help. To cut a long story short I got

disenchanted with the business world and went

into teaching because they were short of math

teachers and I needed to earn some money as my

wife was pregnant!

The average overseas school administrator agreed that

there was such a thing as a career in the administration

of overseas schools albeit a 'risky' one and although on

average the overseas school administrator had not planned

a career in education by the time he had reached his

senior year in high school there was a commonality in the

avenues that led these administrators into a career in

education. Again, chance features high among the

characteristics that describe the routes taken by these

administrators that led into a career in education and

ultimately into a career in the administration of

overseas schools. As cited before, chance and

circumstances in one's environment, beyond the control of
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the individual, contributing significantly to the career

choices one makes are central ideas to the sociological

theories of vocational choice.

The following 'typical' or 'common' responses to the

interview question, "How did you get into overseas

schools?" substantiate the questionnaire returns on the

same question and suggest that the average overseas

school administrator got into overseas education partly

by chance and through responding by mail to newspaper

advertisements or with the help of friends; but which

ever way, it was without career guidance counseling :-

-...a friend from college had a father who was

desperately looking for teachers for a private

school in the Virgin Islands; she called him; he

hired us over the phone - 'sight unseen;'

-...friend of a friend; the timing was right.

They approached me. A friend of my friend was

the principal of a school in Zaire and stopped

over in Utah on his way through hiring. I'd just

been on the phone to my friend that day

explaining my dissatisfaction with my position

and that I was ready to move anywhere. My friend

told his friend who called me. I was hired over

the phone;

-...we were getting married and my fiance knew

the area curriculum coordinator for DoDDS and he

told her that he needed a reading person and

that if I could get over to Germany then I'd got

the job;

-...with a Master's at twenty-six the

possibility of breaking into administration was

pretty slight. It so happened that the new high

school principal at Athens was finishing his

Ph.D. at a university up at the other end of the

state; he called my superintendent who put him

in touch with me. I went over to see him and he
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offered me a job;

-...when I was at college I worked for a dean of

students who had wanted to go to Guam. Finally

he got to go down there and he wrote back to us

explaining what fascinating times they were

having so we decided we'd apply. We saw an

advertisement in an educational magazine - on

one page they were asking for teachers and .the

facing page was advertizing a teachers' dispute

against the administration down there and

telling everyone how bad it was! We applied and

got the jobs; we just sent over our CV and they

wrote back offering jobs;

-...the British Council had sent me a couple of

addresses but later I found out about agencies

like ECIS and the like. My old headmaster gave

me a leaflet when I dropped in to see him after

I came down from Oxford; I had let him know that

I was thinking about going overseas. He said,

"You won't want this!" and was just about to

throw it in the waste-paper basket; then he

said, "Well take it and look at it." After that

I forgot about it and it was weeks later whilst

I was on a walking holiday in Switzerland that I

found that leaflet screwed up in one of my

pockets. The interviews were to be in Italy so I

went on down there and presented myself at the

office. They gave me the job;

-...Australia was actively recruiting in the US

in the seventies. I saw an advertisement and

that started my interest growing. I wrote a

number of enquiry letters on my own and then

made contact with recruiters at the Northern

Iowa Recruitment Fair. After a number of

interviews I got five job offers so I chose what

I thought was the best;

-...I was finishing Peace Corps and was on my

way out through Manila; I heard about the

international school while I was waiting for the

plane. I picked up a job there;

-...by following my husband abroad. Partly I

chose to marry him because I wanted to travel

overseas; he was not a US citizen;

-...we had the ISS Handbook and we just went

through it saying, "...that looks good,

...that's good, ...that one looks good...!" We

sent off twenty-five letters with our resumes
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etc.; we had five offers, all from direct

letters!

-...I was finishing my Ph.D. and~ the university

placement office phoned me with regard to a

possibility in Greece. I'm probably the only

person who got a job, other than his first,

through his university .placement center! But

they had received a call from the President of

Greek College to say that he was looking for

someone with high school experience and with

overseas experience. I'd been with DoDDS years

before. He was coming to R----- to interview

someone and decided to hit Greenboro as well; we

talked and I got the job but every time we meet

for dinner during recruitment trips or

conferences he always reminds me how he had

decided 'on a whim to hit Greenboro as well!‘

Extent of Career Guidance Facilities Overseas

It can be.seen from the following responses to the

interview question, "What facilities are there for career

guidance overseas?" that there was common agreement among

the administrators that it was very difficult to get

career guidance with respect to a career as an

administrator of an overseas school. However, although

the type of 'formal mentoring' as described by

Phillips-Jones (1983) was not practised, informal

mentoring was ubiquitous :-

-...very, very limited. I think most people

would agree with that; there may be exceptions,

I don't know of any;

-...none to my knowledge; peers;

-...sometimes placement agencies like ECIS will

help; but there isn't really much in the way of
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career guidance, even from them, other than from

peers;

-...you have to look for the jobs and

opportunities yourselves;

-...as far as I know there is no career

guidance. You decide you want to move.....;

-...I think only from colleagues and the people

you work for. I think that breaking into

administration overseas is very difficult

because there are not enough‘ assistant

principalships; most of the overseas schools are

small, they need a principal not an assistant

principal. And most overseas communities do not

want to take a chance, they want a proven,

experienced overseas administrator. And that's

the first step - to get the first principalship.

It's not easy. We've got a couple of talented

administrative aspirants here; I don't know how

to help them; it's tough to get the first

principalship;

-...I know of none. I think that it's a question

of personal drive. If you want to get out of

your own country (USA or UK) you must make your

own path, do a bit of trail blazing and pick

your own path as you go;

-...I think that a lot of it is internal, inside

schools; I talk to the senior members of our

administrative team with regards to how to

apply, what to say, types of recommendations or

testimonials to get. That sort of advice can

also come from the heads of ECIS etc.;

-...formally none. The only help that I've seen

comes from the universities who run courses

overseas and then from colleagues. I remember

one young man that I took to the school in North

Africa and after one year promoted him to

elementary principal. After three years he came

to Malaysia as the deputy of the school and then

he moved up to the chief administrative

position. Subsequently he has moved to be the

head of a school in Europe and I have come in

here behind him. Myself and a number of other

administrators had seen this guy was good and he

proved a really efficient administrator and so

he was helped from job to job - somewhat like

mentors. That sort of guidance of young

educators who want to get on in overseas
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administration goes on, especially if they're

seen to be a good risk;

-...not very much as far as I can see. We try to

run in-service courses to keep teachers

up-to-date so that they're not suffering from

being 'in the field' overseas. But one could be

led into a 'backwater' in an overseas school and

one might find it difficult to get back into a

job back home after a lengthy stay overseas.

There are limited career possibilities in

overseas schools but some overseas schools do

not recruit from the overseas field; they only

take recruits from the UK. They don't want

people who have spent their lives abroad; Hong

Kong only recruit straight from the UK. On the

other hand one does sometimes look for people

with overseas experience, who have demonstrated

that they can survive overseas. Nevertheless,

someone who has had a career overseas, one place

after another, is not always the best candidate

for us here; he could be suspect. I would like

to know his motives;

-...EARCOS; but mainly just job lists. I've

known people who after doing a job search have

sent around a letter saying that this is what I

did, this is how it worked out, these are the

best methods and this is what it cost me. That

sort of exchange goes on. No counseling has been

brought to my attention. From my experience, as

an overseas school administrator you're on your

own; it's your reputation and your network of

friends;

-...generally from the chief school

administrator. I was 'grooming' a teacher in

Eastern Europe last year. I've had a number of

close 'mentorship' relationships with other

senior administrators overseas and mentored some

teachers, giving ideas and leads;

-...in the past I just moved from place to place

following my husband and creating what best I

could out of each situation. On the east coast

of Malaysia I even opened my own school. Now I'm

divorced and independent I need more training

and career guidance. The question of careers for

women is important;

-...there are things out there but you have to

go after them yourself;
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-...there is no formal program of career

guidance that I'm aware of. I know that most

areas have associations of overseas schools and

their administrators workshops are good

opportunities for extending one's own network

and informally passing on experiences and

vacancies that one has heard might be opening;

-...most of it is 'hit and miss.‘ If I had a

problem I would go talk to Jack, our

superintendent; it's certainly not formal.

Jack's got a lot of experience and he got into

our contract that we have a week to attend

recruitment fairs; the board have been

fantastic, they realize that we are isolated out

here.

The fifty-six overseas school administrators were

not asked on the questionnaire to respond to the question

about what facilities were available for pursuing a

career in administration overseas but this question was

part of the in-depth interviews. The common response was

that there were no facilities available for pursuing a

career in the administration of overseas schools; the

important thing was to be part of the extensive

networking that exists between overseas administrators.

This supports the concept that is central to the

sociological theories of career development: one must

develop techniques to cope effectively with one's

environment. Some common responses to this question were

-...not much exists. For a job there are

agencies (ISS, ECIS) but there is not much in

terms of training. MSU helps but with most

schools when they talk about international
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education they're not talking about overseas

schools;

-...professional conferences and associations

like ECIS and EARCOS are the one thing that can

be of real assistance; that's where you hear

about jobs and those are the people that keep

you in touch with the job market. Then there's

the environmental bubbles,,both the smaller ones

in each community and also the world—wide

bubble. The overseas school world is small; I

personally know half of the overseas heads and

I've only been at two truly international

overseas schools. It does not take long to get

onto that circuit - board members move around ,

they know about me, teachers move around. I've

been asked privately to apply for at least two

jobs because I'd been recommended by an

ex-teacher. I don't think that placement

agencies are much help;

-...there's the network. It does not take long,

doing a good job and being seen, before you

start getting calls from people saying, "Hey

there's a job opening. Are you interested? We'd

like to have you apply!" There is a network. At

the same time there does not seem to be an

institution that runs courses for overseas

school administrators. Unlike, for instance, the

Foreign Service where you can go to Georgetown

University that has a whole division for

grooming people for diplomatic careers. There's

a certain amount of adventure; risk taking.

Overseas educators take bigger risks by coming

abroad; they have no tenure. It's a risk;

absence of honor, respect and pride; like

hanging out your name plaque on the door and

standing by their professional reputation,

protected by nothing. Only their self respect in

themselves;

-...I would say that it depends upon your

personal contacts, 'the good old boy network;'

one administrator has been in a school for X

years and a friend of his has been in another

school and they tell each other they're about to

move; trade offs. These things happen;

-...it's very much a matter of chance. There are

no facilities as such; interviews, appointments,

it's all a matter of chance and whether you're

at the right place at the right time and if your

face fits. Or if you know somebody who knows
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somebody on the board and suggests your name.

These are the factors that count as the real

influence and I see no evidence that there's any

logical process in selecting administrators in

overseas schoos;

-...there are excellent opportunities abroad due

to the large number of overseas schools and the

lack of facilities to search out, recruit and

promote enough quality people. A large number of

administrators come from teaching ranks who have

worked abroad. They develop a unique

understanding of the problems and challenges

associated with working overseas. I think that

the opportunities are very good but there is

probably a lot of competition for administrative

positions. When you have screened those who have

not had previous overseas experience, who have

not had previous administrative experience in an

overseas setting, I think you are down to a very

few well qualified committed professionals;

those who are still deeply committed to the

educational program rather than looking at the

assignment as a two year leave of absence from

their home school;

-...you have to take advantage of meetings and

personal contacts and conferences. For instance,

this summer I spent some time doing coursework

with Trent State University at Majorca; while I

was there I went out of my way to go up to

Madrid to meet the superintendent of the

international school up there because my wife

and I would like to make a move in that

direction. You've got to take advantage of

Opportunities and situations. In fact, the

longer you are overseas the more people you get

to know. The fact that Peter is now in Europe

and John is now in Malaysia, (they're both

administrators who have just left here), will be

a big help to me. The 'mentor' thing is bigger

overseas than it is in the States;

-...it's hard; it's easier to get jobs from the

States than it is when you're overseas because

you're right there for the recruitment fairs.

For me out here, I'd have to write letters;

they'll hire teachers 'blind' but they want to

interview administrators and I'm not going to

fly to London or Greece at my own expense on the

off-chance of getting through the interview. A

lot of people only go to the conferences to find

out about jobs; they don't go to the

presentations! The 'old boy' network is very
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active overseas; if I heard of a job opening in,

say, Taipei, my administrator would call there

directly by phone and present my case (and

perhaps arrange for an interview at this year's

EARCOS conference;

-...it's very difficult; in the States there's a

career-path to follow whereas overseas it's very

much a case of which jobs open up at a time when

you're ready to move, where you happen to be,

how you heard about it, and most important is

who you know. This job in Europe was never

officially advertised but the day that Ben

resigned, the board had twelve applications on

their desk! One was mine. It was never put on

the market. When I left Eastern Europe they had

two hundred and fifty applicants and that was

for a 'hardship post!‘ Can you imagine how many

this job would have attracted? I happened to

know an ex-board member from my school in

Eastern Europe who had just been transfered to

Western Europe and had gotten to know a board

member here; he found out about the job being

open and phoned me that day. My credentials and

experience stood up but it was nice for me that

they did not have to wade through three hundred

other applications before they found mine.

Suggested Beneficial Attributes Necessary for Career

Advancement As An Overseas School Administrator

The responses from the questionnaires showed that

the commonly held belief of the fifty-six administrators

with respect to the personal qualities they would expect

of a successor was that he should have had successful

experiences as an administrator overseas and that he

should be both flexible and adaptable. It was also

thought that he should have good human relations skills,

be energetic and be a decision maker with leadership

skills. These views were supported by the responses to

the interview question, "What personal attributes would
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be beneficial for an overseas school administrator?" :-

-...adaptability, open mindedness, flexibility,

ability to see a situation in a light different

than they're used to;

-...outgoing, articulate, good listener,

presentable, have a feeling of confidence;

-...patience; you must realize that things

cannot be done in a day; on the other hand you

have to maintain standards. You must have PR

skills, you spend a lot of time in the

community going to ambassadors' homes and when

sheiks come through the door you must be able to

meet them at their level and be able to say no

sometimes; you must be able to approach them

without upsetting them; there are people who can

shut us down in a day if they so desire and you

get on the wrong side of them. There are things

you must recognize that you don't go against; we

had to close the school for three days last year

in mourning for one of the shieks' seventeen

year old son who wiped out his Mercedes doing a

hundred and twenty miles per hour in town; he

killed four others;

-...you must be aware of the administrative

functions. You must be flexible. Certainly a

high degree of flexibility. Ability to generate

positive interpersonal relationships. You must

be able to disassociate yourself from your US

status and mix with the host-nationals and the

local-hires; you have to recognize logistics are

substantially different here. You must

appreciate the fact that different nationals

might be harboring differing goals; there's a

whole bag of tricks;

-...I think that you have to be flexible and

tolerant, and willing to see a new way of doing

something. If you try the 'memo system' with

Asians it just won't work; you have to sit down

with them and discuss the issue over tea. Then

you get answers. You have to be flexible and be

aware of the cultural idiosyncrasies of the

nationals that you are working with. Just

recently I found out why we've been getting blue

toilet seats in our lime green bathrooms; we

didn't specify on the order form! If you want

white, you must state it! If you don't state,

then you get whatever comes to hand. Another
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principal wanted two posts removed. They did it

and filled the holes with rocks; he wanted it

grassed over but didn't say, "Fill in with

tOp-soil." So he got rocks. In Asia you must

specify. You have to treat it as a game and

learn the rules that they are playing to;

-...adaptable; flexible; supportive of the

staff. In the States you can have an independent

life after school. Overseas it's vitally

important to be involved with the staff and be

aware of their personal needs. Support systems

and morale are important and are directly

related to admin. awareness of needs. Most of

your social life revolves around the school, so

if you're the type that can create a feeling of

caring and good morale then you'll do better;

-...he has to be a good listener; has to be

organized; must be a fairly good public speaker;

has to communicate well with faculty, board,

parents and kids; you should have a pretty good

idea of what you think a good school is;

-...I think you have to be really flexible.

Things just don't work overseas the way they do

in the US. Flexible in a lot of things, in other

people's views, you have to be accepting in the

fact that they just don't see things the way you

do. It isn't always 'black and white' overseas;

there are always people saying, "...wait a

minute, in our country we don't do things that

way!" Flexible and tolerant. More than anything

you've got to be able to work with people

because you've got a transient group of teachers

coming through every two years and you've got to

grab that person, develop a rapport with them,

get them to respect you and this sort of thing

in a very short time; then they're gone again

and you've got another group. You don't have the

luxury of saying, "These teachers know me!

They've been here for fifteen years!" You can't

sit back. You've got transience; every time

you've got new people you've got new ideas.

You've got to take those new ideas and work them

into the type of school that you want without

destroying their creativity;

-...you've got to have good relations, morale,

school climate; you've got to be absolutely

fair. People will put up with a lot if they feel

that it's fair;

-...you have to be flexible; there are many
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frustrations overseas - laborers who neither

read nor write, but the structure goes up and it

gets maintained. You have to have a sense of

humor and then you can't lose. But flexibility

is something very much required in terms of

overseas administration. If you can't find a

certain product you must be able to turn to

other things, other ways;

-...f1exible. Not surprised by things that can

happen in your personal life. You have got to

expect the unexpected. You have got to expect no

water, no electricity. You've got to expect

rumors of political problems and be able to cope

with them. You've got to expect that suddenly

they'll pull out American families and the

school will go down dramatically overnight and

you have to step down from being a

superintendent to a teacher, so you have to be

flexible. You have to be positive because you

have to. keep the attitude of your staff positive

to face the political rumors;

-...administrators overseas have a much greater

responsibility to caring for their teachers,

more than in the States where there is much more

in the way of 'back-up offices' etc. but here

the whole game's yours. Because of that you need

administrators who are willing to work really

hard and very often long hours; they must be

organized but most of all they must be true

educators with sincere interest in children's

total education. Parents overseas are much more

involved in ’ the school. The overseas

administrators that I've experienced have spent

a lot of time with parents; you've got to be

able to sit down with parents and give them

time. Tolerance. You must be able to look at

yourself at the end of the day and laugh at

least at one thing because the frustrations are

very great. Basically you have to be a real hard

worker; you can't come overseas for a holiday.

You can't be rigid in your thinking. One of the

problems is the tremendous 'turn-over' of staff,

kids, parents, board and administrators; it's

important therefore, to have things written

down; to have policies, procedures and

curriculum so that the next person does not have

to start at square one;

-...you have to be free from your own ego

getting involved in your decisions; free from

personal involvement in the issues that come up

and administrators are often 'ego' people. The
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job does not have a whole lot of built-in

strokes so you end up standing alone a lot. And

it's hard standing alone and not let your ego

get involved. Overseas it becomes more of an

issue because you get involved in people's

lives; they're often community schools. With

overseas-hired teachers you're not only involved

in pay, benefits, curriculum and all the other

professional matters but also in all the

maintenance factors of living; like housing,

shopping, health, emotional events and long off

family. Personal relationsip skills and

communication skills are important.

This researcher did not administer aptitude tests,

interest inventories or performance tests to the

fifty-six overseas school administrators who took part in

this project so the researcher cannot analyse the data

with respect to the 'trait-factor approach' whereby

counselors attempt to assess their clients' strengths and

weaknesses, interests and values in relation to the

characteristics and skills required for employment in

various occupations. However the reader, no doubt, can

readily appreciate and recognize the commonalities of

beneficial attributes for administrators overseas schools

that emerged from the responses quoted above and can

perceive how these ‘commonalities mesh with the

'trait-factor theories' bf career counseling.

Reasons For Overseas Movement

Although varied, there was a commom trend in how the

fifty—six overseas school administrators first heard
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about overseas schools. The majority heard of the

existence of overseas schools from friends or relatives

and many had come by the information through reading or

from placement agencies. A relatively high proportion

(nearly eleven per cent) of the administrators had lived

overseas as children, which was to be expected, being in

agreement with Useem's concept of Third Culture Kids

(TCK) and their propensity for seeking careers that

enable them to travel and live overseas (Useem, 1978).

