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CHAPTER V

INTERPRETATIONS, CONCLUSIONS AND RECOMMENDATIONS

Purpose of the Study


The purpose of this study was to capture the experiences of five principals who participated in the opening of a new school and the operation of that school during the first four years. This study examined the role of school climate in that experience. Using the six research questions, interview questions sets were developed in collaboration with university faculty members. From the 34 interviews, 7 themes emerged that are reported as the study’s major findings. In addition, a list of 17 lessons learned has been developed. While the list of lessons learned was in response to a specific research question, the major findings do not singularly correspond to the five remaining research questions. For clarity of organization and presentation, answers to the five remaining research questions were blended into the major findings.


Interviews at the three schools were conducted sequentially. As the first school where interviews were conducted, North High School interviews introduced most of the seven major findings. It was not until interviews were done at South High School that the role of the senior class emerged as a major finding. Neither of the two previous schools, North and Central High School, had senior classes the first year of operation. Central High School interviews heightened awareness of the importance of legitimacy. Conducting interviews at three different schools, writing case studies for each school, and performing a cross-case analysis of the three cases allowed major findings to emerge. Had three schools not been used, the observations at any one school may not have been fully appreciated as having importance beyond mere mention. 

The major findings assembled as pieces of a puzzle. While one piece may have had a more prominent role in the focus of the picture, it would not be complete without each of the seven pieces. The lessons learned serve as considerations that should be weighed by those who become involved in opening a new school. The principals of the schools in this study crafted a shared vision for the future of their school. Through their efforts and the perspectives of other administrators and faculty, insights were gained on strategies that can be applied to future school openings. These insights are of importance to the leadership team who will staff a new school and to the district personnel who will plan and support the operation of new schools.

Summary of Major Findings

Major findings that came from this study were organized under seven headings. First, new schools’ initial operations were hampered by unreliable technology and a shortage of discretionary funds to support activities. Second, principals must work to maintain a balance within the schools to avoid single issues from taking on disproportionate importance. Third, some initial turbulence within the faculty can be expected. Fourth, development, communication, and transformation of the operational guidelines for the school required faculty attention. Fifth, a plan to address the impact of having or not having a senior class the first year should be developed. Sixth, as issues surrounding status of the new school within the local community are diminished, the school was accepted as a legitimate member of the surrounding community. Seventh, clear majorities of the faculty who open a new school were willing, in the future, to undertake that difficult task a second time. 

1. Initial Operations


One question from the interview question sets asked for a judgment on adequacy of required resources. In most areas, these resources were praised. North and South High Schools, in the Springfield school district, and Central High School, in the Jefferson school district, had technology as an integral element of these new schools’ designs. This technology was a factor mentioned by a number of those interviewed as a motive for choosing to come to that school. However, this technology proved to be a source of frustration. There were some annoying problems with equipment and supplies in the two Springfield schools, but these were eventually corrected. A persistent problem, especially for North and South High Schools, was the availability of discretionary funds to support extracurricular and co-curricular activities.

Role of Technology


At North High School, a special education lead teacher viewed technology as a part of what would make North High School a “special place” for students with disabilities. At South High School, the third principal believed technology, “as much as possible, levels the playing field for the haves and the have-nots.” Technology was one of the elements at South High School that enticed him away from his former school district to become principal of South High School. The Springfield and Jefferson school districts arranged for training of teachers to use technology at these schools, and a technology specialist was one of the staff positions at each school. 

Teachers in the new Springfield schools were assigned laptop computers to support their instruction. Computers were assigned to teachers as soon as they completed some basic training on using the computer as a stand-alone and as part of the school network. Teachers were permitted to keep their assigned computers year-round.


Initial plans for Springfield schools placed computers in public areas. In these areas, several computer stations were set up for student use. The intention was to give students ready access to the technology network in locations outside their classrooms. Computers were also placed in each classroom. Vandalism of these computers forced them to be removed from hallways and more strictly controlled in computer lab rooms.

At Central High School, the delayed availability of the technology network was a frustration for the faculty. Central High School’s technology system included a networked video and computer system. Television and computer monitors were located in classrooms. As teachers gathered for initial orientation on the “ranger system,” they found that it was not operational. Rather than demonstrate the system in operation, instructors were forced to talk about what the system would eventually be able to do. It would take several months before the system operated as planned. A major storm at the start of the third school year interrupted email capabilities for the next several months.

Teachers at Central High School were also concerned that technology had been over-emphasized at the expense of textbooks and size of the school library. Planners had reasoned that availability of technology and use of the world-wide-web would replace, rather than complement, reference books in the library. Teachers also expressed concern that the library was too small to accommodate two classes at the same time. When technology was not available as school opened, those affected questioned the planning and design decisions.   

Equipment and Supplies


Supplies that were a normal part of school activities were generally available. Paper supplies were perceived to be limited in the two Springfield schools. Despite reassurance that paper was available, teachers at North High School ran out. Part of the problem was with procedure for distribution. At their former schools, teachers had been periodically given a bulk quantity of paper for their use. At North High School, lead teachers supplied paper upon demand. At South High School, allocating each teacher a pre-authorized number of copies restricted copying. Unreliable copiers frustrated the principal at South High School during the first months of operation. At Central High School, the principal expressed the opinion that teachers had more important concerns. He made sure basic supplies were readily available. In interviews, teachers at Central High School did not indicate problems with availability of basic supplies.

School District Support


Initial technology, supply, and copier problems can be placed under the category: growing pains. There were problems in achieving a level of normal operation on a sustained basis, but those problems were gradually resolved. Both principals at North and South High School, who were new to that school district, were frustrated as they tried to learn how to access resources through Springfield school supervisors. One magnet director said it “was like pulling teeth.” As they learned from experience, these types of problems went away. The principal thought the magnet program at North High School had been generously resourced. She had an opportunity to visit a similar program in another school and judged the program at North High School to be on par with the best in the nation. The band parent interviewed at North High School witnessed similar generosity in the support given to equipping the band. 

Funds to Support School Activities

In the conduct of this study, teachers involved with the activities program at each school were interviewed. Albert Gillini was at North High School, Jim Funk was at Central High School, and Winnona Sawyer was at South High School. Gillini’s goal was to have the “same level of opportunity” for his students, as was available at the other district schools. Gillini believed that the program at the new school should mirror the programs that students had at their former school. There was a problem in selecting a new set of faculty sponsors. Gillini determined some were not committed to the activity they had agreed to sponsor. While Gillini’s intentions showed caring for students at North High School, it was difficult, in practice, to initially duplicate the complexities of a high school activities program.

