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PREFACE 

The purpose of this study was to investigate the position of curric­

ulum leader as it now exists within the public schools of the state of 

Oklahoma, to study what the demands for the future indicate, and to ad­

dress the differences in terms of what training must occur to assure that 

the person in charge of instructional leadership and curriculum develop­

ment will be an effective catalyst for future educational progress in the 

field of curriculum. 
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CHAPTER I 

INTRODUCTION 

There is at the present time a compelling need in the state of 

Oklahoma for educational leaders who are able to design and develop cur­

riculum and educational programs, as well as to supervise instruction and 

to provide needed instructional leadership in the public school systems 

of Oklahoma. 

The state statutes of Oklahoma dealing with public education guaran­

tees the opportunity for a free education for every child up to the age 

of 21. According to the statutes, public schools of Oklahoma shall con­

sist of all free schools supported by public taxation and shall include 

kindergartens {K), elementary schools {which may include K through 6 or K 

through 8), secondary schools, and such other school classes and instruc­

tions as may be supported by public taxation or otherwise authorized by 

laws which are now in effect or which may hereafter be enacted {Oklahoma 

State Department of Education, 1986). 

It is of historical interest that the innovation of employing a 

full-time professionally prepared school administrator in public educa­

tion was motivated by the desire to improve the quality of the educa­

tional programs in schools. The early principals and superintendents 

were concerned primarily with instructional problems such as the grading 

of pupils, the determination of courses of study, and the supervision of 

instruction. The early superintendents' responsibilities for school 

1 
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buildings and finances were limited to a few minor matters (Knezevich, 

1975). 

The instructional leadership role of school administrators is chang­

ing. In the state of Oklahoma, every district has employed an admin­

istrator whose primary responsibility it is to supervise, to direct, and 

to monitor the instructional program and operations of the school or 

schools within its district. Part of the instructional responsibilities 

deal with curriculum in the development, implementation, and supervision 

of instruction and instructional programs. Thus, the present-day school 

administrator has a dual position. Within the state there are districts 

who employ an assistant superintendent, administrative assistant, or 

curriculum director whose primary responsibility it is to direct and 

monitor the instructional programs and curriculum for the district, while 

smaller districts assign the duty to a building administrator, assistant 

administrator, certified instructional staff member or instructional 

staff committee. 

Currently the curriculum focus in Oklahoma is on increasing profi­

ciency in the basic skills of learning and cormnunication {including read­

ing, English, writing, mathematics and scienceL with major emphasis 

being directed toward communication skills, mathematics, and science. It 

is the intent of the state legislature that the public school districts 

of this state ensure that each child enrolled therein be provided with 

adequate instruction in the basic skills prescribed in State House Bill 

1816 (Oklahoma State Department of Education. 1986). This bill provides 

that each local school board of education develop a process whereby such 

districts shall annually evaluate the district's curriculum in order to 

determine whether each child in the district is receiving adequate 

basic skill instruction. The processes developed also must offer a 
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challenging education to all special children, whether they are gifted or 

handicapped, must prepare some students for co 11 ege and others for the 

job market, and must retain young people in school until they meet all 

educational requirements under the law or have reached the maximum age 

required by state law for mandatory school attendance. 

Other recent legislation which has come to focus in Oklahoma public 

education is that of House Bill 1466. In compliance with House Bill 

1466, Title 70, Section 17, beginning with the 1986-87 school year, each 

local school district, in order to receive accreditation by the State 

Board of Education, shall adopt a school improvement plan which shall 

clearly describe the instructional improvements to be addressed over the 

next five years. Accredited private and parochial schools must be in 

compliance with this law. 

The improvement plan must be prepared as a practical, usable tool 

which projects a sensible course of action for bringing out each needed 

change. In order to determine areas of improvement, clearly delineated 

educational expectations shall be developed for all instructional areas 

and updated on an annual basis. 

The plan shall also include a specific program of improvement 

through academic skill reinforcement and/or remediation pursuant to the 

provisions of the Oklahoma School Testing Program Act, as well as includ­

ing long-range goals of accreditation for all public high schools as 

established by the North Central Association of Colleges and Schools 

(NCACS). 

Section 17 of House Bill 1466 stressed that each plan shall include 

stated goals that clearly delineate educational expectations, and shall 

be updated on an annual basis. The plan shall also include a specific 

program of improvement through academic skill reinforcement and/or 
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remediation pursuant to the provisions of the Oklahoma School Testing 

Program Act. Such pl an shall include long-range goals of accreditation 

for all public high schools as established by the NCACS. 