Travel and adventure appear to have been important drives

that directed these fifty-six administrators to their

initial overseas post and although some were interested

in the particular culture or location of that first

overseas job, on average, the administrators responded

that they were attracted mostly by the job itself.

For those administrators who had been at more than

one overseas post there was a commonality in that they

left one post for career advancement or because they had

been at that post for 'long enough' and they were

attracted to the next post, again for career advancement

or because of the school's location. The administrators

who had been overseas for the greatest number of years

and who had worked at the greatest number of posts tended

to take into consideration their family's needs and the

potential career prospects and benefits of the next job

more than just the geographic location of the next
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position.

The following were common responses to the interview

question, "Why do you work overseas?" :-

—...job satisfaction is number one; plus

adventure. The opportunity for quality education

for our children. For a living situation that

allows the family to do a lot more together;

you're travelling together and you're a lot more

dependent on one another;

-...you're free of a lot of the laws; you're

free of a lot of the financial restrictions;

you're allowed to be an educator;

-...if you're romantic you can 'just get off on

it;' sometimes I just flick through the ISS

Handbook and think, "Where do I want to go next?

North Africa? Maybe I'd like to go there for a

while?" If you like to travel, if you like

different cultures, it's great;

-...I think that the real key is that one has

more control over the school in an overseas

environment than one has in one's own country.

It might be that a private school in the US is

comparable to this, but you don't have to worry

about teachers' unions or about government

regulations. I would not like to work in an

overseas school where fifty per cent of the kids

were host-nationals (like in South America) and

that's not because I don't like working with

host nationals. But with those people, every

time you want to raise tuition you get a

reaction. I've worked most recently where

ninety-five per cent of the kids have been from

embassies or company sponsored, so you can ask

for what you need. If you need it and can make

out a case for it, you get it;

-...I love to live overseas. I like the

international community of people, the students,

parents and faculty; all very cosmopolitan. The

kind of people that you work with seem to be

more adventuresome, open minded and flexible;

-...there are few restrictions here. I like the

quality of life here as a superintendent; house,

car, maid, big dollars. I like the free time
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that I have here to do the sort of thing I never

had time to do Stateside; I run three times a

week; sail (I've gotten my helmsman's

certificate since I've been here); I've got my

diver's license., I had one February in

Pennsylvania where I had eighteen after school

functions, board meetings, Saturdays, evenings.

Here it's twice a month board meetings in the

afternoons which are very pleasant. The

committee meetings here take place in the

afternoons so it's just an extended day; when I

go home, I go home. I used to go home, eat

quickly, say, "Hi!" to the kids and then go back

to meetings. Too taxing! Besides having more

free time the remuneration package here is very

nice; I've never had as much : house; car;

leave; annual flights home; baggage; insurance

and the salary itself is higher. All this and

money too!

-...main attractions are the schools themselves.

They tend to be freer and more creative; there

tends to be a feeling of professionalism (more

than in the USA); I like the kind of youngsters

that are living and moving overseas. I like the

kind of professional educator that comes

overseas; the teachers that are over here are

here because they like children. You overlook

the hassles (because they are there); it

wouldn't be worth it if it wasn't for the fact

that the schools are good educational

.institutions. I'm talking as a parent as well as

a head. My two daughters have had good education

overseas. It's much, much better. One of my

daughters went from second grade through twelfth

grade in overseas schools; she was very well

prepared for university and she could have gone

to one of the very best schools in the US (in

Santa Clara) if we'd stayed in California. The

girls were individuals; they were taken care of;

people cared for them overseas;

-...my children's education was number one; a

very important factor. I can be a real

headmaster here. I couldn't in London where I'd

be subject to all sorts of illegitimate demands

and pressures from governors who are not

educationalists. Here I'm accountable to the

parents, but I think that that's how it should

be. I'm being paid to do the job and to ensure

that the place is run well, but I can achieve

that here. I can hire or fire staff and get rid

of kids; I don't have to worry about local

authorities telling me that I can't suspend
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kids. I can fashion the place more after my own

desires, more than I could ever do in the UK;

-...because it makes my life worth while;

because it is tremendously exciting to me; very

challenging. Here I can walk into the

superintendent and say, "I think I've got this

marvellous idea; I think it'll work with the

kids!" and he'll give me encouragement and we'll

give it a try. I think that overseas you have

the opportunity of using your commitment, take

part in what's going on and really make some

changes;

-...not having actually selected overseas

administration as a career option, but sort of

just gone into it, I think that I've stayed

overseas because it has been an enjoyable

productive experience and in the back of my mind

I have the idea that it would be extremely

difficult to find an equivalent job in the USA;

-...I find that working in a small organization

overseas like this you're a big fish in a small

pond; it gives personal satisfaction. I found

working in a large educational authority in

England very dispiriting, you could never get to

the man at the top, never get a straight answer,

never get anything changed and I came to the

conclusion that I was nothing more than 'a post

box and an messenger boy.‘ Here I'm more than

that; '

-...for me it's the life-style. It's the

attractions, it's exciting. Just being abroad;

even when you're not there, just listening to

the international news you say, "Yeh, I've been

there, I know what they're talking about!" Like

when Aquino was murdered, a group of us who had

been in Manila at one time or another got

together one evening to talk about it. The

Korean airliner that was just shot down by the

Russians, we had students, families from the

community and friends on that flight. It brings

the news into your lives. The people back home

are so insular, so inward looking. The rapid

expansion in S.E.Asia; we see it happening. The

Japanese etc., they're overtaking the West; we

see it happening. It's exciting. Before I went

out to the East I read up on these countries and

I recognized that it is here that things are

going to happen. It's here; it's happening. I

wanted to be here. The diplomatic circle; I

think it is interesting to mix with these
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people; I enjoy the cocktail parties. The

facility and the ability to travel. That's why I

work and live overseas. I did my practice

principaling in a small town in Ohio; the desk

was half filled with law books, union rules,

what you can do and what you can't do;

everything had to follow the guidelines.

Teachers could not spontaneously and voluntarily

put on a play; you couldn't call more than one

faculty meeting a month. That's not education. I

like it overseas where educators say, "If

there's a need, let's fill it!" Where you sit

down and talk about kids, know them, work with

them. In the school that I worked in the States

at two thirty you trampled each other getting to

the door. Here people remain in school until all

hours discussing what's best for the kids and

the school;

-...the advantages of working overseas are very

clear. First of all you have adequate money to

buy the materials to do the job. Secondly you

have the best kids in the world. Thirdly you

have supportive parents. Within reason the

tuition buys everything that one could possibly

think of to enhance the lives of the kids. When

I was back home I can remember spending half an

hour with the superintendent and feeling really

good about coming away with one hundred and

fifty dollars. Last year here, I told the school

board that the way to go was with computers.

They asked, "How many and how much?" I said,

"Fifteen .for about twenty thousand dollars.".

They said, "O.K.!" They want the best for their

kids. In the States you wouldn't have the money;

then you'd have a first hearing and a second;

finally you'd have to choose and identify

between twelve different models and you'd upset

all those you didn't buy from. The kids here are

great; they come from thirty-eight different

nations; they read at hdme, they don't have

television; they might watch a video for an hour

or so, now and then, but they communicate as a

family. Those parents are interested in their

kids. In the States administrators carry a

million dollars insurance against law suits plus

professional association coverage. Not only do

we not have those here, we have only had one

parent go to the school board with a complaint

in three and a half years. Mostly they go to the

teacher first and then come to us, but we

virtually always can sort things out among

ourselves.
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McClelland's three motivators :- power, affiliation

and achievement are all clearly identifiable in the last

vignettes. For some administrators it's the power

associated with being 'a big fish in a small pond;' for

others, satisfaction comes from mixing with 'the

diplomatic set' on the cocktail circuit and yet others

are motivated by satisfaction which is derived from their

enhanced ability to achieve because of administrative

freedom.

As can be seen, the advantages of working overseas

were quite clear to those administrators interviewed but

there were restrictions and 'draw-backs' to working and

living overseas. The following responses depict the

common negative aspects with working and living overseas

-... the transient community is a problem,

teachers, kids, families. You develop things

with kids and then they're gone. Local drug

laws; you can walk into a chemists off the

street and get two hundred 'Seconol' over the

counter; heroine is available! The drug laws are

a problem for the administrators. Parents

complain, but we don't write the local laws; we

can only regulate what their kids do in school;

-...'turn around' time with orders is a

restriction. If you make a mistake with your

orders or if you forget something, the kids

suffer and you look bad. Although we are on a

direct telephone line to the States and you can

fly things in, at a price. Local government can

be a problem, getting things in;

-...restrictions? Oh yes. Not being able to keep
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up with what's happening in education in the

States or elsewhere. So I go back every year to

summer school and I have a tremendous number of

subscriptions to professional journals;

-...probably the biggest restriction is that due

to the turnover you are limited to how much you

can build program-wise and with respect to

relationships;

-...rate of turnover; both kids and faculty.

It's difficult when you've had a good teacher

build up a department and then leaves. The

longer your're at a school, the more you know

and the more you take on. Recruiting to replace

a good teacher is difficult;

-...you get out of touch with family, friends

and the profession;

-...one wishes one could be a little closer to

the profession. One can keep up by reading, but

that's not the same as talking about it over a

beer with other colleagues in the 'run of the

mill stream' back home. To that extent there is

a certain degree of isolation here. You can know

what's going on, but that's not the same as

experiencing it. You have to work on it;

-...constant turnover is a headache. You train a

board to work your way and then it all changes.

Another difficulty is working with local

bureaucracies; :you don't understand it but

you've got to work with it. It's very, very

difficult to understand it; it's very, very

difficult to deal with it; it's very, very

frustrating whether it's Africa or Europe. The

inefficient ones you can get around; the

efficient ones are worse;

-...well it 'ain't home!‘ Once you realize that.

I've got water blocked in my sink right now;

it's been sitting there for two weeks. Every

time you flush the toilet you have to fill it

again with a hose; that's just the way it is. On

the amount of money the school allows for

housing it's all we can afford. Many times the

schools will get the apartment and furnish it;

then they take care of it's maintenance. Then

you don't have so many problems yourself but you

still have the electricity go dim or out; the

water's always going off. If you're not going to

accept that, then you shouldn't be here anyway;

there are always minor irritations;
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-...restrictions? Budget; finance; inadequate

buildings; unrealistic expectations of what the

role of the school is; unrealistic expectations

of what can be accomplished in an overseas

school;

-...right now we find it very difficult having

all of our children living away; the last one

just graduated high school so we're going

through the same 'withdrawal symptoms' we would

have had anywhere in the world, although being

overseas makes the distance and consequently the

feeling of isolation even greater. Also I'm an

ardent sports fan! I miss not being able to keep

up with the basketball and football and baseball

seasons; I miss that part of the USA; no TV;

there are just things about being an American

that one misses once in a while.

As cited in Chapter Two, Hanson and Fiedler (1973)

have suggested that the relationship between work and the

satisfaction of needs varies with the people involved. It

would appear to this researcher that those administrators

who remained overseas found that their work satisfied

their needs and that the advantages out-weighed the

restrictions.

Difficulties Associated with Overseas Movement

Trying to establish a career as an overseas school

administrator was a risky affair because, as can be seen

from responses quoted earlier, there was no career-path

to follow, there was no tenure and facilities for career

guidance were virtually nonexistent. Even with these

evident difficulties a considerable number of educators
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had created for themselves a career in the administration)

of overSeas schools but one of their prominent dilemmas

was securing positions in administration overseas and

moving from post to post. The following are some common

responses to the interview question, "How easy is it to

move from overseas post to overseas post?" :-

-...I've found it relatively easy but it's a

lottery; it's Russian Roulette with your career.

You either have to do what I did the first time;

that is resign and make it known all over that

you're available; or you do the opposite and

walk into your board in late May and say, "Hey,

I've got this great job offer!" But it's not

nice to do that. Everything depends on your

relationship with the board; absolutely

everything. The board are the ones who are

either going to recommend you or not for your

next position; no board now, hires without

phoning and talking to at least two or more of a

prospective candidate's present board;

-...it is not easy; it helps somewhat if you

have a worldwide group of connections; people

that you know, people that you've met and you

maintain these connections;

-...in the British style overseas schools there

is no system like in the American style overseas

schools, it is not too easy;

-...these schools are pretty isolated but the

communications and the contacts are kept up; we:

do it much more so than if we were in the US

because it's vital to us both personally and

professionally. I've found no problems moving

but I don't know if you've analysed what I said

earlier but I stayed in Nassau for only one

year, which is not a good recommendation on the

face of it; but I have a reputation and when I

say that Nassau is just not the place to be,

they accept that;

-...if you have the contacts it's possible. If
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you don't, it's really tough. Most people know

someone at the place they're going to. I'm

keeping definite contacts alive. Most places

want to interview you for admin. jobs; if you

can get to interview then you stand a chance,

but if you can't and you don't know anyone then

it's impossible;

-...once you're overseas and proven yourself,

it's not that difficult; you might not get what

you want, where you want, when you want but you

can move. It's the 'grape-vine,‘ 'the old boy

network' and 'being at the right place at the

right time;' knowing the right people. Mainly

through networks. It works the same way when

we're hiring; if someone is available and is

known by one of the network then we call that

person on the phone and ask them. Plus the word

gets out and people get a reputation that

follows you;

-...it seems to be who you're known by; it's a

lot of 'word of mouth.‘ Our ex-superintendent

has just moved to Europe; if he had a job he'd

phone me. A lot of that goes on;

-...I think it's hard but it also depends from

year to year what becomes available and it

depends on one not being restrictive in the

geographical area and types of schools your're

looking for;

-...you're really not master of your own fate.

You have to be prepared to jump at an

opportunity; it's not much good trying to 'map

out a career-path.‘ Timing is difficult; many

times jobs don't become available until late in

the Spring and after you've had to commit

yourself to another year at your present school.

But you've got to be professional about it. ‘If I

were a board member and the headmaster came in

June to say that he'd just got a job offer that

he couldn't refuse, I'd be straight on the

'blower' to his prospective new school and

explain to that school board how he was letting

us down! If a head expects his teaching staff to

give him notice in February then he should do

the same with his board.

This researcher analyzed the above responses as
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providing further support for the sociological theories

of career development because maintaining networks was

understood as being synonymous with developing techniques

to cope effectively with circumstances in the

administrators' environments that contributed

significantly to their career choices.

An integral influence on overseas school

administrators' careers was how they reacted to working

and living in environments that were often quite

different to the environment in which they were brought

up and quite different from the environment and culture

in which they were trained for their profession. Even

though the average overseas school administrator was

self-described as outgoing, adventuresome and as

typically one who enjoyed travel, the impacts of culture

shock and role shock were common citations that

consistently featured in the responses during the

interview question, "What were your initial reactions to

working overseas?" Some typical responses were :-

-...we drove all day and through the night to

cross the length of Yugoslavia and arrived in

the dark; tired out. We were amazed by all the

bleached limestone desert. We wondered, "What on

earth had we let ourselves into?" We had always

known the lush green of New England. We

wondered, "What was it going to be like?" We

went down town; no-one spoke English. We were

completely disoriented! Couldn't recognize

anything to buy to eat! We knew it was going to

be different, but I was not as prepared as I had

imagined I would be. For a couple of months it
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was tough. I would have 'broken' if I had been

on my own; I would have gone back home. Having

my wife with me made all the difference. It

doesn't matter where you go, that initial period

of getting used to living and working overseas

is tough. After that you always have experiences

to fall back on. Coming to Asia would have been

worse if it had not been for our past

experiences; we couldn't find a house; we had to

move two or three times. We brought over our

dog; it died. Both our parents died that year.

It could have been really tough; had it been our

first year overseas I think that we would have

packed up and gone home. You have to be

resilient and you have to realize that things

are going to be different. For a year you might

get bumped around a bit; it's all part of the

experience; some of it is bad;

-...it was total shock the first time; a kind of

complete frustration with everything you try to

do, work, eat, communicate, shop, live;

-...the first few days were a daze; we couldn't

find the food shops and there was nobody to turn

to. Our orientation, or lack of it, was a

disaster. We never quite recovered from that;

this place was so much better and we settled in

very much more quickly and were more productive

at school;

-...the Caribbean was more of a culture shock

than here; this is Chicago in comparison, at

least on the surface;

-...a typical frustration is the language

wherever you go when your job depends upon your

ability to communicate; when you find that a

number of your employees don't communicate in

English and you don't communicate in the native

language your effectiveness is greatly reduced;

but the degree of culture shock that I've

experienced here is considerably less than in

Egypt;

-...in Macedonia I was pretty startled by how

little the school cared about the faculty. I

phoned the superintendent from the airport; he

only said, "Phone me back with a phone number

when you've found yourself accommodation!" The

philosophy of that school administration was

that they were doing the overseas—hires a favour

bringing them to the 'seat of civilization.‘
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Africa; I was startled by the lack of dedication

the teachers had allowed themselves slip into.

The quality of their personal lives was such

that they were not in a position to lead kids. I

feel strongly that you must be a role model for

kids; you don't want them to be exactly like

you, but anyone who doesn't believe that kids

are affected by how their teachers behave and

dress are right off base. We got the teachers to

wear shirts and pants, not cut-offs and

tank-tops; we got them to come to school

regularly unless they were really ill and we

encouraged them not to be 'hung-over' in the

mornings on school days; we had lesson plans for

the first time and we didn't renew the contracts

of the philanderers and partner swappers;

-...initial reaction was extreme excitement but

after the 'honey-moon' was over it became more

of a struggle;

-...we didn't know what we were coming to; we

didn't know how primitive it would be; we're

getting over that now;

-...Pakistan, the heat; Kabul, the beautiful

city; Malaysia, how green it was;

-...when we came here we were completely on our

own! We had some sort of building but no staff

nor equipment; we had to start from scratch.

After having all the support systems of the

central office, that was some kind of role

shock; I had to become a 'Jack-of-all-trades'

and put my status to one side;

-...the Benelux Countries was a surprise. I knew

that there had been human relation problems

here; in the recent past there were 'lock-outs;'

that's the reason why I got the job, but what I

didn't realize was what a disasterous effect

that has on the day-to-day systems of

management, just getting things done was so

difficult with such low morale and mistrust of

everything I said;

-...the parents here at Bangdung had been very

antagonizing, hypercritical; it took them a year

to come round. The school is only seven years

old; there has been a great deal of political

struggling; I'm the sixth head in eight years;

the main problem is due to the turn-over of

staff, teachers, children, parents and the
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board; things are getting better;

-...there are far more strains and stresses

among the people here; far more than among

parents and students in more settled

circumstances; people are under far more

pressure; this is reflected in the school; the

transient nature of the student body and

expatriate community does not help; it creates

tensions and produces a superficial approach to

many things. The homes are very often virtually

one parent as the fathers are away on business

so often; parents are off at cocktail and dinner

parties so often that the students spend a great

deal of time on their own and this sometimes

leads them into drugs and other troubles.

Although there had been some site-specific surprises

during the average administrator's career with respect to

the job that they had to do in comparison with the

original job description, on the whole most of the

fifty-six administrators had found that their jobs had

not evolved very differently to the job description given

them during recruitment.

The administrators tended to characterize other

overseas school administrators as professional, dedicated

educators who were innovative, adaptable rand flexible. It

was also suggested by these administrators that they

could put these traits to good use overseas because there

they could spend more time dealing with educational

matters as they had to spend less time on union

negotiations and with problems associated with the law

and litigations. The role of the overseas school
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administrator was seen as basically similar to that of

educational administrators back home but there were extra

responsibilities for the overseas administrator,

especially with respect to the housing and welfare of

faculty. The extra responsibilities were regarded as a

test of the overseas school administrators' ingenuity and

resoursefulness.