Funk, at Central High School, wanted to be responsive to students who showed interest and initiative in starting new programs. Like Gillini, Funk wanted the activities program to be similar to what students had previously experienced. His desire was to be able to create an activity whenever a student came forward with a deserving idea, and an adult was willing to act as the activity’s sponsor.

At South High School, the school’s first principal and a former student spoke about the activities program. Dr. Adams judged fund raising as a requirement necessary to support student expectations for specific activities. He was envious of the support given to other district high schools by civic organizations. He recognized that existing civic organization support was not sufficient to support South High School on the same basis as given some of the established high schools in the district. As a student at South High School, Larry Taylor had a similar perspective. He was familiar with clubs at his former high school. He had expectations about club trips and club activities. South High School was not able to support these clubs and activities at the same level as the established high schools. According to R.D. Kahlenberg (2001), “In low-income schools, parents are four times less likely to be members of the PTA and much less likely to participate in fund raising.”

It was admirable for the activities directors to have a goal of providing a program at the new school that was equal or better than programs at the district’s established schools. Funding constraints hampered goal attainment. There is merit in giving consideration to starting with a basic activities program that can be built upon and in response to student initiatives and resource development. Problems came from activities that lacked the resources necessary to operate at comparable levels, as in an established school. Financial resources, left over from West High School, were divided between North and South High Schools after West closed. While the idea is sound, what happened in practice was an inclination to stop fundraising and spend down the West High School accounts the last year, rather than transfer the funds. There was no loyalty to the activities programs at the two new schools. To transfer funds to those programs was perceived as giving the money away to someone who had not earned it. As a result, the two new activities programs started operations with fewer resources than they might have had in established school. In addition, the new activities did not have established methodologies and networks for raising funds. Problems were not as evident in Central High School, but the principal attributed that to its community: being prosperous, willing, and able to financially support the students. Problems appeared most severe at South High School. The community was not as prosperous, and the initial student population was smaller. The first principal at South High School viewed fundraising as part of the new school’s climate. A former student viewed the new programs as similar in name but not in practice as those at the established district schools.

A district opening a new school should consider approaching this issue in a different manner. It should evaluate costs associated with operating an activities program and the availability of resources to cover these costs. If resources are found to be lacking, an initial decision should be made to supplement the programs with district funds until programs mature and become self-supporting. Another option is to start with a reduced activities program that expands over time, based on student interest and availability of funding support. 

2. Maintaining Balance


Each of the three high schools in this study was faced with a demanding list of tasks that needed to be accomplished as the leadership planned operations and then began to operate as a new school within that district. Each new school faced obstacles that caused them to focus on overcoming that problem. This restricted the school’s leaders ability to select problems on which they wished to focus. The obstacles disproportionately dominated the attention of the school’s leadership and hampered development of the school climate. As the obstacle was eventually overcome, the school was able to resume its course of maturing from new school status to becoming one of the established schools in the district.

Balance at North High School


Tasks at North High School were many that first year of operation. A magnet program, with a diverse group of students, had to be integrated into the operation of a high school with a regular academic curriculum. A faculty, with diverse backgrounds, had to be brought together. In support of the academic focus, athletic and extracurricular programs had to be initiated and established. Cohesion, focus, and direction were needed to guide operations at the new school.


 Dr. Gloria Evans was intent upon having the faculty participate in translating her vision for the school into the policies and procedures that guided daily operations. Her preference was for consensus building rather than an administration directed approach. If a principal were coming into an established building, he or she might request the entire faculty to work on changes intended to move the school in a new direction. This approach may not be feasible when there are no policies and procedures already in place. Consensus building was a gradual process and, in the case of a new school building, much needs to be done in a small amount of time.


A contrast can be drawn between North and Central High Schools. Central High School’s principal for instruction placed a priority on the development of a faculty handbook to serve as a reference on policy and procedures, as well as an information reference source. One Central High School assistant principal commented on the handbook’s development. The initial approach was to copy the handbook from Hook High School. That idea was eventually rejected. The writers of the new handbook discovered that the Hook teacher’s handbook was so much a part of the Hook culture that it would not translate for use at Central High School. That same assistant principal remembered the task of writing a teacher handbook consuming an extensive part of his efforts to prepare for the opening of Central High School.


In contrast, North High School went without a teacher’s handbook during the first year of operation. That was done intentionally as policies and procedures were expected to evolve over the first year of operation. After policies and procedures emerged, they would be written into the handbook. The disadvantages to this approach were apparent in two separate examples of guidelines that would normally be included in a school’s teacher’s handbook. The first area was in the distribution of consumable supplies to teachers. Everyone was told that supplies would be given to lead teachers, and teachers could then be issued those supplies, as they were needed. That procedural change made sense. At West High School, where many of the faculty at North had been previously assigned, supplies were given to the teachers in bulk increments during the year. These supplies could be stored in the classroom closet. The new building did not have classroom closets that could be used for storage. Lead teachers were given additional storage containers and distributed supplies on an as needed basis. This procedure became a source of controversy disproportionate to its merits. Lead teachers were left to develop their own procedures for when and how teachers were given these items. If adequate reserves were not maintained, temporary shortages resulted in periods of high demand.


A second problem at North High School was a perception that students were able to miss or arrive late to class without disciplinary consequences. Procedures were teacher-work intensive. Absent and tardy students had to be recorded by teachers, and teachers had to initiate disciplinary actions. Additional teacher actions were required if students assigned to detention or in-school suspension failed to attend. 


In the case of consumable supplies and attendance procedures, teachers became distracted and unhappy with the operating procedures. These were the major causes of negative opinions expressed by teachers interviewed at North High School. Lack of procedures before the opening of the school negatively impacted the early climate at North High School. These two items became disproportionately important by the energy consumed in comparison to an initiative that could have minimized their occurrence.

Balance at Central High School


Detractors at Central High School included a negative perception of the mathematics department, parent demands on school personnel, and student dislike of the school mascot. There was a perception that Central High School had been very successful in selecting the new faculty with the possible exception of the teachers in the mathematics department. Parent Sally Fuller, several teachers, and former student, Jessica Parker, all expressed concerns with that department. It was acknowledged by the administration as a perception that was held. They agreed that it was not a fair perception. The department head ignored multiple requests for an interview, which hampered a clearer perspective of the controversy. 