Section 7 of House Bill 1466 stressed that, beginning with the 1985-

86 school year, the Board caused a norm-referenced test to be adminis­

tered to every student enro 11 ed in grades 3, 7, and 10 of the pub 1 i c 

schools of this state. Children who have individualized education plans 

pursuant to Public Law 94-142 shall not be subject to the provisions of 

the Oklahoma School Testing Program Act. The test used shall be selected 

by the State Board of Education and shall measure specific skills repre­

sented by learner objectives. The student skills to be tested at the 

specified grade levels shall include reading, mathematics, language arts, 

communications, science and the principles of citizenship in the United 

States and other countries of the world, and include the principles of 

democracy as they apply in the lives of the citizens. The board shall 

seek to ensure that data yielded from the test are utilized at the school 

district level to prescribe skill reinforcement and/or remediation by 

requiring school districts to develop and implement a specific program of 

improvement based on the test results. 

In the state of Oklahoma there are a number of programs as well ~s 

materials and resources available to meet any and all needs; however, 

simply making a program available does not ensure its use or its success. 

Supplying materials for the classroom and staff development and educa­

tional oppurtunities for teachers is made more difficult because of 

dwindling financial resources. The administrator responsible for 

instructional supervision or the curriculum leader is most often the 

person held responsible for this task. The way in which the administra­

tor charged with these duties in a district perceives his or her job 
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responsibilities and the manner in which those responsibilities are dis­

charged reflects the philosophy, education, and background of the indi­

viduals and is integrally tied to the direction of education within each 

individual school district. 

Statement of the Problem 

The curriculum leader•s position is one of importance within any 

school district. The person in this position has the influence and op­

portunity to shape the direction of learning for students and the educa­

tional level of training for the instructional staff within the district. 

In this fast-paced, technological society, the curriculum leader must 

make many deci si ans that wi 11 have a di re ct affect upon the students 1 

abilities to meet challenges they will face in the future. Therefore, it 

is important to look carefully at the position as it is today. 

As with other states across the nation, there is currently in Okla­

homa a great variation in job descriptions and responsibilities for the 

curriculum leader. Schools can no longer safily assume that curriculum 

leadership is one and the same with school administration. Administra­

tors or curriculum leaders charged with instructional supervision and 

curriculum development, as well as staff educational opportunities, have 

the potential to influence greatly the instructional programs of the 

schools within their respective districts. Thus, they must be proficient 

in the many areas involving instructional supervision, curriculum devel­

opment, and implementation. 

The management of dwindling financial resources has become a serious 

challenge, which must be met by school administrators throughout the 

country, especially in Oklahoma, where support for public education is in 

jeopardy. The development and coordination of instructional objectives 
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and materials among the school districts across the state has become a 

pressing need to insure the most effective use of personnel and 

resources, both instructional and financial. Communities across the 

state must be made aware of the successes, difficulties, strengths, and 

weaknesses of the programs in a way that will encourage their full sup­

port. Administrators and teachers working to bring together their expe­

rience and expertise, as well as gathering their support and participa­

tion, is essential to the success of continuing programs and new programs 

within the school district. With rapidly changing technology comes de­

mands for new methods and programs. Al 1 of these factors point to the 

need for strong leadership in the area of curriculum development, manage­

ment, and instructional supervision. It is of utmost importance to try 

to foresee the future demands to be made upon administrators or curricu­

lum leaders in order to prepare educators for the position of curriculum 

specialist. 

Purpose of the Study 

Each of the school districts in the state of Oklahoma employs some­

one to oversee the instructional program of the district, whether it is 

the superintendent of schoo 1 s, the assistant superintendent, the admi n­

i strati ve assistant, the building principal, or the curriculum director. 

In small school districts, the superintendent or designated administrator 

assumes this responsibility, and in a district involving a larger school 

population it most often is delegated to an assistant superintendent or 

administrative assistant who may also supervise more than one area 

within the area of instructional supervision, curriculum, and program 

development. 
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The purpose of this study was to investigate the position of cur­

riculum leader as it presently exists within the public schools of the 

state of Oklahoma, to study what the aemands for the future indicate, and 

to address the differences in terms of what training must occur to assure 

that the person in charge of instructional supervision and curriculum 

development will be an effective catalyst for future progress. Specifi­

cally, the study attempted to answer the followin~ questions: 

1. What is the background and trainin~ of curriculum leaders hold­

ing positions within the public schools of Oklahoma? 