These data can be analysed utilizing the general

hypothesis of the personality—in-career theories whereby

it is suggested that people with similar personality

characteristics occupy similar occupations. (Mitchell,

1978) Also it is suggested that people select vocations

because they envisage potential for satisfaction of their

needs by the successful application of their personal

skills. (McCall and Lawler, 1976)

Overseas School Administrators' Career Goals

and Expectations for the Future

The majority of overseas school administrators had

career goals that included their continuing in

administrative roles overseas. Those already in the 'top'

jobs wanted to continue in similar positions and those in

the subordinate administrative posts aspired to positions

of chief administrative officer. Content analysis of

responses to the interview question, "What do you see as
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your career future?" identified the following common

responses :-

-...I won't go home. I'd like another six or so

years here. Perhaps another overseas appointment

after that; Nairobi? Europe? I'd certainly be in

charge. Power might corrupt. But it's certainly

nice!

-...that's very difficult to say. I certainly

envision currently staying in the overseas

system for ten years or so. To project further

than that is not, I think, very realistic. I

certainly envision in the next ten years or so

I'll be actively involved either as a high

school principal or as a superintendent of an

international or American school overseas;

-...I really don't know. I tend to follow the

'opening door' philosophy of career development.

I see myself continuing overseas until

retirement and that probably means a couple more

schools because I believe that an overseas

school head should move every five or six years

and I don't believe in 'job-hopping,‘ staying

only two to three years. On the other hand, this

is an awfully good job that I've just moved to

and I could comfortably stay here to retirement

if I felt that I had enough challenges. So I

don't know; it's very unlikely that I'd take a

job in the US. I'll retire in the US but I don't

know where;

-...having just become headmaster, that's a bit

premature. Well, I'm here for four years; by

which time I'll be fifty-five. They might extend

me another four years if I'm lucky; I can't go

to a better place than this;

-...difficult. I get a great deal of

satisfaction from this job. If it were somewhere

else I'd stay for life; but the climate and the

locale do get to me. There's good social life

but sometimes I think it's a bit false; they're

not here very long. At my age I think that I

could get one more similar post. I have no

ambitions to get a bigger school; even here I

find it difficult to get into the classrooms. In

a bigger school it would be impossible. I think

that there is no chance back as a head at home;
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-...I suppose that I'll either stay here or at

the most one change before I retire. If I did

move it would be to another overseas post; it

would have to be a spectacular offer to take me

back to the USA and it would have to be in the

capacity of a job related to overseas schools;

-...we used to play this game once a week when

we were in Africa. We use to say, "In a year,

where do you think we'll be?" We never guessed

correctly and it was chance that the political

situation developed in such a way that Reagan

pulled us all out in the middle of the year. We

were lucky to get these jobs; it was not

planned;

-...after this I'd like to be the head of a

small to medium school or the deputy

superintendent of a large school for five or so

years. At this point I don't see myself running

a big school. It's more a PR job. I see myself

staying overseas but eventually I'd like to find

something good; good location, good money, good

conditions, and stay; but it's all luck!

For someone who has not travelled abroad or who has

not worked overseas it might be difficult to understand

that the majority of the administrators experienced no

great pull to return to their home countries for a

prolonged period during their working life and quite a

large proportion of them had no particular plans to

retire to their home country. It has already been stated

that this present research did not include the

administering of personality tests, so analysis of the

careers of the fifty-six overseas school administrators

with respect to the 'personality-in-career' theories is

not possible in this dissertation but there does appear
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to this researcher to be evident a commonality of

personality-type among the administrators who

participated in this research. There was a propensity for

these administrators to be living and working overseas

because that way of life satisfied their needs in a way

that living and working back home did not. This supports

the general hypotheses of McCall and Lawler (1976) and

Mitchell (1978) that suggest people select their jobs

because they envisage potential satisfaction of their

needs.

The following responses to the interview question,

"What would be the reasons for returning home?" support

the data from the fifty-six questionnaires :-

-...I don't have a quarter of an acre on the

ocean waiting 'for me. We have the ability to

adapt; we won't retire to the States, I'll

probably die teaching in Africa or India. I

can't imagine life without teaching; after a few

more years here we'll probably give our time and

expertise to schools in a developing country.

I'm not working for the security of a

condominium in Florida;

-...I probably won't;

-...we don't have a pull to the US. We're not

waiting for the ideal job to show up in the US.

When six years have gone and the girls are

through university we'll save for two years and

then go to Europe to teach, for the experience;

the money's much less there but we'd be going

for the culture. We are greedy for travel and

culture, not for more money after the girls have

left university. We don't want to be anything

but US citizens;

-...I am considering what's important to me back
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in the US. Now my daughter's graduating I'm

freer; I might go back to school; family might

take me home; re-marrying might do it. My

children both being back in the US is a draw to

be closer. I have no desire to teach in the US,

so job wise I'll look overseas;

-...family illness, retirement;

-...retirement probably. Or I might get fired

and nobody picks me up! External rather than

internal; I have no intention returning to the

US before I retire;

-...maybe the capriciousness of schools' firing

policies. In the States there is a formal

evaluation process of how an administrator is

doing; but not overseas. You can literally get

on the wrong side of a school board member over

a game of tennis and they can get together with

a couple of others and turn against you. The

changing, transient nature of a board can mean

that all the work that an administrator has done

can be forgotten when a new board member comes

in with a one-mind set and set everything into a

downwards trend. Perhaps when the kids go to

college I might go back with them;

-...I don't intend going back, but who can tell?

I've known many others who have said the same

but have ended up returning home when the

pressure overseas has become too great; problems

with wives, drinking, board, living;

-...I've been here over twenty years and I

intend retiring here. I know others like myself

but I have known many who have returned home :-

one previous administrator here, had a long term

goal to be administrator of a US private school

and as soon as the opportunity arose he went

back; another high school principal left after

six years because of his wife's strong family

ties back home, but it nearly broke up their

marriage; others have had boys who wanted to

take part in major league sports which is not

possible over here so they returned Stateside; I

recall one who went home' to retire after twelve

years here; many return because of family; some

have a career-path in mind to move to the US to

get a large superintendency or teach in

university.
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The precarious nature of careers in administration

of overseas schools has been highlighted by several

quotes and responses referred to in this dissertation and

was focussed upon by the administrator who alluded to the

capriciousness of overseas schools' firing policies.

Furthermore, the adventitious proclivity of ’careers in

administration of overseas schools was communicated by

the administrator whose philosophy of career development

was based on the 'opening door stratagem.‘ In

recapitulation this researcher suggests that these

rationales dovetail with the sociological or 'reality'

theories of career development. The transience of

overseas school boards 'contribute significantly to the

administrator's professional environment and yet this

phenomenon is beyond his control. One of the central

ideas behind the 'reality' or 'accident' theories of

career development is that the individual has to develop

techniques to cope effectively with his environment and

from analysis of the data collected by questionnaire and

interview this researcher postulates that overseas school

administrators spend considerable amounts of time and

energy developing skills to cope effectively with their

school boards.

If the net result of the efforts to 'handle' his

school board was failure and ended in his being 'fired,'
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the overseas school administrator's plight was not

enhanced by the view that was generally held by the

fifty-six administrators in that they believed it was

very difficult to attain a comparable job back home after

working overseas. It was also believed that the chance of

getting a comparable administrative position back home

diminished in direct proportion to the length of time

spent overseas.

A further predicament indicative of the risky nature

of careers in the administration of overseas schools was

the concern evinced by the administrators with regards to

pensions. The majority of the fifty-six administrators

had 'some sort of' pension to look forward to upon

retirement but only just over twenty-five per cent had

what was thought by them to be 'good' pensions and some

of those had made their own provision for their pension.

Nearly twenty-five per cent of the administrators had no

pension at all and nearly half suggested that they would

have to use their savings for retirement. The situation

with respect to pensions was exacerbated by the fact that

there was no standardized procedure from one overseas

school to the next overseas school so that an

administrator might have had a good pension scheme with

one job but no provisions for pension with the Subsequent

position.
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Taken in total, all of the fifty-six overseas school

administrators could attribute career decisions to either

environmental conditions or expatriate community

'environmental bubble' factors. So even if their career

decisions had not been affected by factors such as

temperature, humidity, political unrest or frustration

with host national bureaucracies, then their career

decisions had been affected by such factors as the

camaraderie among overseas faculties or the negative

'goldfish bowl' phenomenon of expatriate community

environmental bubbles. There was also an anomaly with

respect to the fact that the majority of administrators

responded that they had moved from successive posts for

career advancement and only a couple admitted that they

had their contract renewal refused. However the majority

also responded that their predecessor had left because

his contract renewal had been refused. Either this

researcher's population contained a disproportionate

number of administrators who had never had their contract

renewal refused or the majority of answers of, "For

professional growth!" in response to the question, "Why

did you leave your last position?" were masking the real

reason.
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The Influence of Family Commitments On Careers

The average overseas school administrator was a

married man who was accompanied overseas by his wife who

was approximately the same age as he and of the same

nationality. His two children were either overseas with

him or they were past high school age and were back in

the home country. It was normal for the administrator's

wife to have worked at the same school as he and most

administrators thought that this had caused no serious

problems or conflicts of interest, as neither had having

his own children attend his school. The average

administrator had family back in his country of origin

and on average this only caused little emotional strain.

The family unit was evidently a very important

constituent of overseas life and performed a paramount

function in the decision making process with respect to

the overseas school administrator's career. Considering

the important position held by the family in western

society it is not surprising that the administrators took

into major consideration their family's needs before

concluding career decisions. The following vignettes and

responses to the interview question, "How have your

family commitments affected your career decisions?" aptly

support this concept and the idea that these

administrators were 'family men' tends to group them with
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respect to personality type :-

-...I would never have applied for a job where I

couldn't take my children; so that, for a period

of eight years, eliminated applying somewhere

like Saudi Arabia even though salaries there are

phenominal and the schools are well supported. I

just wouldn't put myself in the position where

I'd have to send my children to boarding school.

My own wife's career has become a victim of all

this. In Malaysia they didn't want her to work.

In the middle of the second year she managed to

get a job because they were short and she kept

it thereafter. But here, again, they don't want

the administrators' wives to be employed at the

school. Financially it's not essential that she

works, but in a couple of years it might be

essential for mental health that she finds a

job. She has subordinated her career to mine.

The past superintendents' wifes have worked here

and rightly or wrongly have been given

responsibility for turmoil and grievances, so

the board wanted no part of that scene again.

The first question I was asked over the phone

before being offered an interview was, "Is it

essential that your wife works at the school?"

If I'd replied, "Yes!" then that would have been

the end of the telephone conversation and no

interview;

-...I left DoDDS because I thought that my kids

needed to get to the USA to get to know its

culture etc. but after a year back home I

dispelled myself of that. I think personally

that some of the best American schools in the

world are overseas and we get plenty of

turn-over of kids to bring in trends and fads.

There was a time though, that I thought my kids

were turning anti-American because they'd been

overseas so long; my twelve year old son walked

into a US supermarket and was disgusted. He spat

out, "Look at all those rows devoted to cereals;

look at this conspicuous consumption; this

country is sick!" But he got over that. It was

reversed culture shock. I have an idea that all

my children will end up with careers that have

an international bent;

-...we've made these decisions of where to go

somewhat jointly, though it's never quite that

way. My wife is broader than I am in where she
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can get work as an art specialist and elementary

teacher. I'm looking for only one post and

that's the head of a. school. Each school has

only one of those. She's done some giving I must

admit. It has been a family commitment. I've

seen many, many times where wives have not been

able to fulfill their careers and have gotten

into all sorts of difficulties - relationships,

emotional, marital and have forced their

husbands to return to the US. I have been able

to take jobs in large schools and always K-12

and have 'had an excellent education for my

children. But I do know of teachers and

administrators who have had to return to the US

for their children's education. This happens

more in the Persian Gulf where schools are more

often K-6 because of the host-national laws not

allowing expatriates' dependent children to stay

after sixth grade. I wouldn't have accepted a

post where there was not appropriate education

for my girls. I believe that the family should

stick together while the children are growing

up. University is a bit different, but

difficult; but one realizes that they're more

grown up by eighteen;

-...not a whole lot because my family were older

when I came overseas; we missed our children but

not to the point of returning home and my wife

has been able to pursue her teaching career

here. In actual fact it was because my wife was

very unhappy that we left Bangkok. The

international school there would not allow the

administrators' spouses to work in the school so

my wife taught at a local school for twenty per

cent of what she could have earned and under

poor conditions. That was one of the main

reasons we didn't stay in Bangkok. I've seen

many cases of others returning - illness of

children; phillandering causing families to

break up; quite common; I could name five since

I've been here. I've seen single women teachers-

get involved with married men and chosen to go

home; I've seen pairs of married couples swap

partners and go home for divorce;

—...our parents and family back home don't

understand us being overseas, but that's where

we're at. But with respect to my wife and I,

then everything we do with regard to career is

totally affected by immediate family; our

personal situation, my happiness in the job, my

wife's happiness and her opportunity to teach
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and enjoy it. I've seen people go back to the

States because one or other of the couple have

been unhappy or needed to get back to their

parental family. The education of children is

important especially in the eighth to ninth

grade plus, in the Middle East. I've seen this

send people home. Sometimes it's just the 'tip

of the iceberg' and they want to go back home

anyway and don't make an effort to find a K—12

post overseas. This happens more with elementary

school» principals. In the situation we were in,

out in North Africa, it was the rule, a

stipulation that the wife worked; the main

reason being that she'd go crazy if she didn't.

In a couple of cases I saw, where the husband

was stuborn and wouldn't let their wife work and

wouldn't go back to the US, they developed into

very bad situations - drink, emotional and two

cases divorce through promiscuity;

-...in terms of our little ones, I'd be glad for

them to graduate here but as they're not even in

kindergarten yet we'd not grow. Because of our

children's age we'll stay away from any hardship

post and' I'll not accept any K-6 post when

they're post middle school;

-...at first I followed my husband, then one of

the major causes of our separation was because

my career did not coincide with my husband's

career; so in that respect my career has

directed my family life. Staying in one spot so

that my daughter could graduate is an example of

how my family commitments have directed my

career. Last year I had a good job offer in Asia

but had to turn it down because my daughter who

has just entered twelfth grade pleaded with me

to let her graduate here. Two years ago Surabaja

made a less enticing offer but this year it was

such a good offer that it was difficult to turn

down. I think they are a little mad at me for

not accepting this year. I hope it does not

affect future prospects. We're very vulnerable

overseas; we have no tenure, no protection. A

single person has more flexibility but they

still like married couples. Because of my

children I have not been able to accept jobs

where they've only had a K-8 program and as a

single woman I've not been able to apply for

jobs in the Middle East. As a 'climbing'

administrator at the bottom of the ladder I

probably need to take an admin. post in a K-7

school in a remote area, but I haven't been able
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to do that with two teenage kids;

-...it has Split my family! My wife left with my

son to take up a high school principalship in

the Mediterranean area. My son had outgrown my

last school and my wife was not fulfilled there

either. Then the following year my daughter

outgrew my school and left to join my wife. That

was the last straw! I could not stay at that

hardship post with all my family gone; that was

the main incentive to get out. I'm lucky to get

here and 'in Europe t' boot!‘

-...part of the problem is that although my wife

has been overseas and she likes being overseas,

she's bored being at home all day with the two

kids. She can't work here; she can't get a work

permit as a nurse. She's at home all day! It's

driving her nuts! Still we're planning to stay

overseas as we think it's advantageous for the

family but we'll only take the next job

somewhere that my wife can work; so that will be

a limiting factor;

-...when we went to The Med. my daughters were

in grammar school and we were quite worried

about that. I wouldn't go anywhere there wasn't

a good grammar school stream. I was offered

'Gib.’ and Malta but I turned those down because

they couldn't offer a good education for my

daughters; Hong Kong also didn't look so good at

the time. Cyprus offered a good grammar school;

St. John's. They both ended up with ten 0'

Levels and university degrees, so overseas

education didn't do them any harm!

Expatriate Community Environmental Bubble

Many of the comments above relate also to the

phenomenon identified by Cohen (1977) as the 'expatriate

environmental bubble' and a major feature of life in

these 'bubbles' is with whom you socialize. Typically,

expatriates mix with other expatriates of similar

cultural backgrounds, if not the same nationality and
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mother-tongue. It can be seen from the data collected

during this research that, with few exceptions, the

fifty-six administrators socialized, almost exclusively

with their administrator colleagues, their faculty and

other expatriates. The following common responses to the

interview question, "With whom do you socialize?" support

Cohen's thesis :-

-...my position requires a certain social

commitment which often puts me in with other

Americans; my recreational socialization is

mixed with 'Brits.,' 'Aussies' and other

'expats.;'

-...not so many contacts with local people; they

simply don't want it. My main contacts are

through sports; I play sports every day. My

friends are totally international but from the

expatriate community;

-...expatriates of the same age and interests.

We don't mix with the locals; they don't want it

and we don't speak their language. We don't get

much opportunity to meet;

-...a broad cross-section of the community. From

the most senior diplomats to those in our age

bracket and those with children the same age as

ours. We spend a lot of time with the faculty

and with parents;

-...my wife and I socialize mostly with

non-school US expatriates;

-...I have no contact with the Asian community

whatsoever. I have contact with the faculty and

perhaps ten per cent with parents. I think that

the administration are in a difficult position

socializing with faculty;

-...same socio-economic status with an interest

in music and amateur dramatics. Not much with

the locals, but that's as much because that's

the way they like it, as because it's my wish;
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-...we float very much on the surface. We don't

meet many Indonesians; I've had the local staff

at my home but never been invited back to an

Indonesian's home;

-...in North Africa it was mostly expatriate

Americans. We did have some Arab friends but you

had to be very careful about that if you wanted

to remain in the country. Here in Malaysia there

is more opportunity to mix with the

host-nationals, but in the years that I've been

here we have not taken advantage of this

situation;

-...ninety-five per cent expatriates;

-...definitely more with the expats.; I'm not

sure why. It just works out that way. We try to

get to know expats. outside the faculty and

school society. The administrator gets drawn in

because of his position but also tends to get

isolated because of his position;

-...more expatriate; more teachers than anybody.

I don't know if that is by choice, or what? I've

been in Asia for four years and I don't know

many locals to get friendly with; our paths just

don't cross;

-...almost exclusively expat. teachers, other

principals and parents. Single people tend to

socialize with host-nationals because expat.

social gatherings are mostly in pairs so singles

go to host-nationals.

There were some administrators who, although they

socialized to a considerable extent with the expatrtiate

community, they also made efforts to 'break out of the

bubble' :-

-...I mix a lot with host-nationals. I have a

life outside of school. Did quite a bit of motor

racing in earlier years and I write articles for

a local magazine which makes a change from
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school mastering. I have tried to assimilate

into the local environment;

-...in Central America we socialized with

host-nationals. We found that with a two year

cycle of expats. we were for ever making new

friends who, in no time at all would up and

leave; so we made the transition into the

Spanish speaking society. In the Eastern Block

we were much more into the host community than

the diplomatic community. This is the first

school I've been at, where I'll have an

opportunity to lead a life outside school

unconnected with school;

-...it changes. In a Non-European setting you're

inevitably forced into the 'bubble,‘ although

there is always the opportunity, especially as

an administrator, to meet locals at clubs like

the Round Table. One of the ruinous things

overseas is the 'compound.' You need to stay

separate. We've managed to. For example I don't

socialize with any of my faculty; I've never had

a 'best friend' on the staff;

-...in Japan we mixed half and half. We had many

close Japanese families as friends, but it took

a long time;

-...here in The Middle East it is very difficult

to develop a closeness with the Arabs; they're

very polite and considerate. They'll spend the

time of day with you but there's not the

relationship that I'd like. Recently I've

aggressively pursued some Arab contacts in

several bars and I have made some very good and

useful contacts; I've improved my Arabic and

learnt more of the culture. It's just a little

too much of a good thing, all the time with the

Western expat. group.

By analyzing the data this researcher has shown that

the sociological theories of career development can be

used to most fully comprehend the careers of the

fifty-six overseas schools administrators. The central

and reoccuring idea appears to be that chance has played
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a major role in their careers and also gender has been an ‘

important determinant affecting attitudes towards their

appointments. Such attitudes and circumstantial elements

of the overseas school administrators' professional

environments have been beyond their control, but have

contributed significantly to their career choices. This

researcher has shown by analysis of the data that these

overseas school administrators have not had the degree of

freedom of occupational choice that one might at first

have assumed. At the same time, although their

self-expectations were not independent of society's

expectations, society presented occupational

opportunities in a manner very much related to chance and

being in the right place at the right time. The

conclusions have been drawn together in the final chapter

of this dissertation along with this researcher's

recommendations for further study in this field.