Part of the problem involved changing the sequence of course offerings, high standards, and failure to effectively communicate course of study alternatives. Parent Sally Fuller had strong opinions that were expressed in her interview. She thought that the re-sequencing of courses was ill conceived. When the sequence was changed back, she became convinced she had been correct in her belief that a wrong decision had been made. It was not clear if she realized that this had been a Jefferson County policy for which the Central High School math teachers and administration bore the brunt of the criticism. 

Fuller was also was very unhappy when she discovered late in the school year that a math teacher for one of her children had not returned to school after an illness. She did not realize that her child was being taught by a series of substitute teachers. Her final displeasure was with her perception that her oldest had been scheduled into a math course without consideration being given to an alternative. Her son had gone on to college, and she did acknowledge that he had been well prepared for the math work he was doing there.


Sally Fuller was an example of a parent who was typical in her expectations of the new school. She was an active volunteer and vocal in her opinions when not satisfied. She had high expectations of the new school and worked to support the school administration. One administrator stated the opinion that the parents could be a “pain” by the demands that they placed on the administration. While critical of aspects of the new school, Fuller gave great praise to the hard work done by many, including the principal for operations. She made particular mention of his dedication and work for the students at his school. Parent Marie Oliver, at South High School, commented on the paradox of dedicated teachers and administrators still experiencing difficulties in meeting all the demands of a new school. Her observations were that there was more to be done than time to do it. In the peer analysis of the North and Central High Schools interview transcripts, one suggestion was to augment staffing at a new school to help meet all the demands. The parents at Central High School appeared to place greater demands on that school than the parents at either North or South High School.


Sally Fuller served on the committee that selected school colors and the mascot for Central High School. She related the story of how the schooner mascot was chosen. In other interviews, frequent comment was made about the general dislike of that mascot. Part of the problem was other district schools having animals for mascots while Central sought a suitable mascot costume that could be used at athletic events. The mascot was not a problem from the perspective of school academics.  Nautical themes were incorporated into motivational sayings that encouraged student achievement.


These three detractors placed demands on the teachers and administrators at Central High School. They required responses to prevent that problem from having negative and disproportionate impacts on the school climate. It was not clear that all three had negative impacts. Perhaps criticism of the math faculty resulted in improved teaching and communications with parents. Parent demands also could have prompted positive changes made as a result of the parent criticism. Benefits of a disliked mascot were not expected; however, it is possible that external criticism served to more quickly unite a student body in defense of their school. It was a challenge for both co-principals at Central High School to prevent these issues from blocking progress of the new school in the direction in which they wished the school to move.

Balance at South High School


Of the three schools in this study, South High School experienced the greatest challenge in maintaining balance. Difficulty centered on a principal and assistant principal for instruction who were zealous advocates for students at their school, possibly to the detriment of faculty interests. Student concerns were attended to while teacher concerns were ignored, or nearly ignored in the opinion of teachers. Administration, instructional leaders, and teachers were described by one teacher as being in a state of “war.” This resulted in a great deal of dissatisfaction and turbulence within the faculty. With the exception of the guidance director, the administrative team at the school by the start of the third year had completely turned over. An ironic positive result from the conflict was an opinion offered by one teacher that the friendliness between students and teachers was promoted by the hostility between teachers and administrators.

The Importance of Balance


Graduate students who participated in the peer analysis of the transcripts conjectured a need for additional staffing to assist in meeting the numerous demands that correspond with opening a new school. It was clear from the interviews that opening a new building involves much work. Parent Marie Oliver was struck by the necessity of the school staff to “make it up” as they went along. Procedures were too numerous and complex to have all been anticipated. Administrators were unable to reflect on how a similar issue had been dealt with previously. There was no institutional memory for the new school. A new school will not be able to operate at the same proficiency level as established high schools in the district. The new school will not be able to meet all the demands made of the other high schools. A task that is routine for an established high school may require time-consuming development of detailed procedures before implementation.  


All the schools in this study faced obstacles that consumed resources. All the challenges were eventually meet. The greatest cost in overcoming the obstacles was judged to be in the area of personnel. Some chose to leave, and some may have been encouraged to move on to some other position. The sooner problems were resolved, the sooner the faculty was able to focus on subjects that they held important. It appeared that a desirable goal for a new school is to mature to a level where it is no longer perceived as a new school, but simply a newer school within the district. The sooner the detractors are resolved, the sooner the school was able to mature to that level. Central High School appeared to have reached this maturity level first, followed by North and finally South High School. In each school, a principal’s or assistant principal’s reassignment or departure accompanied progress toward a mature level of operation. 

3. Faculty Turbulence


During the first four years of operation, each of the three schools in this study experienced a higher level of faculty turbulence than the faculty and staff had experienced at their former schools. Faculty turbulence was viewed as having several explanations and challenges for the schools. In two cases, the impact was judged minor, while in another, it was judged to have benefited the climate at the school. In the case where changes were judged beneficial, these changes had the greatest impacts. Each school experienced changes in the administrative leadership at the school. Turbulence within the faculty was judged to be a normal occurrence in the opening of a new school.

Faculty changes at North High School were judged to fall between the extremes that occurred at Central High School and South High School. Faculty changes at Central High School appeared to have been less extensive than at either of the other two schools. Changes at South High School were judged to have had a significant impact on the climate and evolution of the culture at that school.

Turbulence at North High School


Faculty at North High School was selected through a complex process. The majority of faculty positions were filled by teachers who had been assigned to West High School, which closed at the end of the 1995-1996 school year. Teachers who had indicated a desire to leave their assigned school within the Springfield School district and move to North High School filled other positions. Several teachers were new hires who had special teaching skills needed for the magnet students at North High School. A final group of teachers were also new employees needed for completing staffing requirements.


The leadership team at the school was composed of a group of administrators and lead teachers. Administrators included the principal, a director of the magnet school program, an assistant principal for instruction, an assistant principal for operations, a director of guidance, and three administrative assistants. The principal selected the remaining administrative team members and then, with their assistance, selected the lead teachers and other salary-supplemented positions. Teachers who were reassigned from other Springfield schools came by way of a lottery. Teachers were allowed to identify their three top choices for reassignment. Principals for all the city high schools then matched teacher preferences with staffing needs of the individual schools. The principal at North High School was looking for teachers who wanted to participate in the adventure of opening a new school. She also wanted teachers who had listed North High School as their top priority for reassignment, regardless of the reason that motivated that choice.


The experience level of the new leadership team was not equivalent to that of established high schools in the district. The new leaders were either moving to a position that was a step up from their previous position, or it was their first opportunity in a leadership position. The principal was moving from a middle school principalship to a high school. One assistant principal was moving from an administrative assistant position. The magnet director was moving from a smaller to a much larger program. Lead teachers were, for the most part, lead teachers for the first time.