2. What responsibilities are currently being performed by these 

curriculum leaders? 

3. What changes are likely to occur in the kind of instructional 

services provided by curriculum leaders within the next 10 years? 

4. What training must be provided to curriculum leaders to enable 

them to carry out their responsibilities being performed now and in the 

future? 

5. What standards and guidelines are necessary for evaluation of 

graduate programs for preparing curriculum leaders? 

Significance of the Study 

Brief historical accounts of curriculum in seventeenth century 

colonial schools indicate how thoroughly a society 1 s traditions, culture, 

and social philosophy influence the character of its school 1 s curricula. 

In these early American schools, the religious communities determined 

what was to be taught (Zais, 1976). The teacher was responsible for 

curriculum direction in those early schools, but even then decisions had 

to be made about how best to teach the material and what teaching aids 

should be used. 
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School districts in Oklahoma are organized under state law to pro­

vide an education for all children of legal age. The basic educational 

requirements and curriculum which is established by the State Department 

of Education for school districts at the K through 6th level and the 7th 

through 12th grade level is the center point for that education. There 

are approximately 611 school districts, dependent and independent, across 

the state of Oklahoma which are charged with the responsibility of edu­

cating nearly 564,000 students {grades 1 through 12}, and another 51,000 

students in kindergarten (Oklahoma State Department of Education, 1988}. 

At least one person in each district is responsible for monitoring the 

instructional program and curricu1um of the district. This is not to say 

that the total responsibility falls on the shoulders of only one person, 

but the i nvo 1 vement of teachers as we 11 as other administrators and 

parents only increases the responsibility of the person in charge of 

instructional programming and curriculum development, as wel 1 as staff 

development. The bringing together of the various members of the total 

educational body demands sensitivity, awareness of problems and issues, 

and the ability to deal sympathetically with all concerned. 

The professional, whose responsibility it is to provide this leader­

ship, establishes a support system that can be viewed by teachers as well 

as other administrators in the district as somewhat helpful and effec­

tive. The curriculum leader 1s own interpretation and understanding of 

his or her role is critical to their ability to fill that role. Train­

ing. experience, and contact with other educational professionals, as 

well as a broad knowledge of methods, materials, and resources are quali­

fications that help the curriculum leader. 

Curriculum is an extremely complex field of study, due to the di­

verse nature of theories upon which it must draw (Zais, 1976}. In order 
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to be effective, the curriculum leader must be aware of curriculum 

studies, changing technologies, new methods, and theories in these and 

other fields. 

The responsibilities of the curriculum leader vary from district to 

district. This is due in part to the size of the district, the develop­

ment of each district and its efforts to respond to the needs and priori­

ties of the community it serves while maintaining those guidelines and 

regulations set up by the State Department of Educ at ion. In each dis­

trict, personnel must be responsive to the community and the priorities 

of the corrmunity should be reflected in the schools within the district. 

As more emphasis is placed on accountability, and as communities become 

more involved in the functioning of the schools, the curriculum leader 

becomes more important as the leader and resource person. Teachers, 

administrators, and parents look to the person who has charge of the 

instructional programs and curriculum to provide information, encourage­

ment, training, and materials for which to implement programs, or to 

build upon existing programs. Superintendents, as well as other admin­

istrators not directly involved in curriculum planning, want evaluation 

and support for district programs, suggestions for staff in-service, and 

an assessment of curriculum needs for the schools in the district. Other 

demands may also be placed upon the curriculum leader throughout the year 

when educational demands dictate a need. The entire instructional body 

within a district must have a clear understanding of these roles and 

responsibilities. 

The influence of the curri cu 1 um 1 eader on the schoo 1 or schoo 1 s 

within a district, as well as on the community, is vital. The priorities 

that the curriculum leader sets, the way he or she may set priorities, 

and the energy put into the pursuit of goals will be felt directly and 
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indirectly throughout the entire district. The way that the curriculum 

leader functions in the position helps establish the setting in the dis­

trict for unity or for discontent. 

A vital relationship should also exist between the curriculum leader 

and the superintendent of schools, and other administrators within the 

school or schools in the district. The superintendent of schools tradi­

tionally is considered the instructional leader within each school dis­

trict, unless the district is a dependent district in which the principal 

is considered the instructional leader. The person who is charged with 

instructional programming and curriculum development will have a great 

effect on the expertise brought to the district in the areas of instruc­

tional programming, curriculum development, and staff development. 