CHAPTER SIX

CONCLUSIONS AND SUMMARY

Conclusions

The conclusion of this researcher is that there were

careers in the administration of overseas schools but

there was no 'career-path' into which an overseas school

administrator could be 'tracked.' At least, there was no

'career-path' in the way the term is commonly used in the

field of career management and there were no personnel

departments in overseas schools to be concerned with the

development of administrative talent and to undertake

administration development programs. There was no 'career

planning' or 'pathing' such as was undertaken in US and

UK corporate bodies like IBM and Vauxhall Motors and as

undertaken in the school districts such as Howard County

Public Schools, Maryland and the Liverpool Education

Authority, whereby talented administrators were

identified on the basis of performance and testing and

then were 'tracked' through their careers.

205
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When entry level administrators are hired by

corporations such as AT&T or Shell Chemicals that have

administrative development programs, they are tracked by

their company's respective personnel departments and are

given responsibilities that take them towards the heart

of the organization before they are promoted to a

'higher' position with another department. But they start

further out on the periphery of this department and have

to again work in towards the center of the corporate

structure before gaining further promotion to yet another

peripheral position in yet another department. In this

manner the aspiring chief administrator's career-path

zig-zags from the periphery towards the center and then

out to the periphery again at a higher level. This form

of career-pathing, described by Schein as a 'Career Cone'

(Schein, 1978), can take place in the larger districts

and education authorities of the US and the UK but it

does not happen overseas. Just getting into

administration in overseas schools is a large career

hurdle. The problem is exacerbated because not only are

there no personnel departments in overseas schools but

also many of the overseas schools are too small to

warrant an assistant director or assistant principal.

Therefore the number of entry level administrative

positions is diminished. This becomes a 'Catch 22'
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situation because overseas school boards prefer to hire

directors and principals with overseas administrative

experience.

A further problem for the aspiring overseas school

administrator is that it is often difficult to build a

reputation in one place, expecting 'promotion to be

forth-coming. Due to the transient nature 'of the student

body, the parents and the school board, no sooner than

one has built a reputation than the people who know you

have left and if a new chief administrator comes in then

the chances are he will bring in his own mentees as soon

as there is a subordinate administrative opening. As

already stated, this can be helpful to the administrator

who has built extensive networks or who has mentors but

as the educational institutions overseas tend to be on

the small size and quite isolated this process leaves a

lot to chance.

It is the conclusion of this researcher that instead

of there being a common career-path for overseas school

administrators to follow, they each developed their own

'uncharted course' with respect to careers and they were

each individual 'trail blazers' whose career routes were

very much influenced by chance, gender, childhood

background, colleagial networking, informal mentoring and

by being in the right place at the right time.



207

This researcher concludes that the group of theories

most applicable to this study and most helpful in leading

to an understanding of how overseas school administrators

proceed through their careers is the Sociological

Theories of career development. This interfaces with the

conclusion that informal mentoring, chance, gender, being

in the right place at the right time and networking

proved to be important factors in the development of the

careers of the fifty-six overseas school administrators

included in this study. These factors correlate with the

'reality' or 'accident' theory of vocational choice where

attention is given to the influence of social membership

on occupational entry and career behavior.

A concept that is central to the sociological model

is that circumstances in one's environment, beyond the

control of the individual, contribute significantly to

the career choices that one makes and that the principal

task confronting the individual is the development of

techniques to cope effectively with one's environment. It

has been shown that the common use of networking was a

technique that many of the fifty-six overseas school

administrators identified as being used to cope

effectively with their environment with respect to their

careers.

An integral phenomenon that is related to the
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sociologists' belief that circumstances impose choices on

individuals, is that chance plays a major role in

occupational decisions. This suggests that 'being in the

right place at the right time' may be more important with

respect to vocational decisions than systematic planning

and vocational counseling. It will be seen from the data

and their analysis that chance was certainly an important

factor in the career-trails of the fifty-six overseas

school administrators included in this study.

There were a number of commonalities among the

various similar 'career trails' that had been hewn by

these fifty-six overseas school administrators but there

was no 'career-path' into which they could be tracked. It

is concluded that their careers were very much a matter

of chance and were significantly influenced by

circumstances in the environmental bubbles in which they

tended to live and the professional environments in which

they worked and over which they tended to have little

control. One of the principal tasks confronting the

overseaS' school administrators was to develop techniques

to cope effectively with these environmental

circumstances and this researcher concludes that the

extensive networks evidenced were constructed as a direct

response to this task.

This researcher further concludes that the fifty-six
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individuals who occupied the position of administrator in

the thirty-five selected overseas schools did share some

similarities of career patterns and that these can be

explained by the sociological theories of career

development. There was a commonality in that they were

nearly all males from white, upper working class/middle

class family backgrounds who had similar educational

histories and a higher than normal proportion of them had

lived overseas during their childhood. They were mostly

American or British citizens whose academic bias was

towards the arts and whose professional experiences in

their home country, before going abroad, were similar in

both duration and in the fact that they had tended not to

have been involved in coaching. However there was a

tendency for them to have had some coaching experience

once they got overseas and this can be explained by the

fact that 'expatriate community environmental bubbles'

created a need for greater participation by overseas

educators in extra curricular activities.

Many of the administrators expressed that one of the

attractions of working overseas was the lack of legal

constraints with regard to administering educational

institutions and the reduced fear of litigation or union

intervention. It is felt that this situation tended not

to work to the benefit of aspiring female administrators

and this is evidenced by the fact that without equal
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opportunity laws and seemingly without equal access to

the 'old boy network' their career prospects were

diminished. This researcher recently witnessed female

administrators and female teachers being refused even the

screening applications at a recruitment fair for

positions in Arab States. At the same recruitment fair a

male administrator with a prosthesis was encouraged not

to apply.

In the US and the UK an administrator's career

prospects and employment opportunities are not dependent

on his marital status. Overseas however, one stands a

much better chance of good career opportunities if one is

married and in many posts you are at a distinct advantage

if your spouse teaches because the hiring school then

only has to pay for one apartment and two flights along

with one shipment of household effects to bring out two

employees. If they employed an administrator plus a

teacher whose spouses were not employable as teachers,

then the overseas school would have to pay for two

apartments, two household shipments and four flights. It

is advantageous not to have dependents. Some countries

will not allow expatriates' dependent spouses and

dependent children to reside in the host country. The

anomaly to the above is where school boards, in

attempting do avoid nepotism, will not hire the spouse of

an administrator.
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The fact that annual recruitment fairs have recently

been established and are well sponsored lends support to

the conclusion that there does exist a need for help in

developing careers in the administration of overseas

schools. However, as these recruitment fairs tend to be

held in the US and the UK during term time they preclude

the attendance of all but the recruiting officers (i.e.,

the chief administrators) from the overseas schools. The

subordinate administrators may not get time off because

more often than not, they are 'deputizing' for the

superintendent or headmaster who is back home recruiting

and at the same time extending his own network. Even with

time off the cost of jet flights make such trips

prohibitive.

Summary

These fifty-six overseas school administrators had

similar academic qualifications before attaining

administrative positions and although many of them

continued with formal academic programs beyond the

Master's level, they concurred that their university

courses were not relevent to the administration of

overseas schools. They also concurred that they were in

need of still further training in business management and

finance. This last concurrence was evident from both the
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administrators' responses to the questionnaires and from

the administrators' responses during the in-depth

interviews. There was agreement among the administrators

that teaching experience and advanced academic

qualifications had helped them get into administration,

but most thought that networking, friends and contacts

had a major influence in their getting overseas posts. It

was also established that networking, friends and

contacts had helped most in enhancing their careers

overseas. Overseas experience was held to be important in

this respect and it was also felt that gaining ‘the

initial overseas administrative experience was a most

difficult obstacle to establishing a career in the

administration of overseas schools. It is this

researcher's summation that these factors can be analyzed

using the sociological theories of career development

whereby it can be interpreted that the 'old boy

networkings' were techniques engaged by the overseas

administrators to cope effectively with their respective

environments.

There was similarity in their careers in that the

fact that they tended to remain at subsequent overseas

posts for similar durations, earning similar amounts in

the way of remuneration for comparable administrative

positions. It was common for these adminsitrators to get

a house plus utilities, health insurance, biennial
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flights home, a car plus a tax-free salary in the region

of thirty-six thousand US dollars per annum.

Although the benefits and remuneration from a career

overseas seem to be generous and attractive to those with

'wonder-lust' and a sense of adventure, there was some

disparity between responses from administrators with

regard to whether or not they were better off overseas

than if they had continued their career back home.

Several administrators pointed out that on the deficit

side of the equation were items such as the cost of

sending children back home to private school and their

flights out at Christmas and other holidays; the cost of

storing household items back home; the cost of shipping

household items from overseas poSt to overseas post as

the baggage allowance never seemed to quite cover

everything; the costs of maintaining two homes; the cost

of return flights home at mid contract and the

incalculable costs due to anxiety over lack of tenure and

anxiety over the welfare of family back home. Overall,

however, this researcher believes that those who make a

career in the administration of overseas schools do find

that the tax-free benefits and the potential for

satisfaction do out-weigh the hardships and the debits.

Another method engaged by these overseas school

administrators for effectively coping with their
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environment was to stay abreast of up-to-date theory and

practices in educational administration. Although there

was a common trend for these administrators to think that

they would need still further training in such subjects

as business management and finance plus modern trends

such as the use of computers in education, there was a

further commonality with regard to their career

development in that they were somewhat isolated from

access to facilities and programs offering their required

training and consequently resulted in their paying large

amounts of money to return to the US or the UK on a

regular basis to take further courses. Many of the

fifty-six administrators stated that they found it

difficult to access adequate facilities for keeping

abreast of modern educational thinking and for. renewing

themselves professionally while overseas. Many of the

administrators subscribed to numerous educational

periodicals and read them. The manner by which these

administrators sought to stay abreast of modern trends as

a method for the development of techniques to effectively

cope with their professional environment can also be

likened to the 'innovation stage' in the model by Katz

(1980) whereby one ".... improves one's special skills to

enable one to enlarge the scope of one's participation

and contribution and also influence one's organizational

surroundings." (Katz,1980)
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The phenomenon of chance was involved at many

'turning points' and during a number of 'stages' of the

overseas school administrators' careers. Many of the

administrators originally, had no intention of

considering a pedagogical career. However, chance

happenings were involved in early career decisions;

chance happenings were involved in how many of the

administrators were informed about the existance of

overseas schools; chance was involved in many of the

administrators' initial recruitment to an overseas post

and chance played a major role in their subsequent moves

from one overseas post to the next overseas post. Even

with mentors and extensive networks, it was by chance

that some administrators were ready for a move and

actively searching for a new position when particular

'openings' were offered to them. One could postulate that

chance was involved in some administrators being 'third

culture kids.’ Central ideas to the sociological theories

of vocational choice are that chance and circumstances in

one's environment that are beyond one's control,

contribute significantly to one's career choices.

Having no career-path to follow made it difficult

for the fifty-six administrators to establish a career in

the administration of overseas school and the lack of

facilities for career guidance plus the lack of

facilities for assistance in moving from post to post
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overseas compounded their difficulties. Back home in the

08, an administrator's position might be equally as

tenuous as that of an administrator overseas but in the

US an administrator has the advantages of 'quantities of

scale.‘ Within a small city district there will be a

number of opportunities for promotion and advancement and

within a metropolis there will be very many more

opportunities and also the administrator will have the

aids of professional associations and efficient

communication networks. Overseas the administrators don't

have these and the neighboring overseas school might be

hundreds of miles away. However, even with these negative

aspects associated with establishing a career overseas,

there seemed to be sufficient needs satisfiers to

motivate these administrators to accept the risks

involved and to actively pursue careers in the

administration of overseas schools. The phenomena of

informal mentoring and networking were integral criteria

of pursuing these careers. It can be reasoned that these

criteria are congruous with the central concept of the

sociological theories that one's trenchant task is to

develop techniques to cope effectively with one's

environment. This researcher concludes that those

overseas school administrators who purportedly found it

relatively easy to move from post to post and pursue a

career overseas were succeeding in this basal task; but
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even they were in agreement that the whole issue of

finding administrative jobs overseas was a risky and

mercurial business. Those administrators who had been

successful in moving from post to post overseas ascribed

their success to networking, luck and chance.

The reasons these overseas school administrators

worked abroad and the reasons they moved from post to

post indicated another area of career commonality. This

researcher found that one of the motivations to work

overseas and also one of the motivations to move from

post to post was the potential for satisfying needs :-

such as the need for adventure; the need to experience

different cultures; the need to travel and the need for

potential job satisfaction. This commonality can be

explained by reference to the studies of McClelland

(1970) and also the work of Hanson and Fiedler (1973) who

suggest that the relationship between work and the

satisfaction of needs varies with the people involved.

This commonality can also be explained by reference to

the general hypotheses of McCall and Lawler (1976) and

also Mitchell (1978) whereby it is suggested that people

select their jobs because they envisage potential

satisfaction of their needs. From these it can be

concluded that if the common occupational situation was

satisfying similar needs, then there might also be a

common factor involving the type of people filling those
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occupations. The aforementioned idea was also supported

by the fact that all the fifty-six administrators

characterized other overseas school administrators as

having similar personalities and portraying similar

personal attributes that were regarded as beneficial for

their vocation. Categorical conclusions on this axiom

would not be appropriate in this dissertation because, as

stated in an earlier chapter, this researcher did not

administer personality tests to the fifty-six

administrators.

Besides the commonality that the fifty-six overseas

school administrators found their occupations very

rewarding and thought that their vocations presented the

opportunities for needs satisfaction, there was also the

commonality that these careers existed in environments

that were also restrictive. The common restrictions

included poor job security, poor pension benefits, few

prospects of a job upon returning home and difficulties

due to the mobility and transient nature of the students,

faculty, parents and board members. However, even with

these restrictions it was the common career goal of the

fifty-six overseas school administrators to remain abroad

until retirement. This leaves this researcher concluding

that, in the terms of McCall and Lawler, these

administrators still envisaged potential satisfaction of

their needs from working overseas.
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The conclusion that the administrators overseas

remained abroad because they still envisioned potential

satisfaction of their needs from working overseas must be

tempered with the notion that many administrators

believed that they had 'burnt their boats' by being out

of country so long and were no longer employable back

home. They believed that they had developed skills that

were specialized for the overseas situation and that

these skills were thought of as not being relevant to the

US or the UK situation. This view also has to be balanced

with the virtual craving of the overseas school

administrators to keep abreast of modern trends in

education.

One other set of findings includes the commonalities

shared by the fifty-six administrators with regards to

family commitments, socializing, culture shock and what

Cohen (1977) refers to as the effects of the 'expatriate

community environmental bubble.‘ The administrators were

nearly all what might be referred to as 'family men' who

took into serious consideration their family's needs

concerning education, health and ‘ welfare before

finalizing career decisions. Also they could be

classified as a group who socialized mostly with other

English speaking expatriates such as administrator"

colleagues, faculty and parents. They tended to find the
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claustrophobic nature of the expatriate community

environmental bubble restrictive, but only a small

proportion of them attempted to 'burst out' of that

bubble and get to experience the host-national culture

close up.

It is concluded that although these fifty-six

administrators were self-described as adventuresome and

outgoing, they preferred to explore the world from within

the security of their own safe and familiar bubble.

It is concluded that the infrastructure or economic

base of the overseas schools influences the age,

experience and qualifications sought in an administrator

and this in turn influences the superstructure or total

quality of the institution. This conclusion was drawn

from the analysis of data where it was demonstrated that

in the large, well established overseas schools with

annual budgets in excess of two million US dollars the

chief administrators were individuals with extensive

administrative experience, who held doctorates and were

hired from positions of prestige in the US or similar

large overseas educational institutions. As a contrast to

this, in overseas schools with annualbudgets of less

than a couple of hundred thousand US dollars the chief

administrator tended to be hired locally, have the

minimum academic qualifications, be the spouse of an
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expatriate sojourner and be paid in local currency with

limited benefits.

Looking beyond the chief administrator the contrasts

in the facilities, the plant, the total program or the

superstructure of the overseas schools was apparent.

In the analysis this researcher sought to go beyond

the surface events to uncover the deeper meaning and

significance of the data to identify the unconscious

motivations and underlying factors which influenced human

actions and decision-making with regard to careers. The

factors which shape, influence and structure overseas

school administrators' decisions were‘ analysed to find

the fundamental patterns common to these administrators.

This researcher concluded that there were multiple levels

to a career and the level of the administrator was

determined by age, nationality, experience, gender and

qualifications. The movement laterally and from one level

to another was seen to be influenced by chance, the

establishment of networks and informal mentoring.

The Importance of this Topic

The importance of this topic was brought to the

attention of this researcher continually throughout the

research, from the early stages of its conceptualization
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This researcher found considerable research literature on

career planning, career stages, career assessment

centers, mentoring and career management in general, but

that research theory development evolved from studies of

home-based career-paths and the needs of home-based

organizations with respect to human resource development.

There was a dearth of literature pertaining directly to,

and developed in, the overseas situation with respect to

careers.

The urgency for the need to evaluate and understand

how these theories of career-pathing and human resource

development apply to administrators of overseas schools

was manifested by the anxious and serious concern

expressed by each of the fifty-six overseas school

administrators who took part in this study that this

researcher send a copy of this dissertation's abstract

when it was completed.It was expected that some, but not

all, of them might have shown interest in the topic

because the subject related to their career, but there

was a deep feeling of isolation felt by those overseas

administrators, especially with respect to career

guidance and with regards to staying abreast with modern

trends in education.

From the US alone, there were nearly a quarter of a

million school-age children overseas in the 1982/1983
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school year who were the dependents of expatriate top

ranking business representatives, engineers, diplomats

and entrepreneurs. The parents of some of these and the

hundreds of thousands of other children overseas not only

showed concern to have their families be with them

overseas, but also were concerned that these TCKs

received first class education while they were overseas

so that they could fit back into their own country's

education system when they returned home after their

overseas sojourn. During this research trip this

researcher had many conversations and discussions with

parents who were school board members and they expressed

their concern about the lack of information available to

them and the lack of facilities available to help them

recruit overseas school administrators. Their concern to

hire the best administrators was understandable when one

considered that in the 1982/1983 school year the one

hundred and sixty three ASOSs alone had an enrollment of

over eighty-eight thousand, employed over eight thousand

teachers and had a combined annual opperating budget

totalling over two hundred and thirty-five million US

dollars. Twelve of the thirty-five overseas schools whose

administrators were included in this study had annual

opperating budgets of over two million US dollars. It

took high caliber chief administrative officers to

implement the policies decided upon by the school boards
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of these institutions and it was the school boards'

responsibility to recruit capable administrators.

However, as already stated, there was little in the way

of facilities to help them with their recruitment

process.

Considerable interest in this topic was also shown

by the various officials of ECIS, NESA, EARCOS and ISS

with whom this researcher was in contact during the data

collection.

The results and conclusions of this research will be

of use to the teachers and administrators who would

consider working overseas, teachers and administrators

already working overseas, overseas school boards and

regional agencies such as ECIS, NESA EARCOS and ISS.
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Recommendations for Further Definition

This researcher recommends that overseas schools in

conjunction with the regional organizations need to make

a coordinated effort to improve the exiguous facilities

that exist for the promotion of careers in the

administration of overseas schools. Overseas schools,

like other similar educational institutions will only be

as good as the leadership that implements the policies

that come from their school boards. And it is the

administrators to whom the school boards go for advice to

formulate that policy. Therefore it is just as important

for these institutions themselves, as it is important for

the aspiring overseas school administrators that there

should be improved facilities for recruiting

administrators and for the pursuance of careers overseas.