Much of the leadership team changed over the next several years. There were two new guidance directors, a new assistant principal, several new administrative assistants, and numerous changes in lead teachers. There was a perception among lead teachers that there had been a significant change in their responsibilities the second year. Initially, they had been asked to participate in much of the decision-making. In the second year, their participation became irregular. The lead teacher role changed to one of managing special projects and communicating decisions that had been previously made. At the end of the second year, lead teachers were required to reapply for their positions. Several lead teachers chose not to reapply. The main constant in all the change was the principal. That position remained stable for the entire timeframe of this study.

North High School was growing in size. Because there was no senior class the first year, a whole new class of students was added the second year. While at a slower pace, this growth continued each year. The resulting requirement for new teaching positions the second year was predictable. It was also reasonable to expect periodic additions to the number of teaching positions as the total student population grew.


Teachers who came to North High School were an adventuresome lot. They expected things to be different there and to have a role in making changes. They left the school for a wide range of reasons. Some were unhappy with the ambiguity, and some wanted to return to work with their former colleagues. Some decided that it was time to retire, and some decided to leave teaching. Some were not rehired by the school district. Some chose to spend more time with their children, and some followed spouses to other communities in which to live and work. Some left to assume duties in new teaching positions of greater responsibility. While the reasons for leaving were not extraordinary, the number of staff who made these choices were perceived to be higher than would be expected in an established high school. 

There was a sentiment that ambiguity, excessive change, and communication had been problems at North High School. The principal wanted teachers to have a significant role in transforming the dream of what the teachers wanted for the school into reality. Problems originated with the lack of established procedures that teachers normally expected to find in a teacher’s handbook. Answers to routine and everyday questions became chores. The questions were a source of recurring irritation for people asking questions and leaders answering them. The district initiative with Knowledge Work was also judged to be more of a burden than a source of improved teaching.

Knowledge Work was being implemented as part of a new personnel evaluation system in the school district. Teachers were required to meet periodically and discuss how the Knowledge Work principles would translate into teaching practices at the school. Much time and effort went into Knowledge Work, but teachers did not perceive a corresponding level of benefit from the effort. The school was also becoming a member of the High Schools That Work improvement initiative. After the first year, planning and preparation began for a regional accreditation evaluation.

Besides ambiguity and change, communications also were a problem. The magnet director observed a problem caused by the absence of free-flowing communication between key administrators and teachers. Lead-teacher communication with administration was significantly reduced the second year of operation. Teachers thought they could discuss concerns with administration. Some of these concerns related to student discipline thought to be inadequate by some teachers. Communication problems improved significantly after one assistant principal transferred and was replaced.

Interviews at North High School were with administrators and teachers who had remained at the school and with those who had left. There were strong indications in the interviews that staff departures were related to school climate issues related to ambiguity, change, and communications. 

Ambiguity tends to cure itself. As standards and procedures evolved, ambiguity is reduced. As relationships developed, ambiguities, not previously present, are more readily resolved. New situations are compared for consistency with previous experiences.  Consistency supported decisions being readily accepted, and controversy was reduced. Problem solving began to be based on precedent.

With time, the number of ongoing changes became less a factor in daily operations. The importance given Knowledge Work decreased as faculty became more familiar with the substance of those concepts. Knowledge Work became a routine element of the climate of the school. The same can be said of the transition process required to become a site for the High Schools That Work program. Once the program was in place, the maintenance effort was far less demanding than the startup effort. School accreditation was very work intensive for a short period of time and then required little effort to maintain.

Improvement in communications corresponded to a single change in an administrative position. As the years passed, communication became more effective. Teachers learned to use technology available to them. They became more confident in that technology. They began to use technology to improve efficiency. As the school student population stabilized, so did the teacher population. Teachers who had been unhappy left the school. Fewer new teachers were needed each year. Work relationships improved as teachers got to know each other better. Problems were solved more quickly because less effort was required. As the school climate stabilized, a school culture evolved that then began to guide the daily operation of the school.

In retrospect, something as simple as the development of a detailed teacher’s handbook might have significantly reduced problems at North High School. That new school’s administrators may have decided to postpone the decision to become a High Schools That Work site. Help was needed from the district to reduce the impact of implementing the new evaluation system. There are indicators that the district tried to make too much change in too short a period of time given resources available to implement those changes. The school did not appear to have any choice in the timing of the accreditation evaluation requirements. 

Turbulence at Central High School 

Central High School faculty changes were linked to several factors. Teachers were added because of an increased student population and expansion to a seven period day. Departure of teachers was caused in part by dissatisfaction with their new circumstances, by family obligations, and by a perception that teacher salaries had not grown competitively with surrounding school districts. The guidance department experienced a disproportionate number of changes. With the possible exception of changes in the guidance department, teacher turbulence was not as much of a problem at Central High School, as it was at either North or South High Schools.

Of the three schools, Central High School moved most easily from being a new school to an established high school within the region. One co-principal viewed Central High School as being a part of an affluent community, and affluence served as an influence on the homogeneity of the community. Resources were less an issue for that new school What the district could not provide, the community did. At Central, one assistant principal emphasized the importance of development of the teacher handbook before the school opened. Routine procedures and information were readily available to teachers. There was not the same ambiguity there had been at North High School. There was little tension between teachers and administrators evident in interviews. Some teachers expressed doubts with the co-principal concept but not with either principal. The parent interviewed had high praise for one co-principal, and there was no indication that this high regard was not uniformly held. This principal was respected as a dedicated administrator.
Turbulence at South High School

South High School experienced the greatest turbulence of the three schools studied. Mention was made that, with the exception of the director of guidance, the initial administrative team was entirely changed by the third school year. There was also turbulence with the teaching faculty. The four-year increase of 700 students represented over 40% growth, creating a demand for a significant increase in faculty.


The first principal had expressed some dissatisfaction with the faculty that he had been assigned. Recognition was given to some of the faculty; however, he judged some were problem employees whom predecessors had failed to address. There also was hostility between one assistant principal and some faculty. Some teachers chose either to leave South High School for another school or simply leave teaching. One teacher who left did so because of the contentious environment. At South High School, turbulence within administration was more significant than changes in teaching faculty. In looking at a picture of the 1996 faculty, one teacher was surprised by the number of teachers no longer at South High School.