Teachers and other administrators within a district often have dif­

ferent expectations of the curriculum leader. With this being the case, 

it is difficult to overemphasize the importance of this position. All 

instructional staff members, administrators, and parents must know what 

to expect of the curriculum leader, and the curriculum leader must also 

have a clear understanding of what their role is in order to facilitate 

maximum support for the educational programs of the entire district. 

The data gathered from this study will provide information for: 

1. For universities for the development of a graduate program for 

preparing curriculum specialists for state certification. 

2. State legislators and the State Department of Education to de­

velop specific educational standards and guidelines for certification of 

curriculum specialists. 

Scope and Limitations of the Study 

The scope of this study identified the function of the curriculum 
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leader as identified by the literature, and the reported role and respon­

sibilities of the curriculum leader as identified by the responses to the 

survey questions. 

The following limitations are in effect for this study: 

1. It was dependent on the respondents to respond to the survey 

sent to specified public school districts. 

2. It was dependent on the respondents 1 wi 11 i ngness to be honest 

and accurate in their responses to survey quest ions. 

3. It was limited to public school districts in Oklahoma, both 

dependent and independent. 

Definition of Terms 

The following terms were utilized in this study: 

Dependent School District: A district made up of grades K through 8 

which have not met the minimum standards for, and have not been desig­

nated as an independent school district by, the State Board of Education; 

a district in which there is no secondary school, grades 9 through 12. 

Independent School District: A district which has maintained, 

during the previous year, a school offering secondary school subjects 

which are fully accredited by the State Board of Education. 

Curriculum Leader: The administrator or certified instructional 

person other than the superintendent of schools, working within the 

district whose primary responsibility is the instructional program of the 

district. 

Principal: The chief building administrator responsible for the 

operation of a building or buildings and who does not have the title of 

superintendent, assistant superintendent, administrative assistant, or 

any other administrative designation. 
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Superintendent: The chief executive officer of the district who 

sha 11 have charge and contra l of the public schools of the independent 

school district, subject to the orders, rules, and regulations of the 

board of education. 

Assistant Superintendent: Any person certified as an administrator 

holding the same certification as a superintendent, who is so designated; 

but who is not the superintendent of schools. 

Administrative Assistant: Any person certified as an administrator 

and/or teacher, but not holding the same certification as an assistant 

superintendent or superintendent, who is so designated, who is not the 

superintendent of schools or assistant superintendent of schools, but is 

in an administrative capacity charged with specific duties. 

Instructional Staff: All certified teaching employees, plus noncer­

tified teaching assistants and/or aides, who are employed by a school 

district. 

Curriculum: A total plan for the program of a school aimed at pro­

viding sets of learning opportunities to achieve educational goals and 

related objectives for the identified population of a single school. 

Role: A behavioral pattern characteristic expected of individuals 

within a given group. 

Staff Development: A process designed to foster personal and pro­

fessional growth for individuals within a respectful, supportive, 

positive organizational climate having as its ultimate aim, better learn­

ing for students and continuous, responsible self-renewal for educators 

and schools. 

Average Daily Attendance (ADA): The formula the state of Oklahoma 

uses to determine the level of financial support to a district. 
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Function: A special duty required to work; a special duty or action 

required of a person. 



CHAPTER I I 

REVIEW OF THE LITERATURE 

The curriculum leadership role of school administrators is changing. 

The size of the staff. the complexity of programs, and the increasing 

degree of specialization serve to stimulate these changes. As a result, 

there is considerable confusion as to how an administrator fulfills his 

or her obligations as a leader in curriculum matters (Znezevich, 1975). 

The public school curriculum is far too important and complex today 

to be the sole responsibility of only one individual or group of individ­

uals. Over the past few years researchers have been actively researching 

the responsibilities of those individuals involved in curriculum, program 

development, and instructional leadership. Few studies in the past have 

focused specifically on the role of the curriculum leaders. In 1963, the 

Executive Committee of the Association for Supervision and Curriculum 

Development (ASCD), acting upon a recommendation of its Commission on the 

Preparation of Instructional Leaders, appointed a committee on Profes­

sionalization of Supervisors and Curriculum Workers. This committee 

initiated a search for information on the professional status of curricu­

lum supervisors and curriculum workers. It was this committee 1 s disap­

pointment to find that their search resulted in the discovery that such 

data proved to be almost nonexistent at the nat iona 1 leve 1 (Ogletree, 

1965). 