Also, overseas schools should schedule their calendar to

allow for all the faculty to be sent to regional

workshops and those organizing the workshops should

include formal career guidance opportunities to the

benefit of both institutions and administrators. These

suggestions would incur costs to execute, especially the

transportation of faculty to regional conferences, but

this researcher suggests that such programs would be cost

effective in comparison to the costs involved in

repatriation of faculty and administrators mid-contract

when they prove ineffective due to culture shock, role



226

shock or because they were just inadequately suited for

the job and they had been ill-adviseably recruited

because their selection had been completed without

appropriate facilities.

In conclusion this researcher suggests that there is

great scope for further research in the field of careers

in the administration of overseas schools. One such

research that would complement this present study would

be to administer a battery of personality tests to a

sample of overseas school administrators to investigate a

possible commonality or correlation between

administrators' personality types.
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DEPARTMENT OF STATE

OVERSEAS SCHOOLS ADVISORY COUNCIL

FACT SHEET

'MERICAN-SPONSGED' ELEMENTARY AND SECONDARY SCl‘DOLS OVERSEAS

1982-83

The worldwide Context: The school-age children among overseas Mericans-«stimated

to number nearTy a quarter million--attend a wide variety of schools. Host of the

children of military personnel attend schools established and Operated by the various

branches of the U.S. Armed Forces. and a water of civilian government agency and

private-sector children also attend these schools on a space-available, tuition-

paying basis. However. most of the civilian agency dependents abroad attend

non-Government, coeducational. independent schools of various kinds.‘Although these

schools include those founded by U.S. comanies. church organizations. and individual

proprietors. most of them are non-profit, non-denominational, independent schools

established on a cooperative basis by Merican citizens residing in a foreign

coamunity. Many of the schools in this latter group have received assistance and

smport from the U.S. Government under a program administered by the Office of

Overseas Schools of the 0.3. Department of State; the schools which have received

such assistance constitute the 'Auerican-sponsored" schools described in this Fact

Sheet.

Statistics on the "American-S onsored“ Schools assisted b the De artment of State at

a Glance: Uuring Elie school year WEI-H83, Efie Office of Overseas Schools is assist-

ing IE! schools in 96 countries. The purposes of the assistance program are to help .

the schools provide adequate education for U.S. Government dependents and to demon-

strate to foreign nationals the philosophy and methods of Merican education. The

schools are open to nationals of all countries. and their teaching staffs are multi-

national. Enrollment in the schools at the beginning of the 1982-83 school year

totalled 88.305, of whom 26.3w were U.S. citizen, and 61,925 were children from host

countries and from some 90 other countries. Of the U.S. enrollment. 6,603 were

dependents of employees carrying out 0.5. Government programs. 1.1.542 were dependents

of employees of U.S. business fines and foundations. and 8.235 were dependents of

other private citizens. Of the total of 8.007 teachers and administrators employed

in the schools. 4.285 were U.S. citizens and 3.722 were foreign nationals from some

70 countries. A table is attached which sumarizes the statistics of the

American-Sponsored Overseas Schools.

dasic Characteristics: No statement about the American-sponsored overseas schools

would apply without exception or qualification to each school. Variety is one of

their basic characteristics. They range from tiny schools such as that in Guangzhou.

China. with seven students. to the American School of Quitor, Ecuador. with 2.802

students. Very few schools have boarding facilities.

Althoug: emphasis varies. all the schools share these purposes: a) to provide for

Merican and other children educational opportunities genera y comparable to educa-

tional programs in the U.S.. and b) to demonstrate American educational philosOphy

and practice nnroad to help further international understanding.

The schools are not operated or controlled by the U.S. Government. Ownership and

policy control are typically in the hands of associations of parents orthe chderen

enrolled, who elect a school board to supervise the smerintendent or chief adminis-

trator whom the board chooses to administer the school. In some schools the organi-

zation is highly formalized. conprising corporate status in the U.S. or in the host
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country, while other schools are loosely-defined cooperative entities. Depending upon

the predominant character of the American community. some schools are closely associ-

ated with the U.S. Embassy and A10 Missions; in others the local or international

communities share direct concern for the school with the American conmunity. All

schools are subject. in varying degrees and with varying effects, to host-country

laws and regulations pertaining to educational practices. importation of educational

materials. personnel practices and the like.

Combined annual operatigg budgets of the 163 schools total nearly $235,000,000. Tui-

tion payments are the principalisource of financing for the schools. Tuition charges

are generally lower than for comparable schools in the United States, and in virtual-

ly all the schools tuition income alone is insufficient to provide for programs that

are comparable to those in good U.S. schools. Many schools derive additional support

from gifts and contributions from U.S. and local business firms. foundations. mission

roups. individuals and local government, and all have received some grants from the

imited funds available under the program of the Office of Overseas Schools (a total

of nearly 56.000.000 annually).

The instructional programs all provide a core curriculum which will prepare students

to enter schoolil colleges and universities in the United States. The language of

instruction is English, supplemented in certain schools with the local language. The

content of the programs may be more or less typically ”American,” depending upon the

proportion of U.S. students. and the quality. of course. varies with each school.

Certain schools, especially in Latin America, must also fulfill host-country curricu-

lum requirements. The curricula tend to be largely academic. with relatively little

attention given to vocational or commercial education. primarily because of the high

costs involved in the latter programs. An outstanding characteristic of most Ameri-

can-sponsored schools is the use they have made of their location abroad to provide

quality programs of foreign language instruction, study of local culture, and social

studies. The quality and range of instructional materials is excellent in increasing

numbers of the schools.

in terms of faculties. the administrators and most teachers are Americans or

American-trainéa. with a large proportion of American staff hired locally from among

dependent wives. Most staff members are college graduates. and the majority hold

teaching certificates. Lack of funds and. in many instances, difficult living condi-

tions and isolation from the U.S. professional community make recruitment and

retention of qualified personnel from the United States difficult. The local and

third-country teachers are usually well-qualified, although they frequently lack

training and experience in U.S. educational methods. Hiring of staff is the respon-

sibility of the individual schools.

Plant and equipment facilities vary widely in adequacy. Because of the difficulty in

securing long-term financihg' many schools are housed in inadequate buildings.

although increasing numbers of overseas schools occupy fully adequate school plants

and facilities.

For further information: Dr. Ernest N. Mannino

Office of Overseas Schools

Room 234. SA-G

Department of S tate

Hashington. 0. C. 20520

Tel. (703) 235-9600
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DEPARTMENT OF STATE

(CDVUEFRSHEJAES55(ZriC3C31J53IAEDVUESCDFRY'C:CDLJP4CZU.

AMERICAN COMMUNITY SCHOOL

OF ABU OHABI

FACT 8HEET 1630223130331. l982-83

Tel. 361-461

The American Community School of Abu Dhabi is an independent co-educational day

school which offers an educational program from pre-kindergarten through grade 9 for

English-speaking students of all nationalities. The School was founded in 1972. The

school year comprises two semesters extending from September 4 to January 25 and from

January 29 to June 8.

0r anization: The School is governed by an B-member Board of Trustees. All members

are electEE for overlapping two-year terms by members of the ACS Association. which

is comprised of parents of children enrolled in the School. Officers of the Board

are elected by the Board of Trustees.

Curriculum: The curriculum is that of U.S. general academic. public schools.

InstrucEion is in English. Arabic is taught as a foreign language. A full program

of extra-curricular activities is offered. including sports. drama and chorus. The

Junior High School was accredited in 1981 by the Middle States Association of

Colleges and Schools.

Facult : There were 30 full-time and 2 part-time faculty members in the 1982-83

school year. including 25 U.S. citizens and 7 persons of other nationalities.

Enrollment: Enrollment at the opening of the 1982-83 school year was 350 (PK-6. 250;

and 7-9. 100). Of the total. 158 were U.S. citizens and 192 were of other

nationalities. Of the U.S. enrollment. 5 were dependents of U.S. Government

direct-hire or contract employees. 74 of U.S. business and foundation employees. and

79 of other private U.S. citizens.

Facilities: The School has a total of 25 rooms. A new classroom wing. completed for

the béETnning of the 1979-80 school year. included three classrooms. a library and an

air-conditioned gymnasium/auditorium. Outdoor facilities include a paved

tennis/basketball court and a soccer field. '

Finances: In the 1982-83 school year. about 95 per cent of the School's income was

derived from regular day school tuition. Annual tuition rates were as follows:

PK-Kdg.: $2,179.84; and grades 1-9: $4,141.69. These fees are payable in Oirhams

(0h. 3.67 - US 51). (All the above fees are quoted in U.S. dollars.)

flute hot Sheet {e intended to provide cement “formation. the Office of Ova-eon Sehoole (AM) he more detcfled (n-

fomtton provided by the «Add! on the ml Over-em Schoole Motto-vain. New” hem of the «heel any vie):

to inquire further of A/OS. or contact the eohool directly for more epeca‘fs'e and «pose-Mute salon-uterus regarding

Malian. epee-i‘al pm. and the like.
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DEPARTMENT OF STATE

OVERSEAS SCHOOLS ADVISORY COUNCIL

AMERICAN COMMUNITY SCHOOLS

0F ATHENS. INC. (Athena Greece)

FACT SHEET “’0 “e“ '°"“ 09253 l982-83
Tel. 6593-200

The American Community Schools of Athens. Inc. is an independent co-educational day
school system which offers an educational program from Pre-School through grade 12
for students of all nationalities. For holders of Greek passports. permission must
be secured from the Greek Ministry of Education. The school year comprises two
semesters extending from September 7 to January 21 and from January 24 to June 10.

gr anization: The System is governed by an B-member Board of Education. elected by
the arehEET Association. Membership in the Association is conferred on the parents
or guardians of children enrolled in the School. The School has been designated as
tax-exempt under Section 501(c)(3) of the U.S. Internal Revenue Code and is
incorporated in the State of Delaware. The School has also been designated as
tax-exempt in Greece and operates with the approval of the Greek Government.

Curriculum: The curriculum is that of U.S. general academic. college-preparatory
publTE schools. The International Baccalaureate pregram and vocational-technical
courses are also offered. Instruction is in English. Greek. French. German. Spanish

and Latin are taught. Most graduates go on to colleges and universities in the U.S.
and other countries. The high school is accredited by the Middle States Association

of Colleges and Schools.

Faculty:l There were 112 full-time and 27 part-time faculty members in the 1982-83
sc on year, including 101 U.S. citizens. 19 host country nationals. and 19 persons

of other nationalities.

Enrollment: Enrollment at the opening of the 1982-83 school year was 1.702 (N-S.
4493'6-8. 432; and 9-12. 797). Of the total. 984 were U.S. citizens. 54 were host
country nationals. and 640 were of other nationalities. Of the U.S. enrollment. 355

were dependents of U.S. Government employees. 185 of U.S. business and foundation

employees. and 444 of other private U.S. citizens.

Facilities: The School facilities are located on two campuses. At Halandri, seven
miles north of Athens, there are three schools: Elementary School (K-S). Middle

School (6-8). and High School (9-12). Facilities include a Media Center/Library.

Science and Art Complexes. and Cafeteria. At Kifissia. 12 miles northeast of Athens,

there is an Elementary School (K-S).

Finances: in the 1982—83 school year. about 99 per cent of the Schoolis income was

aerivEU from regular day school tuition. Annual tuition rates were as follows: Kdg.
(Hal. & Kif.): $1.954; grades 1-5 (Hal.): $2.772; grades 1-5 (Kif.): $2 940;
rade 6 (Kif.): $3.228; grades 6-8 (Hal.): 53.060; and grades 9-12 (Hal..l:

3.298. There is a registration fee of S420 payable on first enrollment in the

School. Boardin Unit fees are 59.940. These fees are payable in Greek Oracmnae

(Ors. 6O - US $1 or U.S. Dollars. (All the above fees are quoted in U.S. dollars.)

build in-' intended to wide cement Won-stem. The Office of Ouereeee Schoole (it/OS) hoe lore .

223::mby the 0.7“: on the com-l Oven-em Serele motto-mire. Pnoepeeflue seen o!" the egg.“ my 9::

to {inquire fia-ther of AM. or eaten the «heel “not“ In nol-e epeeifle old w—to-the-asmte salon: regard

dun-(outta. epoch! m. ad the “to.
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DEPARTMENT OF STATE,

OVERSEAS SCHOOLS ADVISORY COUNCIL

AMERICAN INTERNATIONAL SCHOOL

_- IN VIENNA. INC.

Salmannsdorferstrasse 47

FACT SHEE A-1190 Vienna. Austria 1982-83

Tel. 44-27-63

The American International School in Vienna is an independent co-educational day

school which offers an educational program from nursery through grade 12 for students

of all nationalities. The School was founded in 1959. The school year comprises two

semesters extending from August 30 through January 21 and from January 21 through

June 2. ‘

Organization: The School is governed by an 11-member Executive Board. elected

annually by the Parents' Association which sponsors the School. Membership in the

Association is automatically conferred on the parents or guardians of children

enrolled in the School. The School is incorporated under Austrian law and has been

designated as tax-exempt under Section 501(c)(3) of the U.S. Internal Revenue Code.

Curriculum: The curriculum is that of U.S. general academic. college-preparatory

public schools. The International Baccalaureate Diploma is also offered in a

demanding two-year study plan. Advanced Placement and the Austrian Matura are also

offered. The School‘s testing program includes College Entrance Examination Board

tests and standardized achievement tests. Instruction is in English. German is

required. and French and Latin are taught as foreign languages. The High School is

accredited by the Middle States Association of Colleges and Schools and the Austrian

Ministry of Education.

{acujt : There were 38 full-time and 7 part-time faCulty members in the 1982-83 .

schOTxyear. including 46 U.S. citizens. 14 host country nationals. and 5 persons or

other nationalities.

Enrollment: Enrollment at the Opening of the 1982-83 school year was 658 (N-S. 202;

SIST'RSYT and 9-12. 275). Of the total. 268 were U.S. citizens. 99 were host country

nationals, and 291 were of other nationalities. 0f the U.S. enrollment. 93 were

dependents of U.S. GOvermuent direct-hire or contract employees, 30 of U.S. business

and foundation employees. and 145 of other private U.S. citizens.

{agilitiesz A single Ouilding houses the three school divisions and has 40

claSSrooms. 2 libraries, 3 laboratories. a gymnasium. a cafeteria. and a theater.

The total campus has 15 acres. A soccer field and track and an elementary playgrOund

are among the outdoor facilities.

 

Finances: In the 1982-83 school year, about 98 per cent of the School's income was

EEFYVEE-fron regular day school tuition and fees. Annual tuition rates were as

follows: N: $1.657; all-day Kdg.: $1.943; Primary (1-5): 53.143 and Secondary

(6-12): $3.486. There is an application fee of 5173 payable on first enrollment in

the School; an optional bus transportation fee of $219 to to 5254 depending on zone;

and a lunch fee of 8202. These fees are payable in Austrian Schillings (AS 17.5 = US

51). (All the above fees are quoted in U.S. dollars.)

.nte root Sheet {a interxied to provide general information. The Offioe of Owreeoe Sehaole (AIDS) hoe more dawned an;

formation provided by :he echool on :he annual Ouereeoe Sohoole Olveett'omos're. Mopectt'ue were of the ecliool mm.

to inquire further of ups, or meet the eehooi directly [or more epeo-a'ft'o and up-to-the-ertnute (aloe-lotion "a "‘9

“rt-scum. epeara'al program. and the like.
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UEPARTMENT OF STATE

OVERSEAS SCHOOLS ADVISORY COUNCIL

AMERICAN INTERNATIONAL SCHOOL

OF ROTTEROAM

FACT 8HEET 339i932"§3i§233§m2' l982-83
The Netherlands

Tel. 22-53-Sl

The American International School of Rotterdam is an independent co-educational day

school which offers an educational program from pro-kindergarten through grade 8 for

students of all nationalities. The School was founded in 1959. The school year

Sompr:;es two semesters extending from August 25 to January 21 and from January 24 to

one .

Or anization: The School is governed by an ll-member Board of Trustees. elected for

i-year terms at the Annual Parents' Meeting under the auspices of the Stichting. The

American International School of Rotterdam. the foundation which sponsors the School.

Cunniculum: The curriculum is that of U.S. general academic public schools.

Instruction is in English. French and Dutch are taught as foreign languages. There

is no religious instruction.

iflEfllfii‘ There were l1 full-time and 3 part-time faculty members in the l982-83

scnoOI year, including lO U.S. citizens. I host country national. and 3 persons of

other nationalities.

Enrolyngnt: Enrollment at the opening of the l982-83 school year was 114 (K-5. 83;

and 6—8._§1). Of the total. 45 were U.S. citizens. 4 were host country nationals.

and 65 were of other nationalities. Of the U.S. enrollment. 33 were dependents of

U.S. Government direct-hire or contract employees. 8 of U.S. business and foundation

employees. and 4 of other private U.S. citizens.

Facilities: The School is housed in three buildings which include l5 classrooms. a

li5rary7media center. and a gymnasium. There is a swimming pool near the School.

Finances: In the 1982-83 school year. about 99 per cent of the School's income was

EeFIved from regular day school tuition. Annual tuition rates were as fOllows: PK:

$1.572; Kdg.-3: $3.144; grades 4-5: 53,429; and grades 6-8: $3,858. There is an

enrollment fee of $179 payable on first enrollment in the School. These fees are

payable in Dutch guilders (guilders 2.8 a US. Si) or U.S. dollars. (All the above

fees are quoted in U.S. dollars.)

Thie loot Sheet t'e intended to provide genenl information. The Office of Overeeae Sohoole (A/OS) hoe mre detatled '3";

formation provided by the eohool on the ml Ouereece Sohoole Oueett'onnaire. Proopeotive ween of the echool noggin-e

:o vim-wire further of 4/05, or contact the eohool directly for more epeot'fio and up— to-the-ennute MIGW‘W" "G "‘9

arr-Julian, epeot'al program, and the like.
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DEPARTMENT OF STATE

OVERSEAS SCHOOLS ADVISORY COUNCIL

AMERICAN SCHOOL OF BUCHAREST (ROMANIA)

American Consulate General (BUCH)

FACT SHEE APO New York 09757 198243

Tel. 33-21-20

The American School of Bucharest is an independent co-educational day school which

offers an educational program from kindergarten through grade 8 for students of all

nationalities. The School was founded in 1962. The school year comprises two

semesters extending from September 1 through January 25 and from January 26 through

June 10.

Or anigation: The School is governed by a 7-member Board of Directors. The Deputy

Chief or hission. U.S. Embassy. serves as Chainhan. The School is incorporated in

the State of Delaware as a non-profit organization and is tax-exempt.

Curgiculum: The curriculum is that of U.S. general academic public schools.

Ifistruction is in English with a special English-as-a-Second Language program for

those who need assistance. For reading. mathematics and language arts. the School

utilizes a non-graded approach which permits students to work at their achievement

levels. Courses also include art. physical education. music. and computer

instruction. The School has a reading specialist as a full-time member of the

faculty. The School is a Candidate for accreditation by the New England Association

Of Schools and Colleges and the European Council of International Schools.

 

{acult : There were 10 full-time and 1 part-time faculty members in the 1982-83

St 00 year. including 5 U.S. citizens. 4 host country nationals. and 2 persons of

other nationalities.

Enrollment: Enrollment at the Opening of the 1982-83 school year was 112 (K-6. 93;

aha 7:8. 19). Of the total. 20 were U.S. citizens. 6 were host country nationals.

and 86 were Of other nationalities. Of the U.S. enrollment. 15 were dependents of

U.S. Government direct-hire or contract employees. 1 of U.S. business or foundation

employees. and 4 of other private U.S. citizens.

[acilitiesz The school plant is located in a newly converted residence and consists

Of 10 classrooms and two learning center areas. The School has a large play area

with a basketball/volleyball court.

Finances: In the 1982-83 school year. about 95 per cent of the School's income was

I derived from regular day school tuition. Annual tuition rates were as follows: Kdg.:

$1,900; and grades 1-8: $3.750. These fees are payable in U.S. dollars (11 lei 8 US

$1). (All the above fees are quoted in U.S. dollars.)