The Significance of Faculty Turbulence

Turbulence within the faculty was a part of opening a new school, and as the school climate stabilized and the culture of the school evolved, that turbulence lessens. Turbulence within the administrative leadership had a greater impact on the maturing of the school than did turbulence within the teaching faculty. Turbulence at South High School was more severe than at the other two schools. As a result, that school took longer to evolve to a point where it was no longer viewed as a new school within the overall community. The climate at the school improved greatly during the third year of operation. The administrative leadership coalesced that year. That same leadership team returned the next school year, which was a first for South High School. 

All three schools experienced growth in their student populations after the opening year. Both North and Central High Schools began without senior classes that were added the second year of operation. South High School had included seniors from the closed West High School but still opened with fewer than a thousand students. North had grown to 2186 students, an increase of about 770 students. Central started at 836 and grew to 1212 students, an increase of 376 students since the opening year. South High School had increased from about 999 to about 1633, a 634-student increase. Table 3 summarizes this growth.

Table 3. Growth in student population during the first four years of operation

Virginia Department of Education (2001).

	School Name
	1996 Fall

Membership
	2000 Fall

Membership
	1996-2000

Increase
	Percentage of Increase

	North High School
	1414
	2184
	770
	54.5%

	Central High School
	836
	1212
	376
	45.0%

	South High School
	999
	1633
	634
	63.5%


This growth caused proportional growth in the required teaching faculty and contributed to the turbulence at that school. There were significant changes to the faculty, but most were caused by the addition, rather than replacement, of faculty.

There was a uniform belief among study participants that being a part of the faculty opening a new school was extraordinarily hard work. The difficulty was with the volume of work. So much needed to be done. School districts should recognize demands being placed on individuals at new schools. Every effort should be made to avoid additional requirements that could be postponed until later. 

No arguments were made against moving the West High School senior class to South High School when West closed. Likewise, no objections were made to seniors not moving to Central High School from their current high schools that first year. New schools may frequently open without a senior class or with a transferring senior class. South High School experienced significant growth in the size of the student body even though it had a senior class the first year. In all three schools, growth required an increased teaching faculty, regardless of the senior class decision. 

Teachers who filled leadership positions at the new high schools were, in most cases, taking on leadership positions for the first time. A less experienced leadership team, new teachers, and cultures that have not evolved characterized new schools. Leadership tasks are made more difficult by turbulence. Increased numbers of teachers caused by growth in student enrollment are a part of the turbulence. Changes in the original faculty after the first year added to the turbulence. This turbulence in faculty positions hindered the evolution of the culture for that building.

The culture of the building influenced behaviors in that school. Without a fully evolved culture, the new school will not have those behavioral safeguards. Communication and published procedures for routine matters of school operation were more critical than they might be in an established school culture. Ambiguity was not a desirable quality in the new school environment. Ambiguity promoted turbulence; faculty turbulence inhibited the evolution of the school culture. As a school culture emerged, ambiguity was eliminated.

4. The Role of Operational Guidelines


Operational guidelines at new schools served a purpose different from that at older schools. In an established high school, the operational guidelines were less important in daily operations. Students, administrators, and teachers developed a school culture that guides them each day. At established high schools, operational guidelines may be used as references for changes as changes were planned and instituted. Guidelines provided the argument for change. In an established school, existing guidelines may be periodically reviewed, retained or revised. At a new school, guidelines served a different initial purpose. For that reason, development, articulation, and maturing of operational guidelines for the school should be given careful attention.

Development of the Operational Guidelines


Development of a school vision was the first step in a process that may also include development of a mission statement, beliefs and/or goals. The mission statement, beliefs, and goals were ways to reinforce, clarify, and to implement the vision. The mission, beliefs, and goals flow from the vision. These were elements of the operational guidelines for the new school. The force behind the vision for the new school comes from the principal, who was the one person in the school most involved in the details. The principal was in the position to understand expectations of the school board, district administrative leadership, and the community. With that perspective, the faculty needed to be involved in development of guidelines for that school. Each high school in this study worked on guidelines for its new high school from the time of faculty selection to the start of the next school year. Staff development sessions were conducted for this purpose. At North and South High Schools, two sessions were held before the end of the previous school year.


The process was as important as the product. Elements of the guidelines, from school to school, were going to be similar, and this similarity could lead to a perspective that guidelines were not important. For the new school, the process of development served an important purpose. In each school studied, faculties were brought together from a number of different schools in order to staff the new school. Some had worked together at established high schools; some knew the other teachers to varying degrees. Some were strangers to each other. Staff development sessions, held to discuss elements of operational guidelines, brought together teachers for the first time as faculty. It gave teachers a chance to meet each other in an environment where they could share their ideas for the new school. Teachers were given opportunities to develop a shared perspective of what was wanted for the new school. There were opportunities to share perspectives that were different from those held by others. This permitted participants to understand different perspectives and to appreciate the convictions of the holder. It was not necessary for all to agree. One product of the staff development sessions was a closer understanding of the philosophies of the staff that formed the new school. Faculties also had opportunities to internalize what was discussed. Even if staff members had not appreciated operational guidelines at their former schools, they understood their importance for the new school.

Communicating the Operational Guidelines


Once the operational guidelines had been developed, it was necessary to communicate those guidelines to the wider audience of students, parents, and community.  Those communications must be regularly reinforced. The principal at North High School spoke of her requirement to “sell it” to the community.  She had to “paint the picture” for the new school, and she believed the picture had to be “compelling.”


Significant increases in the number of new students, parents, and teachers each year meant that operational guidelines needed to be introduced to large groups of new people in succeeding school years. The operational guidelines required annual introduction to those new to the staff, and regular reinforcement was needed for all existing constituents. 

Transforming Operational Guidelines Into School Culture


Operational guidelines are less important in the established high school because the culture of the older school provided the operational guidelines. Schein (1992) described three aspects of school culture as tangible artifacts, beliefs and values, and underlying assumptions. Ideally, values and beliefs of the established school’s culture match the operational guidelines. Guidelines and culture should be one in the same at the established school. In the new school, culture cannot be depended upon to perform the function of beliefs and values. Operational guidelines become the values and beliefs of the new school until the culture of the school evolved. The new principal had a unique ability to influence the eventual culture of the new school by carefully crafting and communicating operational guidelines. Those guidelines can make a strong impression on the culture that, in time, evolves at the new school.


At each of the three schools in this study, aspects of the operational guidelines over time became a part of the values and beliefs within that school. At North High School, the Habits for Success or 5 R’s--right, respect, responsibility, reason and resilience were first articulated in the second year of operation. They became a part of the culture of that school. At Central High School, nautical themes became regularly linked to performance excellence. At South High School, the school motto became part of the school culture. There was a genuine belief at South High School that every student is afforded the opportunity to be successful. These elements of the operational guidelines for all three new schools evolved into a part of those schools’ cultures.