This chapter will focus upon: 

1. A brief history of public school education in Oklahoma. 

14 
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2. The historical evolvement of the role of the curriculum leader. 

3. Differing perceptions of the role of the curriculum leader by 

educators in teacher and administrative roles. 

4. Opinions on the roles and tasks of the curriculum leader. 

5. A review of professional education, training, and certification 

of curriculum leaders. 

A Brief History of Public School Education 

in Oklahoma 

Legislation in 1889 provided nothing for the establishment of 

schools in the territory except the reservation of Sections 16 and 36 of 

each township for "school lands." School lands were sections of property 

which were set aside for the support of public schools. The government 

would lease the lands to citizens or businesses and the lease revenue 

would be used for the schools. About 100,000 acres were set aside in the 

11 unassigned lands" for this purpose. School lands could not be sold by 

the government but had to be maintained until statehood. 

Early settlers established schools by 11 subscription." Subscribers 

paid in order to send their children to school (Calhoun and English, 

1984). The members of the first session of the territorial legislature 

had two big items on their minds. First was the permanent location of 

the territorial capital; the other was setting up a school system for all 

grades, high school, and colleges, to begin work at once. 

At that time, schools in the United States were not organized in the 

same way they are today. There were few state school systems; most 

cities or county districts ran their schools independently. School texts 

were not standardized, school terms varied in length, and examinations 

were different in all schools. Pupils transferring from one school to 
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another were "set back 11 or 11 put forward" a grade in order to fit them 

into the new schools 1 rules. The same situation existed in the terri­

tories. Each of the Five Civilized Tribes had its own national school 

system. English was the teaching language in all of them, although Cher­

okee students also learned to read and write their own language, using 

the Sequoyah syllabary. Over both territories there were mission schools 

run by the different Christian denominations. These schools were pri­

marily intended for Indian students, but some white people were allowed 

to attend them in sections where there were no other schools (McReynolds, 

Marriott, and Faulconer, 1980). 

The Organic Act of 1890 appropriated $50,000 for the temporary sup­

port of public schools, and the territorial legislature established a 

public school system on Christmas Day of that year. District schools 

were to be established under county superintendents, and city schools 

under city superintendents. The same system exists today. When the 

Osage, Ponca, and Otoe-Missouri lands were divided into allotments, there 

was no land remaining and no school lands were set aside. To compensate 

for this, areas were selected in the Kickapoo territory and in Woodward 

County and were called 11 indemnity lands. 11 Some indemnity lands were 

substituted for the sections originally set aside for school lands in the 

Cherokee Outlet, the Kiowa-Comanche country, and the Wichita territory. 

In addition to school lands, Sections 13 and 33 were set aside in the 

openings of the Cherokee Outlet and the Kiowa-Comanche and Wichita lands. 

These were for endowments for higher education and for revenue with which 

to pay for the construction of public buildings. All of these lands 

were leased and controlled by the School-Land Board, which consisted of 

the governor, the secretary of the territory, and the territorial super­

intendent of schools. The business of the board became so voluminous and 
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the sums it handled so large that in 1898, provisions were made for hir­

ing a secretary and several other employees and a department was created 

for handling the business of the School-Land Board and our present State 

Board of Education and State Department of Education (Calhoun and En­

gl i sh, 1984) • 

The Enabling Act had provided for a free public school system to be 

set up in the new state. Four articles and two clauses in other articles 

in the constitution are concerned with education in one form or another: 

fundraising by taxation, division of counties into school districts, 

setting up standards of education, and establishing colleges and univer­

sities. After the adoption of an amendment in 1941, the state-supported 

colleges were placed under the direction of the State Board of Regents 

for Higher Education. A State Board of Education was established to 

supervise elementary and high school education throughout the state. It 

was hoped that all Oklahoma school children would have equally good edu­

cational opportunities from the beginning, but this proved to be impos­

sible. Some school districts had more money than others, could erect 

better buildings, and could pay higher salaries for teachers. Not for 

many years were there enough college graduates available as teachers to 

make it practical to require that every teacher have a college degree or 

certification as is required today. Not only school districts and 

teacher requirements came under the direction of the State Board of Edu­

cation. This board was also responsible for the selection of textbooks 

and for the establishing of a uniform school year (McReynolds, Marriott, 

and Faulconer, 1980). 
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Curriculum Leader 
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Historically, supervision originated as an administrative function 

of inspection of the schools and was conducted by laymen rather than by 

professional educators (Eye, Netzer, and Krey, 1971). Today, years after 

the first supervisory concepts and behaviors of inspectional authoritari­

anism, supervision has made a shift toward a process of 11 working with 

people on problems of mutual concern that are related to the goal struc­

ture of the school as an organization 11 (Alfonso, Firth, and Neville, 

1975, p. 26). 