T'nie root Sheet ie intended to provide general information. The Office of Overeeae Sohoole {A/OSJ hoe more detailed in-

fonraticn provided by the eohcol on the ml Overeeae Sohoole Oueetiowire. Proepectiue ueere of the “1500‘ "V ”f“

to inquire further of A/OS, or contact the «final directly for euro epeo-ifio and up-to-the-ninute infatuation regarding

curricula. epeoi-al pm, and the like.
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C)\/EJ?SSEJAS§55(ZhiCDCDLISIAdD\/ESCDF2Y'C:CDLJP4CZH.

THE AMERICAN SCHOOL OF BUDAPEST (HUNGARY)

erican Embassy (BUD)

FACT SHEET 213° "9‘“ W“ 09757 l982-83
Tel. 312-955

The American School of Budapest is an independent co-educational day school which

Offers an educational program from kindergarten through grade 8 for students of all

nationalities. The School was founded in 1973. The school year comprises two

semesters extending from September 7 through June 17.

Organization: The School is governed by a 6-member Board of Directors. appointed
—--

annuaTTy by the U.S. Ambassador. who also serves as Honorary Chairman of School Board.

Currlgulum: The curriculum is that of U.S. general academic. public schools.

Tfiztrufiran is in English. French is taught as a foreign language in grades 3-8.

Laboratory sciences. music. art. and physical education are offered at all grade

lever. A variety of extra-curricular activities and counseling services are

available. The-Teaching-of-English-as-a-Foreign-Language is also offered.

Faculty: There were 8 full-time and 7 part-time faculty members in the 1982-83

schOOI year. including 10 U.S. citizens. 2 host country nationals. and 2 persons of

other nationalities.

Eggglhgegt: Enrollment at the opening Of the 1982-83 school year was 69 (K-B).

including 9 U.S. citizens, I host country national and 59 of other nationalities. Of

the U.S. enrollment. 6 were dependents of U.S. Government direct-hire or contract

employees and 3 of other private U.S. citizens.

Facilities: The School is housed in an American apartment building located in

central-BUdapest. It overlooks the Danube River and is flanked by two Shall parks

which are used by the School for recreational purposes. There are 9 classrooms and 2

small libraries.

Finances: In the 1982-83 school year. the annual tuition rate was $2,900 for grades

K-8.-"A3ditional fees are a registration fee of $100 payable on first enrollment in

the School. an English-as-a-Second-Language fee of $100 per month. and a Building

Fund fee of $100 per year. These fees are payable in U.S. dollars (forint 38.15 - US

31). (All the above fees are quoted in U.S. dollars.)

The loot Sheet ie intended to provide general infamtian. The Office of Ouereeae Schoole (A/OS) hoe more detailed {_a-

;'omtion proviéd by the echocl on the muol Overeeae Schocle Queetiomuire. Prcepective ueere of the eohocl my wieh

to inquire further of A/OS. or contact the eehool directly for more epeoifie and tap-toothe-ninute infer-nation read-MW

curriculum epeciol program. and the like.
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DEPARTMENT OF STATE

OVERSEAS SCHOOLS ADVISORY COUNCIL

THE AMERICAN SCHOOL OF THE HAGUE

0 6

FACT SHEET ngrazézgftThe Netherlands l982-83

Tel. 54-21-02

The American School of The Hague is an independent co-educational day school which

offers an educational program from pre-kindergarten through grade 12 for students of
all nationalities. The School was founded in 1953. The school year comprises two

semesters extending from August 25 to January 21 and from January 24 to June 17.

Or anization: The School is governed by an Executive Committee of at least 9
megfiers. elected for 3-year terms by the parents of students enrolled. The School is
incorporated in the U.S. and has been designated as tax-exempt under Section

501(c)(3) of the U.S. Internal Revenue Code. The School is also incorporated as a

Stichting in The Netherlands.

Cur iculum: The curriculum is that of U.S. general academic. college-preparatory

pufillc schools. The School's testing program includes the Iowa Test of Basic Skills
and the College Entrance Examination Board tests. Instruction is in English.

French. Spanish. Dutch. and Gennan are taught as foreign languages. There is no

religious instruction. The School is accredited by the Middle States Association of

Colleges and Schools.

Faculty: There were 75 full-time and 17 part-time faculty members in the 1982-83

school year. including 77 U.S. citizens. 4 host country nationals. and 11 persons of

other nationalities.

Enrollment: Enrollment at the opening of the 1982-83 school year was 871 (K-4. 280;

5-8, 255; and 9-12. 301). Of the total. 535 were U.S. citizens. 43 were host COuntry

nationals. and 293 were of other nationalities. Of the U.S. enrollment. 111 were

dependents of U.S. Government direct-hire or contract employees. 351 of U.S. business

and foundation employees. and 73 of other private U.S. citizens.

Facilities: Each of the three levels of the School is housed in former Dutch school

budeings. The facilities. while old. are adequate and well-equipped. Each building

has a modern library and a gymnasium.

 

Finances: In the 1982-83 school year. abOut 98 per cent of the School's income was

deriJéd"from regular day school tuition. Annual tuition rates were as follows:

Pre-K: $1.300; Kdg.-4: $3.592; grades 5-8: $4.220; grades 9-11: 54,440; and grade 12:

$4.780. These fees are payable in Dutch guilders (guilders 2.7 - US $1) or U.S.

dollars. (All the above fees are quoted in U.S. dollars.)

Tait Fact Sheet ie intended to provide peneml infant-ion. The Office of Ouereeae Sohoole (A/OS) hoe more detailed in;

fomticn provided by the eohoel on the annual Deereeae Sohoole Oueetionnaire. Proepeo-ttve ueere of the eehool lame

to inquire further of axes. or contact the eohocl directly for more epeoifio and up-to-the-ennute infomlwn reg tnq

:m-ioulue. epeoiel program, and the like.

Statistics as of September. 1982
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THE AMERICAN SCHOOL OF wARSAw (POLAND)

American Embassy Warsaw

D f S

FACT SHEET Iiiilfilizifo. 33:20... as...
Tel. 42-39-52

The American School of warsaw is an independent co-educational day school which

offers an educational program from kindergarten through grade 8 for students of all

nationalities. The School was founded in 1953. The school year comprises two

semesters extending from September 7 to January 28 and from January 31 to June 17.

Or anization: The School is governed by a 9-member Board of Directors. elected for

-year terms by an Association. comprised of the parent comhunity. the sponsors of

the School. Membership in the Association is automatically conferred on the parents

or guardians of children enrolled in the School. The School is not incorporated and

is not tax-exempt.

Curriculum: The curriculum is that of U.S. general academic. public schools.

Children are grouped according to age. and the teaching format utilizes an

individualized program. Instruction is in English. French and Polish are taught as

foreign languages. English-as-a-Second-Language is also offered. There is no

religious instruction.

Facult : There were 22 full-time and 4 part-time faculty members in the 1982-83

school year. including 13 U.S. citizens. 2 nost CDuntry nationals. and 11 persons of

other nationalities.

Enrollment: Enrollment at the opening of the 1982-83 school year was 163 (K-6. 138;

and 7-8. 25). Of the total. 26 were U.S. citizens. 14 were host country nationals.

and 123 were of other nationalities. Of the U.S. enrollment, 21 were dependents of

U.S. Government direct-hire or contract employees and 5 were dependents of other

private U.S. citizens.

Facilities: The School is located in a modern plant completed in 1975. Facilities

include a gymnasium and playing fields.

Finances: In the 1982-83 school year. about 95 per cent of the School's income was

aerivea from regular day school tuition. Annual tuition rates were as follows: Kdg.

(half day): $1,600; and Kdg. (full day)-grade 8: $3,200. These fees are payable in

U.S. dollars (le 250 - US 51). (All the above fees are quoted in U.S. dollars.)

Thie Pact Sheet ie intended to provide general infcmticn. The Office of Overeeae Sohocle (A/OS) hae mre detailed in-

fomtion provided by the echcol an the ml Ouereeae Schcole Oueetionnaire. Proepeotive ueere cf the echocl luv week

to inquire further of A/OS. or contact the echcol directly for more epec-ifio and up-tc—the-ninute "IIOTMCW regarding

curricula, epeoial prof-nae, and the like.

Statistics as of September. I982



23353

DEPARTMENT OF STATE.

C)\/EJRSSELA£5 ESCZPiCDCDLls IKEDVUSSCDFQY'CZCDLJPQCIH.

THE AMERICAN SCHOOL OF ZAGREB. INC. (Yugoslavia)

c/o American Consulate General Zagreb

FACT SHEET 8:2:il‘3:2i,°6.§f“§oszo I982-83
Tel. 278-718

The American School of Zagreb is an independent co-educational day school which

offers an educational program from kindergarten through grade 8 for students of all

nationalities. The School was founded in 1946. The school year comprises four terms

extending from August 31 to October 29; from November 1 to January 14; from January

17 to March 25; and from March 20 to June 3.

Or anization: The School is governed by a 7-member Board of Directors. The American

Consul General serves as Chairman of the Board and appoints 2 Board members. Three

members are elected for one-year terms by the School Association of the American

School of Zagreb. the sponsors of the School. The President of the Association also

serves as ex officio member of the Board. Membership in the Association is

autOmaticaTTy conferred on the parents or guardians of the children enrolled in the

School. The School is associated with the European Council of International Schools.

Curriculum: The Curriculum is that of U.S. general academic. public schools.

InstrucEion is in English. French is taught as a foreign language. Enrichment

activities are offered in Such areas as singing. yearbook. gourmet club. newspaper.

arts and crafts and athletic club. Special education services offered by the School

include learning disabilities and remedial reading.

Facult : There were 6 full-time and 3 part-time faculty members in the 1982-83

schoo year. including 5 U.S. citizens. I host country national. and 3 persons of

other nationalities.

Enrollment: Enrollment at the opening of the 1982-83 school year was 47 (K-6. 40;

and 7-8. 7). Of the total. 19 were U.S. citizens and 28 were of other

nationalities. Of the U.S. enrollment. 7 were dependents of U.S. Government

direct-hire or contract employees. 10 of U.S. business and foundation employees. and

2 of other private U.S. citizens.

Facilities: The School occupies a 3-story apartment building. Facilities include 8

classrooms and a library with an adjoining playground area. A local gymnasium is

available for use four times a week.

Finances: In the 1982-83 school year. the School's income was derived from regular

day school tuition. Annual tuition rates were as follows: Kdg.: 51.990; and grades

1-8: 53,300. These fees are payable in U.S. dollars (SO din a US $1). (All the

above fees are quoted in U.S. dollars.)

f‘hie Fact Sheet ie intended to provide general information. The Office of Overeeae Schoole (A/OS) hae wore detailed in;

formation provided by the eahccl on the annual Overeeae Schoole C‘ceetimire. Proepectiue ueere of the “hoot ”V 9‘}

to inquire further cf A/OS. or contact the echool directly for more epec-ific and up-ta-the-ainute infOl‘IIU-O" WWWO

.urrioulten. epecial prom, and the like.

Statistics as of September. l982
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HONG KONG INTERNATIONAL SCHOOL

6 South Bay Close

FACT SHEET Repulse Bay. Hong Kong

Tel. 5-92305 l982-83

The Hong Kong International School is a private Christian coeducational day school

which offers an educational program from kindergarten thr0ugh grade twelve for

students of all nationalities and religious backgrounds. The school was founded in

1966. The school year comprises two semesters extending from September 1 - January

21. and from January 24 - June 10.

lERRRLEQEqui The School is sponsored by and operated under the auspices of the

Lutheran Church4Missouri Synod (USA). It is also registered with the Office of

Education of the Hong Kong Government and is accredited by the western Association of

Schools and Colleges (1971) (1976) (1982).

Curriculum: Curriculum and approaches are similar to those in schools of the USA.

Th?truction is in Englisn. with French. Spanish and Chinese (Mandarin and Cantonese)

taught as foreign languages. The elementary program features open-plan with team

:eacning and emphasis on idividualized instruction. The secondary curriculum offers

rigorous preparation for college with many electives and a broad intercultural. sports

and activities program. American standardized tests are administered. including

College Entrance Examinations. and more than 90% of the graduates go on to colleges in

the U.S.A. Religious Studies are an integral part of the curriculum in all grades and

the overall program proceeds from Christian philosophy and setting.

Facult : There were 36 full-time and 15 part-time faculty members in the 1982-83

scnoo year. including 84 U.S. citizens. 11 host country nationals and 6 persons of

other nationalities.

Enrollment: Enrollment at the beginning of the 1982-83 school year was 1.369 (K. 75;

T-é'."3'§a‘;”7-a. 217; 9-12. 379). Of the total. 799 were u.s. citizens. 161 were host

COuntry nationals. and 409 were children of 32 other nationalities. Of the U.S.

enrollment, 80 were dependents of U.S. Government direct-hire or contract employees.

497 of U.S. businesss and foundation employees. 222 of other private U.S. citizens.

Facilities: The elementary school building. flexible and open in design. can

SCEOHmOOate 850 students and contains 8 Classroom clusters. library. multi-purpose

room, lunch rooms. central offices. music. art and science rooms. plus two rooftop

playgrounds. gymnasium-auditorium and swimming pool. The secondary building includes

23 classrooms. library-media center. 4 science labs. music and art rooms. chapel-

auditorium. cafeteria and office space. Both buildings are fully air-conditioned.

 

Finances: In the 1982-83 school year. about 94 per cent of the School's income was

aeriveu from regular day school tuition and registrarion fees. Annual tuitions are as

follows: Kdg.: $1.575; Primary (1-6): 53,143; Middle (7-8): $3.280; Secondary (9-

12): $3,450. Fees are payable in Hong Kong dollars (KH $6.00=U.S. 51) There is a

one-time acceptance fee of $100. (All of the above fees are quoted in U.S. dollars).

.~-..e Pact Sheet ie intended to provide peneml infomaticn. The Office of Overeeae Schccle “lo-9 M! ”'0" 4‘56““ '-:"'

:‘omotion provided by the eohccl on the annual Overeeae Schccle Oueetiounaire. Prcepeotive ueere of the echocl my inch

to inquire further of e/OS. or contact the echool directly for more epeoific and up-tc-the—einute infernal-ion regarding

curricula, epeaial program. and the like.

Statistics as of September. l982
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lNTERNATIONAL SCHOOL OF BELGRADE (YUGOSLAVIA)

c/o American Embassy. Belgrade

O f s

FACT SHEET vigilgglgh,oo.cl“§oszo 1982-83

Tel. 651-832

The International School of Belgrade is an independent co-educational day school

which offers an educational program from kindergarten through grade 8 for students of

all nationalities. The school year comprises two semesters from September 6 through

January 28 and from January 31 through June 17.

Or anization: The School is governed by a 10-member School Board. four members of

which (including 1 ex-officio member) are appointed by the American Ambassador.

Three non-Americans and three Americans are elected by the Association of the

International School of Belgrade. the sponsors of the School. Membership in the

Association is automatically conferred on the parents or guardians of children

enrolled in the School. The School is incorporated and has applied for tax-exempt

status.

Curriculgm: The curriculum is similar to that of U.S. general academic public

schoOTs. The primary objective of the School is to prOvide an organized learning

environment to stimulate the minds of the students and teach them the skills of

reading. writing. speaking. listening. reasoning. computing. and finding and using

information. Instruction is in English. French and Serbo-Croatian are taught as

foreign languages. Other course offerings include English-as-a-Second-Language.

Yugoslav culture and history. art. music. and physical education. The School was

fully accredited in 1981 by the New England Association of Schools and Colleges and

by the European Council of International Schools.

Facult : There were 21 full-time and 1 part-time faCulty members in the 1982-83

schoo year. including 10 U.S. citizens. 6 host country nationals. and 6 persons of

other nationalities.

Enrollment: Enrollment at the opening of the 1982-83 school year was 160 (K-5. 119,

and 5-8. 41). Of the total. 30 were U.S. citizens. 5 were host country nationals.

and 125 were of other nationalities. Of the U.S. enrollment. 27 were dependents of

U.S. Government direct-hire or contract employees. 2 of U.S. business and foundation

employees. and 1 of other private U.S. citizens. .

 

 

Facilities: The school buildings. consisting of a remodeled villa and adjacent

buildings. are located in a residential area of Belgrade. All buildings are rented.

The School also rents a nearby gymnasium to augment its physical education program.

Finances: In the 1982-83 school year. about 93 per cent of the School’s income was

aeriJEH.from regular day school tuition. Annual tuition rates were as follows: Kdg.:

52.000; and grades 1-8: $3.700. These fees are payable in U.S. dollars (43 din - US

51). (All the above fees are quoted in U.S. dollars.)

I‘nie Pact Sheet ie intended to provide general information. The Office of Overeeae Schccle (HOS) hae mre detailed til;

fomticn provided by the echccl on the anal Overeeae Schaole Ouceticnnaire. Prcepeottve ueere of the echccl my”?!

to inquire farther of 4/03. or contact the echccl directly for sore epeo-ific and up-tc—the-elinute “fem-ton "9‘ "‘9

aun-ioulue, epec-ial program. and the like.

Statistics as of September. l982
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lNTERNATIONAL SCHOOL OF PRAGUE (CZECHOSLOVAKIAl

c/o American Consulate General (PRG)

FACT SHEET ”0 “a” W“ 09757 1982-83
Tel. 32—67-55

The International School of Prague is an independent co-educational day school which

Offers an educational program from kindergarten through grade 9 for students of all

nationalities. The School was founded in 1948. The school year comprises two

semesters extending from September 1 through January 21 and January 24 thrOugh

une .

QESEQiLéFiOO‘ The School is governed by a 9-member Board of Directors. The School

is not officially recognized by the Government of Czechoslovakia. nor is its progrmn

in any way regulated by the Czech Ministry of Education.

Qurnigulum: The curriculum is that of U.S. general academic. public schools. with

modifications made to meet the needs of pupils from different countries. Instruction

is in English. German and French are taught as foreign languages. English-as-a-

Second-Language is also offered. There is no religious instruction.

EaCUlty: There were 11 full-time and 3 part-time faculty members in the 1982-83

schoo year. including 11 U.S. citizens. I host country national. and 2 persons of

other nationalities.

Enrollment: Enrollment at the opening of the 1982-83 school year was 87 (K-6. 71;

7:8.-T5} and 9. 3). Of the total, 13 were U.S. citizens and 74 were of other

nationalities. Of the U.S. enrollment. 9 were dependents of U.S. Government

direct-hire or contract employees and 4 of other private U.S. citizens.

Facilities: The School is located in a three-story villa. which provides 10

ETEssrooms. 2 shall libraries. an ESL Room. an audio-visual room. and the School's

offices. A large Czech sports complex. located one block from the School. is

available for physical education classes daily.

ilgagcgs: In the 1982-83 scnool year. about 85 per cent of the School's income was

derived from regular day school tuition and registration fees. Annual tuition rates

were as follows: Kdg.: $1,650; and grades 1-9: $2.900. There is a registration fee

of 3100 payable on first enrollment in the School. and a school bus fee of S75

(one-way) or $150 (roundtrip). These fees are payable in U.S. dollars (Czech Crowns

10.79 a US 51). (All the above fees are quoted in U.S. dollars.)

...te Fact Sheet ie intended to pmién gereral infcmtion. The Office of Overeeae Sehoole (A/OS) he more detctled tn-

{urination provided by the wheel on the canal Overeeae Schoole Oueetiaunain. Preepee'tive ueere of the “heel my uteh

:0 inquire further of A/OS. or contact the echool directly for more epeos'fie and up-to-the-ns'nute infom‘m NOW”?

rerI-iculw. epeaial program, and the like.

Statistics as of September. l982
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JAKARTA INTERNATIOaA_ SCHOOL

Jalan Terong Raya 33

FACT SHEET 5535.22379/‘8‘: “i“ We“
Tel. 762555

1982 83

The Jakarta International School. Jakarta. inCQlesld. is a private coeducational

school which offers an educational program from Prep. (Kindergarten) through Grade l2.
The scnool is established under the Indonesian law which gives it the status of a
FOundation (Yayasan). The school year comprises two semesters extending from August
30 - December I7, 1982 and from January 10 - June 3. l983.