5. The Presence of a Senior Class


At the three schools in this study, only South High School had a senior class during the first year. At North High School, seniors who lived in the attendance zone for the new school were permitted to stay at their current high schools. Students at Central High School consisted of rezoned underclassmen from Hook and Jefferson High Schools and rising ninth graders. Rising seniors at Hook and Jefferson were not moved to Central High School. Because West High School would close at the end of the 1995-1996 school year, that senior class was given two options: to choose to attend South High School as seniors, or to attend the high school to which they were rezoned for the next school year. At the zoned school, seniors lost their West High School identity and were integrated into the senior class at that school. The first class to graduate from South High School had 218 students, most of whom were former West High School students.

The Role of a Senior Class


Having a senior class at South High School presented some unique problems for the administration at that school. Though some would have been zoned for that school, for the most part seniors came to that school from West High School for the purpose of staying together as a class. Because enough seniors elected to come to South High School, there was never an issue of how many students were needed to make a senior class viable. While smaller in comparison to the other high schools in the district, there were enough students for the seniors to perform traditional senior class roles. 


Being a smaller school had an impact on that senior class. There were fewer students available to perform traditional student roles. Fewer students were in the running to be the first valedictorian or salutatorian. Because the athletic and activity directors tried to match programs that were available at the other high schools, there were more opportunities for seniors to play sports, to be in clubs, to become elected class officers, or elected representatives. Seniors had a greater burden of responsibility than other senior classes, because greater leadership was required. There was no evidence that anything was done to help this class prepare for these greater responsibilities.


The challenge for the administration was to balance expectations of the senior class with operational guidelines being developed for the new school. While the administration was guiding the school toward their hope for the school’s eventual culture, the senior class was there to preserve the culture learned during their freshman, sophomore, and junior years at West High School. The school district, in bringing the senior class together at South High School, was making a promise to respect the culture of West High School. There was no evidence of any effort to determine if the West High School traditions for the class seniors were the traditions that were desired for South High School. There was a good chance that once the West High School traditions were followed for the first senior class, those traditions would become the South High School traditions for future senior classes. 

The Absence of a Senior Class

The absence or presence of a senior class was not a research question that had been anticipated. As a result, the senior class question was not addressed in the design of the interview question sets. However, the subject was of sufficient importance to have emerged during the course of the interviews. While probably more an issue at South High School because it had a senior class, it was also a topic of discussion at both North and Central High Schools, where neither had a senior class. Junior classes at those schools would be the senior class for two years.

At North High School, juniors, like the student interviewed, assumed responsibility for decisions on the school ring and seal. At Central High School, the administration tried to acknowledge junior class achievements as they planned to acknowledge the senior class in the future. What was lost, by not having a senior class, was the maturity that senior classes brought to a school. Seniors, taking classes needed for graduation, had a calming effect on a class that included underclassmen. Seniors preparing for graduation, for work, or for college, demonstrated to underclassmen the relevance of current efforts toward future opportunities and challenges. In athletics, seniors tended to dominate varsity teams. They set the example, and often were team captains. They had a seriousness that comes from knowing this will be the last opportunity to accomplish success in that sport, at that position, against that opponent. They knew the rivalries, the opponent’s skill, and the outcomes of the last contests.


For both North and Central High Schools, the addition of a senior class the second year forewarned growth in the student population and in teaching staff. What may not have been fully appreciated was growth in the magnet school at South High School would match or exceed the growth in the student bodies at the other two schools. Growth means new students and teachers. Without a culture based on shared experience over time, cultures at these schools were not sufficiently mature to provide the guidance that would occur at an established school. There was a sense of how things had been done the previous year, but not the sense that this was the way things were to be done at the new high school in the future. The uninitiated were being guided by those who were not quite sure what should be done, or how it should be done. The protective guidance of an established culture, and the beliefs and values of that culture, were not yet fully in place.

6. Legitimacy


Within a school district, there were expectations of the member high schools. The high schools have reputations based on strengths and weaknesses. The leadership qualities of the schools were known, and behaviors were somewhat predictable. Within the wider community, perhaps defined by districting of competitive sports, established schools had a role, a reputation, and a place.


In that environment, new schools are unknowns, without a reputation based on past performance. They were new members of a community but without a place or role in that community in which they did not yet fully belong. There were questions as to their being valid, authentic, or genuine members. New schools sought to become legitimate members of the community, as there was little advantage to holding a newcomer status.


The three high schools in this study became legitimate members of their community of high schools. They had established reputations over the past several years and their legitimacy was something that happened gradually, at different times, and for different reasons. Each school overcame obstacles that caused their legitimacy to be challenged. 

Earning Legitimacy at North High School

North High School had a disadvantage by not having a senior class the first year. Success of the athletic teams was more a measure of being competitive, of being able to score points against their opponents. Success was not measured by victories but by the nearness of the defeat. In the beginning, they were not expected to be champions. That would come later. There were victories, but they were not great victories over opponents with status. There were victories over schools with reputations for weakness. There were no rivals to be defeated.

North High School had an advantage. The magnet program drew the most talented students in the district to that school. While talented juniors may not want to leave their school to attend the magnet, younger freshman and sophomores were willing to abandon their zoned school for the opportunities the magnet program presented. Many made this move, and the magnet program accounted for much of the growth in the school after a senior class was added the second year. The magnet gave students the opportunity to showcase their talents. Some of the school’s first championships came from the efforts and talents of the magnet students. They soon gained a reputation for excellence in the community.

In the second school year, a sports team that had shown promise the first year fulfilled that promise. That team would go on to win the state title. The school now had championships earned by its magnet students and a championship earned by its athletes. Changes within the faculty, from year to year, were now minimal. The administrative team was stable as North High School lost much of its newness. It had a legitimate place in the community, as expectations, traditions, and reputations became known. 

Achieving Legitimacy at Central High School


Central High School experienced success early. Students at that school had advantages that correlate with better socio-economic home conditions. The state was implementing standardized tests as part of a higher standards and accountability effort. Central High School students experienced early success in these tests, as compared to their peers in the community. They achieved a reputation for academic success. 


A fall athletic team came together the second season at Central High School. Schools in their district were smaller than schools in the Springfield district. As a result, Jefferson and Hook were less able to absorb the loss of student athletes to Central. Central soon had a rivalry with both Jefferson and Hook. As Central defeated these rivals, they gained status in the district for their athletic teams. They were able to become competitive by the end of the second school year. Academics and sports earned Central High School a place of legitimacy within their community. There was an expectation of success, a growing tradition of academic performance and athletic competitiveness. A reputation within the community was growing. 