Four periods of time are generally recognized in the development of 

educational supervision: (1) a period of authoritarianism and adminis­

trative inspection--approximately 1642-1875; (2) a period of scientific 

management and efficiency orientation--approximately 1876-1929; (3) a 

period of democratic supervision, cooperative group efforts, and concern 

for human relations in supervision--approximately 1930-1959; and (4) a 

period of research orientation and organizational theory/systems manage­

ment--approximately 1960 to the present (Eye, Netzer, and Krey, 1971). 

The origin of educational supervision dates back to the mid-1600's, 

when early American colonists, particularly those in New England. were 

concerned about adequate educational opportunities and literacy, mainly 

for the perpetuation of established religion and 11 in order that the di­

rectly revealed Word, the Bible, could be sustained in the faithful" 

Alfonso, Firth, and Neville, 1975, p. 15). A high value was placed on 

education, as observed by educational legislation in the form of the 

Massachusetts Bay Law of 1642, which ordered that children be taught to 

read for the purposes of understanding the principles of religion, and 



19 

the Massachusetts Law of 1647, which specified that both reading and 

writing be taught (Gwynn, 1961). Traces of supervision began to appear 

at this time, mainly in concern with the selection of teachers and man­

agement of the school (Swearingen, 1962). 

Supervision as administrative inspection appeared in Boston in the 

early eighteenth century, when 1 aymen were given the responsibility of 

touring the schools and evaluating the facilities, maintenance of the 

school, and progress of the pupils (Alfonso, Firth, and Neville, 1975). 

The function of supervision was inspection of the schools by laymen 

who were interested in judging the ability of the school to meet the 

requirements of the prescribed curriculum. Laymen, moreover, made it 

their business to visit the schools (Eye, Netzer, and Krey, 1971). 

The lay inspection committees eventually were replaced by profes­

sional educators. As schools expanded and organizational responsibili­

ties became complex, a professional educator was needed to assume admini­

strative duties of inspection of the school, keeper of the school, and 

11 implementor of 1 ay-committee edicts 11 (Alfonso, Firth, and Neville, 1975, 

p. 16). In many cases, the educator was a superintendent and by the late 

nineteenth century, 29 superintendent positions had been established in 

the country (Wiles and Lovell, 1975). 

As population continued to increase, school districts continued to 

grow; moreover, controversial issues relative to the survival of free 

public education emerged. These developments of expansion of schools and 

emergence of public controversy demanded much time and created additional 

responsibilities for superintendents, necessitating their delegation of 

responsibilities for local governance of the individual school to the 

principal or principal/teacher of the school (Alfonso, Firth, and Ne­

ville, 1975). The principal, nevertheless, was not expected to supervise 
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unless it was the wish of the citizenry, who would so inform him through 

the lay committee. 11 Improvement of instruction was not considered, but 

rather, the enforcement of prescribed instructional exercises, including 

the conditions of learning" {Alfonso, Firth, and Neville, 1975, p. 16). 

The period of authoritarian ism and administrative inspection {ap­

proximately 1642-1875) was characterized by three distinguishing traits: 

(1) authoritarian rule; {2) major function of inspection, judgment, and 

dismissal of weak teachers; and (3) conformity to standards established 

by lay conunittees (Alfonso, Firth, and Neville, 1975). 

Two situations in education at the turn of the century had signifi­

cant bearing on supervision. First, the impact of business practices and 

ethics on education was strong (Eye, Netzer, and Krey, 1971). "The in­

dustrial revolution was a dominant factor in American life and the method 

of science was the major approach used by industry 11 (Wiles and Lovell, 

1975, p. 33). Second, the inclusion of new subjects in the school cur­

riculum, such as music and physical education, and the lack of adequate 

teacher preparation in these new subject fields, resulted in the engage­

ment of supervisory specialists and additional general supervisors to 

conduct classes and to assist the classroom teacher {Lucio and McNeil, 

1969). 