Qililiédtloni The SChool is governed by a thirteen-member School Council elected by
the Parents' Association fer a three-year tern. M mbership in the P.A. is auto-
matically conferred on all parents and guardians of children enrolled in school. The
thirteenth member of the School COuncil must be an Indonesian citizen. and is elected
by the 12 members of the School Council.

Eugriculgm: A basic Nnerican curriculum is offered. the language of instruction is

English. Beginning from Grade 4 students are required to take Indonesian Language

Studies. Culture and Geography. The JIS is fully accredited by the Western

Association of Schools and Colleges. The International Baccalaureate is offered in

addition to the regular diplcma.

Faculty: At the beginning of the l982-83 school year there were 152 full-time and 17

part-time faculty members consisting of 114 U.S. citizens. l4 host country nationals

and 4l persons of other nationalities.

Enrollment: Enrollment at the beginning of the 1932-83 school year was 1.619 (K. 97;

T73. 589?'7-8. 338; 9-12. 595). Of the total. 756 were U.S. citizens and 863 were of

other nationalities. (Indonesian government regulations prohibit attendance of .

Indonesian children). Of the U.S. enrollment. 138 were dependents of U.S. Government

direct-hire or contract employees. and 618 were dependents of U.S. businessmen and

Other private U.S. citizens.

Facilities: The elementary school (Prep. -I-6) is housed on two sites (Pattimura and

TTTandafif Both sites consist of classrooms. library. music room. art room. team

teaching rooms. and offices - all air-conditioned. The Cilandak site also has a

little theater and a gymnasium. The secondary school (7-12). located on a 25-acre

site. consists of 8 airoconditioned open-Space buildings with classrooms. swimming

pool. gymnasium. and playing fields. New construction to replace the facilities lost

during a fire in April l98l is scheduled for completion during l982-83 school year and

consists of classrooms. science labs. t ing rooms. instructional materials center. a

fine art center (music. drama. art. etc. . shop rooms and offices.

Finances: In the 1982-83 school year. about 93 per cent of the school's Operating

income is derived from regular day school tuition fees and other local sources.

Annual tuition rates are $2,800 for Prep. 1. 53.900 for Grades l-6. and $4,600 for

Grades 7-12. A capital levy of $6.500 per student is assessed to pay for construction

of school facilities. The certificates depreciate at a set rate over a 20 year

period and may be redeemed. at their depreciated value. if the holders no longer wish

to have a seat in the school. and there is another buyer for the certificate.

Thie root Sheet ie intended to provide general intonation. The Office of Overeeae Sohoole {A/OS) hoe lure detailed in-
!‘omtion provided by the eohool on the annual Overeeae Schoole Cheetwnnoire. Prioepeotive ueere of the eohool my uieh
to inquire further of A/OS. or contract the eohool directly for more epeoifio cad up-to-the-ninute infomtion regarding

:urr-iculull, epeoial program, and the like.

Statistics as of September. I982
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OVERSEAS CHILDREN'S SCHOOL LTD.

47 B 51. Muttiah Road

FACT SHEET Colombo 2. Sri Lanka l982-83

Tel. 25-177

The Overseas Children's School. Colombo. is an independent co-educational day school

which offers an educational program from nursery through grade 12 for students of all

nationalities. The School was founded in 1957. The school year comprises three

ter3s1extending from September 13 to December 17; January 3 to March 31; and April 18

to u y 8.

Or anization: The School is governed by a 14-member Board of Directors. In school

year I982-83. 2 members were American.

Curriculum: The curriculum is designed to provide areas of study related to both the

American and British systems of education. Instruction is in English. Courses are

offered in English. Mathematics. English-as-a-Second-Language. French. German.

Biology. Geography. World History. English Literature. Art. Music. Physical

Education/Sports. and Computing. English. Mathematics. a second language and science

are compulsory throughout the School. Students are also prepared for the London

Board G.C.E. Ordinary Level Examination at the University of London in the following

subjects: English. Mathematics. French. Spanish. Physics. Chemistry. Biology. Human

Biology. Geography. History. and English Literature. British G.C.E. 'A' Level

courses include English. Geoqraphy. History. Mathematics. and Physics.

Facult : There were 62 full-time and 2 part-time faculty members in the 1982-83

school year. including 7 U.S. citizens. 47 host country nationals. and 10 persons of

other nationalities.

Enrollment: Enrollment at the Opening of the 1982-83 school year was 533 (H-3. 203;

3-8. 227; and 9-12. 103). Of the total. 54 were U.S. citizens. 8 were host country

nationals. and 471 were of other nationalities. Of the U.S. enrollment. 23 were

dependents of U.S. Government direct-hire or contract employees. 3 of U.S. business

and foundation employees. and 28 of other private U.S. citizens.

Facilities: The School rents buildings on two campuses for the Primary and the

Middle/Senior Schools. There is a Library. Laboratories. Assembly Hall. Art Room.

Music Room. computing room. workshop. domestic science. audio-visual room and a

limited sports facility.

Finances: In the 1982-83 school year. the School's income was derived from regular

day school tuition. Annual tuition rates were as follows: N-Kdg.: $510; grades 1-8:

$1,590; and grades 9-12: $1.800. These fees are payable in Sri Lankan rupees (Rs. 21

a US $1) or U.S. dollars. (All the above fees are quoted in U.S. dollars.)

T'nie root Sheet ie intended to provide geneml infant-ion. The Office of Overeeae Sohoole (Ala?) hoe lure detailed in;

formation provided by the echccl on the ml Overeeae Schoole Oueeticvnoire. Mepee'ttve ueere cf the eehool we

to inquire further of 1/03. or contact the eohcol directly for more epecsfsc and up-tc-the-nimte infatuation rec in

curriculum. epeoicl program, and the like.

Statistics as of September. l982
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SINGAPORE AMERICAN SCHOOL

60 King's Road

FACT SHEET Singapore 1026. Republic of Singapore 1932-33

Tel. 665-611

The Singapore American School is an independent coeducational day school which offers

an educational program from pre-kindergarten through grade 12 for students of all

nationalities. The school was founded in 1956. The school year comprises two

semesters extending from August 30 - January 21. and from January 24 - June 9.

Or anization: The School is governed by a 12-member Board of Governors elected for

3-year terms by the American School Trust Limited. the sponsors of the School.

Membership in the “Trust“ is open to all members of the American community and to

those non-Americans who have children in the School. The School is incorporated in

Singapore as a non-profit institution and is approved by the Singapore Ministry of

Education.

Curriculum: The curriculum is that of U.S. general academic. college-preparatory

public schools. The school's testing program includes the College Entrance

Examination Board Tests. Instruction is in English. French. Malay. Spanish. German

and Mandarin are taught as foreign languages. Most of the graduates go on to colleges

and universities in the United States. SAS is fully accredited by the Western

Association of SChools and Colleges.

FacOlty: There were 126 full-time and 8 part-time members in the 1982-83 school year.

including 99 U.S. citizens. 20 host country nationals and 15 persons of other

nationalities.

Enrollment: Enrollment at the beginning of the 1982-83 school year was 1.871. (PK- 4.

670; S-B, 632; 9-12. 569). Of the total. 1.269 were U.S. citizens. 10 were host

coontry nationals. and 592 were children of 42 other nationalities. Of the U.S.

enrollment, 53 were dependents of U.S. Government direct-hire or contract employees.

1,046 of U.S. business and foundation employees. and 170 of other private U.S.

Citizens.

Facilities: The Secondary School buildings and land are owned by the American School

Trust Limited. Secondary School facilities include 33 classrooms. library. assembly

hall. science laboratories. offices and teachers' rooms. gymnasium. and lunch room.

The Primarquiddle School plant has 72 classrooms (a 4th tower comprising 18

classrooms was completed and ready for the 1982-83 school year) in open-space pod

design with offices. library. teachers' room. lunch facilities. little theatre and

gymnasium. This facility is located on a 9.3 acre site leased from the Singapore

Government.

Finances: In the 1982-83 school year. about 98 per cent of the School‘s income was

derived from regular day school tuition and registration fees. Annual tuition rates

were as follows: Pre-K G Kdg.: $1.571; Primary (1-4): 32,333; Middle (S-B): $2.571;

Secondary (9-12): $2.857. These fees are payable in Singapore dollars (SSZ.10-USSI)

or U.S. dollars. There is a registration fee of $833 payable on first enrollment in

the School. an annual building surcharge of S405 and student insurance of $9.50. (All

the above fees are quoted in U.S. dollars.)

Thie root Sheet ie intended to provide general information. The Office of.Overeeoe Schccle (A/OS) hce‘htcrzhzgax;d£:;

[cmticn provided by the echccl on the annual Overeeae Schoole cueetionnotre. mepeotsve veer: gin/amnion re {“9

to inquire ftfl'flul‘ of ups, or contact the echool directly for more epecific end up-tc-the-mnu e M

curricula, epeoiol program, and the like.

Statistics as of September. l982
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TAIPEI AMERICAN SCHOOL

731 Wen Lin Road. Section 1. Shihlin

FACT SHEET ”ml: “M” l982-83
831-2111

ihe Taipei American School is a private coeducational day school which offers an

educational program from kindergarten through grade 12 for students of all

nationalities. The school was founded in 1949. The school year comprises two

semesters extending from August 24 - January 14. and from January 17 - June 9. I983.

Organization: The School is governed by a 9 member Board of Directors elected for a

two year term by the Taipei American School Association. the sponsors of the School.

Membership in the Association is automatically conferred on the parents or guardians

of children enrolled in the school.

Curriculum: The curriculum is that of U.S. general academic and college preparatory

schools. In addition to basic programs in reading and mathematics. a variety of

opportunities are provided by the Elementary School in social studies. science. art.

music. foreign language. practical arts. and Chinese culture. Programs are provided

for students with remediable learning problems. The Secondary School offers a highly

academic. college-preparatory program leading to an American high school diploma or an

International Baccalaureate diploma. The school is accredited from kindergarten

through 12th grade by the Western Association of Schools and Colleges.

faculty: There are 95 full-time and 8 part-time faculty members in the 1982-83 school

year. including 89 U.S. citizens. 8 host country nationals and 6 persons of other

nationalities.

Enrollment: Enrollment at the beginning of the 1982-83 school year was 1.037. (K-6.

Igff—TTYZT 546). Of the total. 553 were U.S. citizens. 7 host country nationals. and

477 of 43 other nationalities. Of the U.S. enrollment. 37 were dependents of American

Institute in Taiwan employees. 301 of U.S. business and foundation employees. and 147

of other private U.S. citizens.

Fatilnties: The school OCCupies a 22-acre campus. In addition to classroom

buildings. facilities include two libraries. cafeteria. auditorium. gymnasium. tennis

courts. soccer field. and swimming pool.

 

Finances: In the 1982-83 school year. abOut 87 per cent of the School's income was

T§?f555'fron regular day school tuition and registration fees. Annual tuition rates

were as follows: Kdg. $1.421; Elementary (1-6): $3.501; Secondary (7-12): 54,191.

There is a capital assessment fee of $99.44 and an activity fee of $42.30. (All the

above fees are quoted in U.S. dollars.)

Thie Fact Sheet ie intended to provide general information. The Office of Wereeae Schocle (ii/OS) hoe more detailed in;

far-nation provided by the echool on the wool mereeae Schocle Oucetionnoire. Proepecttve ueere of the echocl name

to inquire further of AIDS. or contact the eohocl directly for more epectfic and up-tc-the-ltnute information rev "‘9

curriculum, epecial program. and the like.

Statistics as of September. 1982
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THE AMERICAN OVERSEAS SCHOOL OF ROME

Via Cassia. 811

FACT SHEET 00‘” We» ”W ' l982-83
Tel. 366-4841

The American Overseas School of Rome is an independent co-educational day school

which offers an educational program from kindergarten through grade 12 for students

of all nationalities. The SChOOl was founded in 1947. The school year comprises

three terms extending from September 8 through December 17; from January 10 through

March 31; and from April 11 through June 17.

Or anization: The School is governed by a 12-member Board of Trustees. elected for

up to 3-year terms by the Corporation of the American Overseas School of Rome. the

sponsors of the School. Membership in the Corporation is open to parents or

guardians of children enrolled in the School through payment of a reimbursable fee.

The School is recognized as a non-profit institution under Italian law and is

incorporated in the State of Delaware as tax-exempt under Section 501(c)(3) of the

U.S Internal Revenue Code.

Curriculum: The curriculum is that of U.S. general academic. college-preparatory

public schools. The School's testing program includes the College Entrance

Examination Board and Advanced Placement tests. Instruction is in English. French

and Italian are taught as foreign languages. There is no religious instruction. The

School is accredited by the Middle States Association of Colleges and Schools.

Facult : There were 53 full-time and 8 part-time faculty members in the 1982-83

sEFOO year. including 39 U.S. citizens. 6 host country nationals. and 16 persons of

other nationalities. .

Enrollment: Enrollment at the opening of the 1982-83 school year was 545 (K-5. 198;

5-8. f59f'and 9-12. 188). Of the total. 232 were U.S. citizens. 139 were host

country nationals. and 174 were of other nationalities. Of the U.S. enrollment. 78

were dependents of U.S. Government direct-hire or contract employees. 65 of U.S.

business and foundation employees. and 89 of other private U.S. citizens.

Facilities: The School facilities are owned by the Corporation and include 52

6Te$srooms. 3 laboratories. a cafeteria/auditorium. an outdoor theatre. infirmary. a

gymnasium. two libraries. tennis courts. and soccer. football and basketball fields.

Finances: In the l982-B3 school year. about 99 per cent of the School's income was

derived from regular day school tuition. Annual tuition rates were as follows: K-2:

$3.286; grades 3-5: $3.429; rades 6-8: 53.822; and grades 9-12: $4.214. These fees

are payable in Italian lire ?Lit l.4OO = US 51). (All the above fees are quoted in

U.S. dollars.)

Thie Pact Sheet ie intended to pmide general infcmtion. The Office of Overeeae Sohoole (AI/OS) hoe more dates led ‘."'

,Fomticn provided by the echool on the ml (haereeae Schocle Oueeticnncire. Proepec'ttve ueere of the eehcol my vieh

to inquire further of n/OS. or contact the echcol directly for core epecific and up-tc-the-ennute tn/OW‘W" "9‘”th

curricula. epec-icl pm. and the like.

Statistics as of September. 1982
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DEPARTMENT OF STATE

OVERSEAS SCHOOLS ADVISORY COUNCIL

THE AMERICAN SCHOOL IN JAPAN

1-1. ' l-Ch

FACT SHEET ChofutlgllllfuTokyooTEZ. Japan l982-83

Tel. (0422) 31-6351

The Anerican School in Japan is a private coeducational day school which offers an

educational prOgram from nursery through 12th grade plus a postgraduate year for

students of all nationalities. but primarily serves the American comunity living in

the Tokyo area. The school was founded in 1902. The school year comprises two

semesters extending from September - January and from January - June.

Organization: The school is governed by a 15-member Board of Directors elected for

one-year terms by the Trustees of the American School in Japan Foundation. the

sponsors of the school. Currently. and usually. all Board members are U.S. citizens.

Trusteeship in the Foundation is extended to representatives of business. U.S.

Government. and church organizations and certain parents who have an interest in and

provide financial Support to the school. '

Eflfrlculflfl‘ The curriculum is similar to that of college preparatory schools in the

U.S. Japanese language and area studies are offered to all students. A library of

25.000 volumes staffed by 3 professional librarians permits an emphasis upon student

research. Advanced placement courses are offered in seven subjects among a very wide

range of elective courses. The School has no provisions for students with severe

learning. emotional. or physical handicaps. Both the Elementary and Secondary schools

are accredited by the Western Association of Schools and Colleges. For the most part

graduates go on to colleges and universities in the U.S.

 

faculty: There are 85 full-time and 5 part-time faculty members in the 1982-83 school

year. including 75 U.S. citizens. 7 Japanese. and 8 persons of other nationalities.

Enrollment: Enrollment at the beginning of the 1982-83 school year was 1.005 (K-6.

428; 7-IET 577). Of the total. 683 were U.S. citizens. 150 were host country

nationals. and 172 were children of 36 other nationalities. Of the U.S. enrollment.

90 were dependents of U.S. Government direct-hire or contract employees. 430 of U.S.

business and foundation employees. and 163 of other private U.S. citizens.

Facilities: Two complete modern school plants: One is for K-PG located in western

Tdkyo. and includes library. laboratories. auditorium. gymnasium. swimming pool.

tennis courts and playground/field. School bus service is provided with an average

transit time of less than 45 minutes. Also. a separate facility for Nursery and

Kindergarten students is located in central Tokyo.

Finances: In the 1982-83 school year about 78% of the school’s operating income is

expected to be derived from tuitions and fees. The remainder will come from

donations. grants. investments. and auxiliary enterprises. For school year 1982-83.

annual tuition rates (computed at YZSO to 51.00) are $3,200 for kindergarten. $3.860

for grades 1-6. and 34.120 for grades 7-12. payable in Japanese Yen. or in U.S.

dollars at prevailing rate of exchange.

‘.n-.e Fact Sheet ie intended to provide general infomtion. The Office of Overeeae Schoole (A/OS) hae more detailed in-

{creation provided by the echool on the annual Overeeae Schoole Ouceticv-ncire. Proepective ueere cf the echcol my 9f“

z; :rquire further of A/OS. or mm: the echocl directly fcr me epecific aid up-tc-the-ennute information regarduv

curricula-ll, epecicl program, and the like.

Statistics as of September. I982
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OVERSEAS SCHOOLS ADVISORY COUNCIL

THE AMERICAN SCHOOL IN LONDON

2-8 Loudoun Road

FACT SHEET London. N.H. 8. England 1982-83

Tel. 772-0101

The Anerican School in London is an independent co-educational day school which

offers an educational program from kindergarten through grade 12 for students of all

nationalities. The School was founded in 1951. The school year comprises two

semesters extending from September 2 to January 21 and January 24 to June 17.

Or anization: The School is governed by a 16-member Board of Trustees. elected for

in finite terms by the Association. the American School in London Educational Trust

Limited. the sponsors of the School. The School has been established as a

tax-exempt. non-profit. charitable trust under the laws of Great Britain. The

American School in London Foundation. Inc.. established in 1968 in the State of

Delaware, allows contributions for the Support of the School to be made in the United

States.

 

Curriculum: The curriculum is that of U.S. general academic. college-preparatory

Duhllc schools. utilizing the American individualized program and integrated day

approach. The School's testing program includes the College Entrance Examination

Board tests. ACT examinations. AP tests. and a full American standardized testing

program. Instruction is in English. French. Spanish. and German are taught as

foreign languages. Advanced placanent courses are also offered. All upper school

science programs are laboratory courses. There is no religious instruction. The

Scnool is accredited by the Middle States Association of Colleges and Secondary

Schools.

Faculty: There were 121 full-time and 16 part-time faculty members in the 1982-83

schéoT year. including 114 U.S. citizens. 18 host country nationals. and 5 persons of

other nationalities.

Enrolhgqnt: Enrollment at the opening of the 1982-83 school year was 1.450 (K-4.

721; 5-8. 527; and 9-12. 602). Of the total. 1.185 were U.S. citizens. 31 were host

country nationals. and 234 were of other nationalities. 0f the U.S. enrollment. 118

were dependents of U.S. Government direct-hire or contract employees. 978 of U.S.

business and foundation employees. and 89 of other private U.S. citizens.

Facilities: In 1971. the School completed construction of new. modern. purpose

built, open-plan buildings. located in the St. John‘s Hood area of Central London.

The facilities include 5 art and 5 music studios. theatres. B laboratories. a

gymnasium complex. 2 library-instructional material centers. and 75 open-area

teaching "bays".