The Struggle for Legitimacy at South High School


The best successes were those that were hard earned. South High School did not have a magnet that lent itself to competitions where the odds were stacked in its favor. Nor did South High School share the socio-economic advantages that Central High School experienced. South High School had a number of obstacles that it had to first overcome. The first step was to gain a sense of its own identity. Graduation of seniors from West High School enabled the school to focus on its own operational guidelines without having to accommodate traditions left over from West High School. Perhaps the greatest obstacle for South High School was to achieve balance from within. There was an undercurrent notion that South High School would find success difficult because of racial and socio-economic factors of its community. What should have been an asset at South High School turned out to be a liability. A principal and assistant principal were passionate in their beliefs that the students at that school could be successful. It was this belief that prompted the selection of the motto for that school. That motto was prescribed to the faculty by the principal. The faculty was never empowered to find that motto by themselves, or to be guided there by the administrative leadership. It was directed based on the principal’s conviction the decision was in the best interest of the students they served. The assumption was that the faculty was not able to act in the best interest of their students. It was ignored that many of the faculty had served, a similar student population at West High School. Many West students became South High School students. The leadership chose sides, and the teachers were not on their sides. It stayed that way for two years. While North and Central High Schools were achieving legitimacy, South High School was still in turmoil with itself. 

New Partnership


With the arrival of a new principal and new assistant principal, South High School began a new start. The teachers began to sense that they were a part of the solution, rather than the problem. Where there had been tremendous turbulence in the faculty during the first two years, a period of relative stability ensued. The fourth school year began with an administrative team intact for the first time. While South High School was not performing at the same level as either North or Central High Schools on the state standardized tests, improvement was being made. 

The big success came in the fall of the fourth school year. A fall sports team had been steadily building a reputation for excellence. The previous year the team had come close, but in regional competition it fell short. This year was different. The team kept winning and winning. A rival team that had long dominated the sport at the state level lost to the South High School team each time they met. That South High School team went on to become state champion. That victory, combined with the achievement of balance within the school and a degree of academic success, gained South High School the status as a legitimate member of the community of high schools.

The Importance of Legitimacy


Teachers and administrators came to each of these schools to create a school molded about their ideal of what that school should be. They came to be successful. They came to create something where there had been nothing. While legitimacy falls short of the ideal, the ideal cannot be reached without first achieving legitimacy. With legitimacy, the potential for failure by the founding staff and faculty is eliminated. Legitimacy means that the school is meeting its intended purpose. Students are achieving. They do not need to achieve in the same ways, but they do need to achieve, to gain a sense of success, and of being champions. Expectation, tradition, and reputation are elements of a new school’s legitimacy within its community.

7. The Chance To Open a New School a Second Time


Given the choice between going to an established school, and opening a new school, almost all those interviewed chose to open another new school. Reasons given for both positions are insightful.

Reasons Not To Open a New School


Some of those who would decline moving to another new school refused to accept the idea of having to leave their present schools. One guidance director refused to entertain the thought of leaving his school. He was at home in the community; he had no intention of ever leaving. One teacher came to his new high school reluctantly. That teacher did not like change, and the assumption was that change was integral to opening a new school.


Of the five principals interviewed, only one expressed a preference of going to an established school over going to open a new school. That principal conceded to the excitement of opening a new building. He expected to focus on building traditions at the new school and judged that a very difficult task. He chose going to an established building because, he believed, there would be greater opportunity to focus on academic performance at the established school. An instructional focus was preferred over the challenges of tradition building.

A Willingness To Do It Again


At North High School, the eagerness was much greater than at Central or South High Schools. A clear majority of teachers and administrators expressed a conviction that they would choose to open a new school if given that opportunity in the future. They used a variety of words to express reasons for that willingness: energized, fun, new, different, creative, interesting, excited, challenge, pride, ownership, and pioneer. One likened the experience to a ride at an amusement park. “Just to be on the ride again.”  One contrasted moving to an established school with moving to a new school. The move to the established school required the teacher to be a sponge, to absorb the culture of that school. By contrast, the new school offered the challenge and interest of bringing to light hundreds of ideas held within the new faculty. One teacher liked to do things differently. A parent liked the new school because kids got to go to the “front of the line.” They did not have to conform to existing norms and social structures. There were no restrictive formal, or informal, rules. One teacher joked that, given the choice, she would want to go open the new school, just not right now. Pretending fatigue, another said she was too old to go through that again.


At Central High School, a more practical tone prevailed. Several administrators judged their experience with opening that school as being an important resource that should be used again in the future. One teacher, who later became an administrator, wanted to be involved in the planning stages. That teacher wanted a greater opportunity to have a say in how things would be done. Another teacher claimed to have good ideas to improve the school’s design. Teachers wanted to “set their mark” on the new school. They believed it was better to “start fresh” rather than try to make changes at an existing building. A student stated simply that coming to the new school was “exciting.”


The South High School faculty would go to a new building but only under certain conditions. They wanted assurance that the administrative leadership was up to the task being undertaken. They were not willing to risk an experience similar to the one they had just been through. There was a sense of the positive aspects of opening a new building. Any enthusiasm for opening another new high school was toned down by the difficulties they had experienced at South High School.

Observations


The principal at North High School was looking for faculty applicants who were “adventuresome.” The faculty came to the new school to make a contribution. While a problem at North High School may have been too much initial ambiguity, that same faculty was clearly willing, if not eager, to open a new school again if that were ever necessary. At Central High School there was a sense of duty. They had developed skills and insights in opening Central High School. They expressed an obligation to share those skills and insights, if necessary, in the future. At South High School, the faculty wanted a chance to make a contribution, but that chance was hampered by the administration. One teacher described the working relationship between the school’s administration and teachers as being in a “state of war.”


Teaching is a profession that challenges those that chose to pursue that profession. Frustration, at times with administrators, parents, and especially students, is not uncommon. In the new school, there is a sense that teachers have a chance of coming closer to the ideal than they would under their other circumstances. They are willing to work very hard to try and achieve that ideal. Two of the schools in this study moved through the process of transitioning without great difficulty from new school to a legitimate community member.  

Lessons Learned


One purpose in conducting this study was to develop a list of lessons learned to advise future leaders who will undertake the challenge of opening a new school. They are simply stated as guidelines. The justification for each has been established earlier in this dissertation and will not be restated.