With increased pupil enrollments, increasing supervisory and teach­

ing staffs, and organization of schools by grade levels and subject area 

departments, school leaders were faced with new concepts in management. 

The principles of scientific management in business were proposed for 

school supervision {Lucio and McNeil, 1969). Thus, in following the 

organizational principles, (1) educational objectives were developed, {2) 

efficient and effective methods of attaining them were established {Wiles 

and Lovell, 1975), and (3) qualifications of teachers were specifically 
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defined (Lucio and McNeil, 1969). The job of the supervisor, then, was 

to see that specifications and pre-established methods were carried out 

(Wiles and Lovell, 1975) and that standard qualifications were met by all 

teachers (Lucio and McNeil, 1969). This period of scientific management 

and efficiency orientation was from approximately 1876 to 1929. 

Alfonso, Firth, and Neville (1975, p. 25) described the 1930 1 s and 

1940 1 s, fol lowing the period of scientific management, as 11 periods of 

creativity and refinement in supervision, 11 with increased emphasis on 

participation and shared respon~ibility of the classroom teacher in in­

structional improvement. The late 1920 1s saw further protest against 

imposition of curriculum and method by personal authority of administra­

tive officers. 

During this period of democratic relationships and cooperative group 

efforts (approximately 1930-1959), there was 

••• clearly a concern for the nature and needs of the indi­
viduals in the educational organization. Attention was drawn 
to the fee 1 i ng s and emotions of teachers, group processes , 
cooperative planning, and principles of democratic supervision. 
Supervisors became resource persons on cal 1 for requests for 
services by teachers (Wiles and Lovell, 1975, pp. 35-38). 

Thus, supervisory practice again moved toward reform. Eye and Net­

zer (1971) described the current period of supervision (approximately 

1960 to the present) as a period of research orientation. The latter 

part of the period has a 1 so been referred to as a period of organiza­

tional theory and systems management (Eye, Netzer, and Krey, 1971). 

Burton and Brueckner (1955) explained that: 

Modern supervision involves the systematic study and analysis 
of the entire teaching-learning situation utilizing a carefully 
planned program that has been cooperatively derived from the 
situation and which is adapted to the needs of those involved 
in it (p. 13). 
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Efforts in educational administration to harmonize theoretical and re-

search developments in the areas of both scientific management and human 

relations have also had an effect on curriculum supervision (Wiles and 

Lovell, 1975). 

The contemporary view of supervision is an emerging one, but one 

that is nonetheless wide in scope. Alfonso, Firth, and Neville (1975) 

stated that: 

• • • it requires that supervisors fully involve teachers, 
guiding teachers but encouraging them to be the prime figures 
in identification and analysis of instructional concerns, as 
well as implementors of a program to improve the instructional 
procedures (p. 27). 

Wiles and Lovell (1975) added that the emerging point of view 

(1) poses a challenge for supervisors to assist teachers in 
keeping abreast of new knowledge in subject matter and teaching 
methodology; (2) expects curriculum supervisors to provide 
leadership in gaining the participation of teachers in the 
development of organizational goals; (3) presents the challenge 
to supervisors to facilitate adequate collillunicat ion on educa­
tional concerns, decision-making, and problem-solving (p. 45). 

In more than 300 years of development {approximately 1642 to pres-

ent), the concept of curriculum supervision has evolved from administra­

tive inspection and authoritarianism, to scientific management, to 

democratic supervision and cooperative group efforts, and finally, to 

research orientation and efforts toward harmonious synthesis of research 

and theoretical developments in scientific management, as well as in the 

behavioral sciences. 

Perceptions of the Role of the Curriculum 

Leader by Educators in Teaching and 

Administrative Roles 

Some of the earlier studies in supervision examined perceptions of 

supervisory behavior and the role of the supervisor among teachers, 
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administrators, and supervisors. Smith, Stanley, and Shores (1957) dis-

cussed the differences between 11 status 11 and 11 functional'1 leadership roles 

and pointed out that, to be effectivet the curriculum expert in the dis­

trict must fill both of those roles. Smith, Stanley, and Shores enu-

merated three areas of competency needed by these individuals: 

1. Those needed i~ working in face-to-face situations; 

2. Those required by the process of mass communication; 

3. Those needed in the job of selecting individuals for cer­
tain tasks (pp. 660-661). 

They also stressed that local leadership must be trained in the above 

areas. 