Finances: In the 1982-83 school year. about 85 per cent of the School's income was

derived—from regular day school tuition and fees. Annual tuition rates were as

Follows: half-day Kdg.: $2.176; Primary (1-4): $3.910; Middle (5-8): 54,335; and

Secondary (9-12): 54,590. These fees are payable in British pounds (L 1.69 . US $1)

or U.S. dollars. (All the above fees are quoted in U.S. dollars.)

The Fact Sheet t'e intended to provide general infamtt'm. The Office of Overeeae Sahoele (1’05) he more detat led tn;

famtt‘en provided by the eoheol an the meal Overeeae Schoole Oueett'ou'utire. Praepecttve ueere of: the eehaol law:

:0 inquire further of x/as. or contact the echool directly [or more epectfie and up-to-the—altnute tnfcmtton reg t to

Currie-alien. epect'el program. and the like.

Statistics as of September. l982
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DEPARTMENT OF STATE.

OVERSEAS SCHOOLS ADVISORY COUNCIL

THE INTERNATIONAL SCHOOL OF AMSTERDAM.

A. J. Ernststraat 875

FACT SHEET lSE‘NZ‘ghi‘Iififizia'" 1982-B3

Tel. 42-22-27

The International School of Amsterdam is an independent co-educational day school

which offers an educational program from kindergarten through grade 12 for students

of all nationalities. The School was founded in 1964. The school year comprises two

semesters extending from August 25 to January 5 and from January 5 to June 16.

Or anization: The School is governed by a 9-member Board of Governors. elected for

3-year terms at the annual parents' meeting under the auspices of Stichting The

International School of Amsterdam. the foundation which sponsors the School.

Carriculum: The curriculum is that of U.S. general academic. college-preparatory

public schools. The International Baccalaureate program is offered to students in

grades 11 and 12. Instruction is in English. French (grades 7-12) and Dutch (grades

3-12) are taught as foreign langua es. Special education services include

English-as-a-Second-Language (K-12 and remedial reading. There is no religious

instruction.

FaCulty: There were 27 full-time and 6 part-time faculty members in the 1982-83

school year. including 14 U.S. citizens. 4 host country nationals. and 15 persons of

other nationalities. ' ,

Enrollment: Enrollment at the opening of the l982-B3 school year was 330 (K-6. 186;

and 7-12. 144). Of the total. 69 were U.S. citizens. 29 were host country nationals.

and 232 were of other nationalities. Of the U.S. enrollment. 57 were dependents of

U.S. business and foundation employees and 18 were dependents of other private U.S.

citizens.

Facilities: The School is housed in a modern Z-story structure. which includes a

library. a gymnasium. an auditorium. and 27 classrooms.

Finances: In the 1982-83 school year. about 96 per cent of the School's income was

derived-from regular day school tuition. Annual tuition rates were as follows: Kdg.:

$3.351; grades 1-6: 53,592; and grades 7-12: $4.314. There is an enrollment fee of

$37 and a registration fee of 5314. These fees are payable in Dutch guilders

(guilders 2.7 = US 51). (All the above fees are quoted in U.S. dollars.)

Thie fact Sheet ie intended to provide general infcmticn. J'he Office of Overeeae Schccle (Ala?) hoe more detailed in-

,fcmtien provided by the echocl on the meal Overeeae Schoole Oveeticnnat're. Pmepective neere of the echeol my vieh

:c inquire further of ”OS. or contact the echool directly for more epeci/ic and up-tc—the-e-inute infatuation Ngdl'dtng

curriculum. epecicl pregame. and the like.

Statistics as of September. l982
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OVERSEAS SCHOOLS ADVISORY COUNCIL

THE INTERNATIONAL SCHOOL or KUALA LUMPUR

FACT SHEET 9' i"Kua a Lumpur 01-02. Malaysia

Tel. 450-522 1982'83
460-735

The International School of Kuala Lumpur. Malaysia. is a private. coeducational day

school which offers an educational program from Kindergarten through l2th grade for

students of all nationalities with the exception of Malaysians. who must have approval

from the Malaysian Ministry of Education. The school was founded in 1965. The school

year has four quarters. from September 1 - November 5. November 8 - January 28.

January 31 - April 1. and fran April 11 - June 10.

Or anization: The school is governed by an 11-member Board of Directors elected for

2-year terms by the Society for the International School of Kuala Lumpur. the sponsors

of the school. Membership in the Association is automatically conferred on the

parents or guardians of children enrolled in the school. The school is officially

registered under Malaysian Law (Educaton Act. 1961).

Curriculum: The curriculum is that of U.S. general academic. college preparatory

fifiYTic schools. Instruction is in English. There is a program of Southeast Asian

Studies; French. Spanish and Malay are taught as foreign languages from sixth grade

onwards. The school is accredited by the western Association of Schools and Colleges.

Many graduate: attend colleges and universities in the U.S.

fgcglt~z There are 77 full-time and I3 part-time faculty members in the 1982-83

schoo year. including 70 from the U.S.. 7 host country nationals and 13 persons of

other nationalities. There are five administrators (U.S.).

Enrollment: Enrollment at the beginning of the 1982-83 school year was 841 (K-5. 388;

6787—220; 9-12. 233). Of the total. 368 were U.S. citizens. 46 were host country

nationals. and 427 were children of 33 other nationalities. Of the U.S. enrollment.

52 were dependents of U.S. Government direct-hire or contract employees. 263 of U.S.

business and foundation employees. and 53 of other private U.S. citizens.

Facilities: The school occupies a large air-conditioned modern facility. Facilities

include open-space carpeted classrooms for elementary. specialized secondary science

laboratories. special rooms for art. business education. music. industrial arts. and

home economics. A large resource center (library) with an extensive collection of

books and other materials is the focal point of the school. Athletic facilities

include a gymnasium. a ZS-meter competition swimming pool and a sports field. There

is a well-equipped theater for school and corrmunity productions. A new B-classroom

Middle School building was completed in the surmier of 1981.

Finance: In the 1982-83 school year. about 95% of the school’s income was derived

TFEE‘FEguIar day school tuition and fees. The fees are as follows: Entrance Fee:

Kindergarten-Grade 12 - $2.127; Annual Re-Enrollment Fees: Grades I-TZ: §[.OEIT_

Tuition Fee: Kindergarten - $1.745; Grades [-2 - SZ.723;'Grades 3-5 - $2.904. Grades

6:T2 - $37354. Fees are payable in Malaysian dollars (MSZ.35=U.S. $1.00) or U.S.

dollars equivalent at the prevailing rate of exchange.

.uie Fact Sheet it intended to provide general information. The Office of Overeeae Schoole (AI/05) hoe more detailed '1" . .

for-nation provided by the echocl on the amucl Overeeae Schcole meetiovmcire. Pncepective ueere cf the echccl my latch

to inquire further cf A/OS. or contact the echccl directly for core epecific and up- tc-the-einute infomticn repeating

curricula. epecicl pm, and the like.

Statistics as of September. l982
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LETTER REQUESTING PERMISSION TO COLLECT THE RESEARCHER'S

DATA IN SELECTED OVERSEAS SCHOOLS

MICHIGAN STATE UNIVERSITY

tasrianmuc

lath .Aprll e 1983 e

Dear Director and School Board.

My wife and I are doctoral candidates

in Krlz Educational Administration at Michigan State University. Our

field of study is International Education.he have worked for four years

in Eastern Europe and will be returning overseas upon the completion

of our degrees in Spring. 1983.

We plan to fly on a World Wide trip in order to collect our

research data and would like to include your school in our studies.

My wife ls collecting information on the role of the school

in expatriate communities and would like to conduct a survey to

measure parental perspectives and interview a representative group of

parents.

My field of research is the career paths and goals of the

school administrator. I would . therefore. like your assistance in

answering a questionnaire about your experiences. and to have a talk

with you about your career in administration.

We plan to design a flight schedule to visit schools between

September and November. 983. We believe our studies will be a

positive contribution to the current research on International

Education. Should you be kind enough to grant us permission to conduct

our research in your school . we would like to request your assist-

ance in finding us accommodation for the short time we will be in

your region. I hope this does not sound too presumptuous of us but we

have no grant or financial assistance for our study so cannot afford

hotel bills in each city we visit.

Will you . please. let us know if we can conduct our research

in your school. Upon the receipt of your response we will be able to

plan a definite flight path and send you the exact dates of our visit.

We need to have these details finalized so that you would receive

this Information in June. before the end of your academic year.

If we require an official invitation to acquire visas would

you please enclose these with your response?

Yours faithfully.

111‘J5EE‘1‘Lo Rupert M.W.Bals M.A.

A-sTo DW . Alida J'.Droppert ILA.

Addrgss Responges to:

915K Cherry Lane.

East Lansing.

Michigan #8823 . U.S.A.
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LETTER OF CONFIRMATION OF VISIT: STATING DATES AND FLIGHT

INFORMATION

MICHIGAN STATE UNIVERSITY

CAST LANSING

915K. Cherry Lane

East Lansing.

Michigan. h8823

U.S.A.

th
29 July. 1983.

Dear

Alida and I have now taken and passed our "Compre-

hensive Exams" and have had our dissertation proposals accepted by our

respective academic committees. So finally yesterday. with our itinerary

fully scheduled. we were able to purchase our flight tickets.

Consequently. we are now in a position to inform you of the

dates that we will be visiting you :-

DEPARTING from...... FLIGHT ......

ARRIVINGatOOOOOOOIO DATEOOOOOOOO

We will be visiting your school for days. and then we will

fly on to

Again we would like to thank you sincerely for taking an active

role in our studies and for offering us accommodation with yourselves

or with one of your faculty.

My topic has remained "untouched" by the proposal process. and

is still concerned with overseas school administrators' career paths:

but Alida's committee has advised her to achieve more 'focus' as they

thought that her topic was too broad. Alida's study is now focussing

on the area of the administrator's role rather than the total role of

the "whole school" in expatriate communities. Both of our studies

remain ”non-threatening“ topics. both being nnithcr conceptually diff-

icult. nor judgmental.

We look forward to meeting you on . . and will telephone

you the week before. from . to finalize arrangements.

Here's hoping you had a refreshing summer

vacation and once again thank you for your help.

Regards.

Rupert M.W.Bale

Alida J. Droppert
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CONSENT FORM

I have been informed that the purpose of this study

is to investigate the career paths of international school

administrators. Through a previous interview I understand that

I will be asked to respond to questions that are the same for

all participants. I will not be asked to choose a particular

response but will be encouraged to respond freely. and I

understand and consent to the tape recording of one interview.

This study is voluntary for all participants.

I understand that I am free to discontinue my part-

icipation in the study at any time without penalty.

I understand that the result of the study will be

treated in the strictest confidence and that I will remain

anonymous. My individual responses will not be made available

to anyone. Transcriptions of the interviews will remain solely

with the researcher and will be erased as soon as they are

transcribed ( within approximately one week). I understand

that I will not be identified in any way but will be assigned

a code number. 7

I understand that. at my request. an abstract of the

study will be made available to me upon the completion of

the study. and that such summary information will be made

available to others.

Signed
 

Date
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MICHIGAN STATE UNIVERSITY

 

umvusrn COMMITTEE on RESEARCH INVOLVING

HUNM ”NC?! (WIN.

1!. ADMINISTIATIGI DUILWG

Wlm'W'w

mn mam July ll. l983

Hr. Rupert H.W. Bale

SIS K Cherry Lane

East Lansing, Michigan #8823

Dear Mr. Bale:

Subject: Proposal Entitled. "A Study of the Career Paths and

Career Goals of International School Administrators”

I am pleased to advise you that this project is eligible for an exemption from

full UCRIHS review and approval is herewith granted for conduct of the project.

You are reminded that UCRIHS approval is valid for one calendar year. If you

plan to continue this project beyond one year. please make provisions for

obtaining appropriate UCRIHS approval prior to July ll. I98h.

Any changes in procedures involving human subjects must be reviewed by the

UCRIHS prior to initiation of the change. UCRIHS must also be notified

promptly of any problems (unexpected side effects. complaints, etc.) involving

human subjects during the course of the work.

Thank you for bringing this project to my attention. If I can be of any future

help. please do not hesitate to let me know. ‘

Sincerely,

A 17..

I .3. -

I; ' ' '4 H..- ' I.\(_' ’t‘

I/ I -

Henry E. Bredeck

Chairman. UCRIHS

HEB/jms

cc: Dr. Samuel A. Moore
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BLANK COPY OF THE QUESTIONNAIRE

CAREER-PATHS OF OVERSEAS ADMINISTRATORS

 

Tick/Check or circle
 

 

       

  
 

 

  

 

 

     

      

        

 

  

  

  

 

 

 

   
 

  

   

   

 

 

    

(l) SEX Male Female

(2) AGE 25-30 31-35 36-h0 u1-u5 h6-50 51-55 56-60 61+

(3) NATIONALITY U.K. U.S.A. OTHER

(a) PRESENT POSITION Superintendent El.School Principal Mid.Sch. Prin.

Director High Sch. Principal

(5) HIGH SCHOOL
MAJOR ARTS SC. LANG. MATH. OTHER

(6) Ba°h°l°r'3 Degre° ARTS sc. LANG. MATH. OTHER

(7) SUBJECTS
TAUGHT ARTS SC. LANG. MATH. OTHER

(8) Qualifications when attained . . -

(9) Age when attained first _

(10) Experience before attained Years . Years Years

first administrative post teaching coaching other

(11) Experience before Years Years Years Years

going overseas admin. teaching coaching other

(12) Experience overseas before Years Years Years

first overseas admin. post teaching coaching other

(13) Time spent at lst 2nd 3rd nth 5th . 6th

each overseas post post post post post post post

(1h) Total years

overseas

(15) Highest academic .

qualification held B'A' ”'A Ph'”'

(16) §Sggggtygggogim.,8tudent No. Size of budget Location

(17) Present Faculty No. No. No.

(under your adm.l U.S.A. U.K. Other

(18) Present Salary/ $20000-25000 $26000-30000 331000-35000 IS36000-40000

Benefits ’House Health Ins. Eiights [Car ]

(19) Present Job

Specifications
 

‘3 ('7
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GROUP WOOOOOOOOOOIOITraining

 

 

 

 

 

 

 

 

 

 

 

 

 

(21) What help have you received from overseas schools with respect to further

training? NONE SOME CONSIDERABLE A GREAT DEAL

($ 7 ($ ) ($ )

Give details....

(22) In light of your experience as an overseas administrator. in what major

areas do you now feel that you should have had more formal preparation?

Bus.Mgt. Pinance___ Language Counselling P.R.

OTHER.....give details....

(23) Which areas of training do you think have served you best in your career

as an overseas administrator?

Bus.Mgt. Finance Language Counselling P.R. Teaching__

0THER.....give details....

(2%) What problems do you now face. for which you feel that you require

further professional training/workshop/in-service to handle?

(25) Are you presently enrolled/furthering your education?

No Yes (....give details...)....

(26) When. where. and which course/workshop/in-service were you last enrolled in?

(27) Are you currently working towards a higher degree?.

No Yes (....give details/reasons for pursuing....)

(28) Which qualification/experience helped you most... ..... ?

(a) get into administration

(b) move overseas

(c) enhanced your career prospects overseas

(29) What qualifications do you think you will need for future career advancemenT

(a) none

(b) M.A.

(c) Ph.D.—

(d) other

(30) Is there any such thing as a "career" in overseas international schools

administration?

No

Yes (explain) .....
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GROUP THREE..............."Career overseas"

 

(check/tick all that are appropriate)

 

  

 

 

 

 

 

 

 

(31) How did you get into international schools overseas?

Placement Agency ISS ECIS Other Professional Assoc.

News-paper Ad. Friend College

Other ......

(32) Why did you leave your home country? Which was mos: important?

Travel Adventure Money Prospects Divorce Past

Other ...

(33) How did you first get to hear about overseas international schools?

Ownchildhood Placement Agency ISS ECIS Prof.Journal

News-paper Ad. Friend College

Other .....

(3“) Did you ever live overseas as a child?

No

Yes

(give details)...

(35) Was either of your parents working overseas when you were a child?

No

Yes

(give details)...

(36) After your first post overseas why did you move to...... and why didyou leav

ist 5th

2nd 6th

3rd 7th

4th 8th

(37) What would you look for in "scouting" for a successor?"

(38) What do you think that overseas scnool-boards look for when recruiting an

administrator?

(39) Who has helped you most in attaining administrative pests overseas?

Placement Agency Journals Prof.Assoc. Friend/network

Other ....

 

In what'Ways

(40)

do you think that an overseas administrator needs any classroom experience?

None___

Yes___

(explain....)
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(b1) What did you see/understand as the 'job description' of your present post?

(#2) How has this post evolved in reality, differently to the job description?

(#3) What has surprised you about this job/what's different to how you expected?

(an) What are your perceptions of/how would you characterize other overseas

administrators?

(Q5) How would you compare the role of overseas administrators vis-a-vis

'home-based"administrators?

(#6) What are your career goals?

(#7) Where will be your final destination? Map out your next'n' years.

(as) What do you foresee as the probable reasons for finally returning home?

(#9) What position do you think that you will be seeking when you finally go hone?

(50) What do you think will be the chances of getting the position that you I

want when you finally return to your home country?

(51) What plans do you have for your retirement? Will you have a pension?
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GROUP FIVE............."Environmental bubble" "The Overseas Community"
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

(52) What were the reasons/factors that attracted you to the various communities?

lst... Stheee

2nd... 6th...

rd... 7th...

th... ‘ 8th...

(53) What attracted you to this community?

(5h) Why did you leave the past communities that you have worked at?

(55) What do think that the reasons will be that will make you leave this

community?

(56) Have any overseas environmental factors ever affected any of your career

decisions?

(57) How have the overseas expatriate/sojourner communities affected your career

decisions?

(58) Why did the last administrator (your predecessor) leave this school?

(59) What family do you have with you overseas? (Ages: Nationalities)

None Spouse Boys Girls Parents

Does your spouse have employment? No__ Yes__ Details

Does your spouse like it here? No__ Yes__ Details

(60) How many times have you been married?

One Two Three Four Five No times

Nationality

Ase____

(61) Where do your children go to school?

Here Home

Other overseas
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GROUP FIVE.....CONTINUED.

 

 

 

 

 

 

 

 

(62) Does having your children attending this school cause either them or you

a conflict of interest?

No Yes (give details)....

Ditto spouse?......:

(63) Do you have any family back hcne in the U.K/U.S.A.?

No Yes Spouse Children Parents Siblings

Does this cause you/them an emocicnal strain?

No Yes

(6A) To what extent does/has your family influenced your past/present career

decisions?

(65) What are your main reasons for working overseas?

(66) What are your main problems of working overseas?

(67) What are your main problems living overseas?
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APPENDIX F

Open-Ended Questions For In-Depth Interviews

1. When you were finishing high school. what did you

foresee as your future career?

Can you briefly talk through your career history

from when you left high school to date?

Did any of your undergraduate courses relate

specifically to a career overseas?

Did any of your post graduate courses relate

specifically to a career overseas?

How did you get into international/overseas

education?

Please explain the recruitment process involved in

each of your overseas appointments.

What factors (academic courses or other factors)

do you think have helped you most in your career;

and secondly those factors most relevent to your

career overseas?

What facilities are available for pursuing careers

in administration overseas?

What facilities are available to help renew yourself

when overseas. and stay up to date with modern

trends?

10.What facilities exist for career guidance when

overseas?

11.How easy is it to move from one position to another

in administration overseas?
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12.What personal attributes would you say are

beneficial for administrators working overseas?

l3.What were your initial reactions to working

overseas?

l4.How have these reactions changed?

lS.Why do you work overseas?

16.What are the major attractions to working overseas?

l7.What are the major restrictions associated with

working overseas?

18.What are the challenges of working overseas?

l9.What are your goals with respect to working

overseas?

20.What do you expect from your career overseas?

21.What are your career plans?

22.How have your family commitments affected your

overseas career?

23.0utside of school, who do you find that you mainly

socialize with? Expatriates vis-a-vis

host-nationals?

24.What factors do you think will feature in your

decision to return home?

ZSLIs it worth working overseas?

26.If you were conducting a study of career-paths,

are there any questions that would feature

high on your list but I have missed?
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