1. District-level administrators should identify expectations for the new school. School staff should plan for how they will meet these expectations. Matters that are routine for the established high schools will not, necessarily, be routine for the new school. The new school may not be as responsive to all requirements as established high schools.

2. District-level administrators should recognize that they might be dealing with a less experienced leadership team at the new school. The new leadership team will require more mentoring than teams at an established high school. 

3. The principal can guide the evolving culture at the new school through repeated broadcast of the operational guidelines. The message should be tailored to the various audiences.

4. When a senior class is transferred to a new school, respect for the traditions of the former school will be necessary. The administration must decide what traditions of that old school are desired for traditions at the new school.

5. The absence of a senior class the first year will result in the second year  significant growth in the student population and corresponding teacher population.

6. Extraordinary efforts should be made to ensure good school-parent communication. Parent satisfaction with the new school will have an important impact on the reputation of the school within the local community. Parents, who feel their children are not being properly educated, will place demands on the school and influence how administrators spend their time.

7. The principal must pay particular attention to development of operational guidelines for the new school. The vision, mission, beliefs, goals, administrative procedures, and policies are elements of the operational guidelines. 

8. It is not clear if turbulence within the faculty of the new school will be the same or greater than at the established high schools. The perception, at least, will be that the turbulence is greater at the new school. Turbulence within the faculty hampers the transition of the new school to status as another equal member of the district or regional community. A faculty, free of turbulence, benefits the new school and provides an opportunity for school improvement.

9. District-level administrators should consider augmenting staff of the new school in order to facilitate smaller class sizes, larger guidance departments, and a stronger administrative team. This will ease administrative burdens, and it will help the school as student growth occurs in subsequent years.

10. Significant resources should be allocated to the development of standard operating procedures and policies for the new school. A detailed and comprehensive teacher handbook will reduce teacher frustration by providing answers to everyday, predictable questions.

11. The socio-economic status of the students’ community, outside of school, will affect students’ abilities to voluntarily fund school activities that are not fully funded by the school district. Fundraising will not be equally successful at different schools, in different communities.

12. Principals must weigh the choice between offering an activities program comparable with established schools in the district or offering a reduced program that will expand in response to student interest, faculty support, and the identification of adequate resources. The absence of interested students, dedicated faculty sponsors, and adequate funding support can result in an activities program characterized by marginal success and fundraising activities.

13. The faculty of a new school comes to that school to create something where there had been nothing. Students and faculty wish to become legitimate members of the larger community. Legitimacy is gained from success in athletics, activities, and academics. Legitimacy transitions the new school to full membership within the larger community and is a measure of faculty success.

14. The function of a new, complex technology system can be delayed while the system is adjusted to meet performance specifications. Delays can persist for extended time periods. Delays can affect planned training for new users. School operations may be affected by the technology not being consistently available. 

15. Access to computer technology must be controlled to prevent vandalism. Computers that are not supervised can be vandalized beyond repair.

16. Ready availability of consumable supplies can eliminate a frustration for teachers in an environment that is inherently full of challenges. 

17. With few exceptions, the faculty who opens a new school is willing to undertake a similar task in the future. They have a unique perspective on the difficulty of the task at hand. That difficulty does not overcome the opportunity for demonstrating excellence in their profession and for making positive contributions for their students.

Table 4 displays the relationship between the 7 major findings and the 17 lessons learned. Each major finding is divided into two time frames: the time before the opening of the school and the time after the opening of the school. The resulting information presentation provides the viewer with a sense of the challenges faced by the administration and faculty at the new school, the time frames when the challenge is present, and the scope of that challenge. 
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Recommendations


There were three recommendations for further study that relate to this examination of climate in relation to opening a new school building. The first recommendation is for a similar examination at the elementary and middle school levels. The second recommendation is to determine if the there is an optimum time that the new principal needs to be assigned to the new school before the school is opened. A final recommendation is for an examination of the opening of new schools from the perspective of the district level planners. 

While this study has shed light on the dynamics of opening a new high school building that combines cultures from different schools, it is uncertain if the same findings would be true for an elementary school or middle school. It is not certain if the student population size would be a factor, as high schools are larger than middle schools in most cases. Elementary schools are even smaller in size than high schools and middle schools. The current school population is aging and the growth in the elementary level may not result is as large a demand for new elementary school buildings. These thoughts are speculative, based on the high school findings. The examination of the opening of new elementary and middle schools may warrant study to determine if similar findings are true at those levels.


The three schools in this study opened at the same time, but they each reached legitimacy within the community at different times. Student success in academic, artistic, and athletic demonstrations was linked to attaining the goal of legitimacy. An aspect of school success that was not examined in detail was the work done by the principal before the opening of the school. James Garcia, the planning principal at Central High School during the construction phase would stay on to be the co-principal for operations at the high school/middle school complex. He would operate as principal for a longer period of time before the opening day than either of his counterparts. Dr. Gloria Evans and Dr. John Elliott would have little more than eight months to prepare for the opening of their schools. Those were hectic times; the district’s entire high school faculty and staff positions were reassigned, and construction on the two schools was completed behind schedule. It is not clear if the extended time that James Garcia had to plan the opening of Central High School had an impact on the comparative ease with which that school achieved legitimacy within the community. For a school district to employ a high school principal for a year without any assigned students is an economic decision that warrants an expectation of benefits worthy of the resources being committed. From this study, it can be concluded that eight months might be too short a time to prepare for the opening of a high school. There is no information on what an appropriate length of time is for a principal to prepare for the opening of a new school building. This is a subject area that possibly warrants study.


This study was done, almost entirely, from the perspective of the new school. The role of district level administrators was not researched. National projections indicate that new growth will occur in areas where growth has not previously occurred. This means that inexperienced staffs will supervise much of the future growth. There are states, listed in Table 2, that are currently experiencing high growth. There is an opportunity to learn from that experience and document that experience for the future.


The notion that a new building is needed occurs years before students enter a new building that has been constructed, furnished, and staffed. Public support must be organized, land must be identified, the land must be obtained, an architect must be found to design the building, a contractor found to construct the building, and a plan will be necessary to equip and staff the building. These aspects of new schools from the perspective of the district administrators were not examined in this study. The work done long before the first day of school in that new building may warrant an examination to determine what decisions and which actions contribute to the success of the new school.

Summation


In the near future, many new schools will be needed in locations where staff may lack experience in opening new schools. A new school will not have a culture until shared experiences form that culture. In the absence of a school culture, the new school principal will benefit from giving careful attention to the climate within the new school.
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