Cleminson (1968) investigated the theoretical foundation of in-

structional supervision as defined by its major purposes and functions 

It answered the foll owing questions: (1) What are the 
perceptions of the major purposes and functions of i nstruc­
ti onal supervision expressed by all public school superintend­
ents, supervisors, secondary principals, and elementary 
principals in New Jersey? (2) Are there significant differences 
in the perceptions of the major purposes and functions of in­
structional supervision expressed by superintendents, supervi­
sors, secondary principals, and elementary principals when such 
perceptions are assessed according to three criteria: a demo­
cratic theory of instruction supervision; an authoritarian 
theory of instructional supervision; and a laissez-faire theory 
of instructional supervision? (p. 387). 

In an article written by English (1979, p. 408), he stated that 

11 Management of the curriculum requires a clear statement of mission, 

control of resources, and feedback about results. 11 English further 

pointed out that 

Management is the science of leadership. It refers to a set of 
concepts and methods that, when recognized and implemented, 
enable most leaders to increase their effectiveness. Without 
management, even great leadership is reduced in its magnitude, 
because elements of that leadership pattern are not replicable 
by subsequent organization generations. Without the capacity 
of replicability, it's difficult to learn from mistakes. Edu­
cational leaders are therefore prone to make the same error 
each time a similar problem is encountered. While leadership 



may come and go, management practice remains stable. Long­
range school system improvement is therefore a process of im­
pacting its basic management practice (p. 408). 
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According to English (1979), management has three primary functions 

in school system curriculum development: 

The first is to establish the mission of the school system in 
terms that are assessable and replicable. The second is to 
effectively and efficiently configure the resources of the 
system to accomplish the mission. The third is to use feedback 
obtained to make adjustments in order to keep the mission 
within agreed-upon costs (p. 409). 

Responsibility of Curriculum Leaders 

It is impossible to present a complete list of duties of the 

district-level administrator responsible for curriculum and instruction. 

However, Ching (1977), in a study of the role of the curriculum supervi­

sor and in an effort to define this position, listed the following areas 

of responsibility: 

Area One: Director of Curriculum/Instructional Development 

Area Two: Facilitator of Staff Professional Growth and 
Development 

Area Three: Consultant for Resources and Services 

Area Four: Coordinator of Conmunication/Information/ 
Publication 

Area Five: Member of Management Team 

Area Six: Member of the Profession (p. 5149a). 

Another investigator, Burchell (1965), made the following list, but 

concluded that teachers had a less clear picture of what to expect from 

curriculum leaders than did administrative personnel: 

1. Maintaining quality control over all matters pertaining to 
the instructional program; 

2. Providing consultative help and instruction/curriculum 
services; 



3. Arranging and/or conducting in-service education 
activities; 

4. Carrying out of administrative responsibilities in respect 
to curriculum and instructional operations; 

5. Providing liaison and furthering cooperation between the 
school organization and the cormnunity, especially in re­
spect to curriculum and instructional matters (p. 4358). 
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The following study confirms the ambiguity among teachers in their 

perceptions of the curriculum leader's role. Cawelti and Reavis (1980) 

identified four major instructional processes in large and medium city 

school districts and suburban school districts to see how well they were 

being performed. Today's instructional leader must possess skills in 

four areas which are referred to as process skills--these are the tools 

the principal or supervisor uses to become involved in instructional 

improvement. The processes wer.e: (1) curriculum development, (2) clini­

cal supervision, (3) staff development, and (4) teacher evaluation. 

Cawelti and Reavis questioned teachers. principals, supervisors, superin-

tendents. and assistant superintendents and found that the farther re- ~/ 

moved the group was from the classroom, the more effective they perceived 

the services to be. In almost all cases, fewer teachers than superin-

tendents and their assistants indicated that teacher needs were being 

met. Cawelti and Reavis (1980, pp. 8-9) recommended more research to 

determine 11 at what level in the school district •.• curriculum work 

[is] best accomplished. Where should the responsibility and resources 

for staff development be assigned? 11 

Mickelson, Appel, and Prusso (1969) studied the functions of the 

director of curriculum and instruction and delineated six "major tasks 11 

performed. Their functions involved (1) designing a framework, (2) plan­

ning activities, (3) evaluating practices, (4) conducting research, (5) 

coordinating and developing proposals, and (6) advising the board and 



26 

superintendent of all efforts focused on improving curriculum and 

instruction. 

Dudley (1973) conducted a study to ascertain from the literature 

what authorities proposed as significant aspects of the role of the edu­

cational consultant, and to ascertain the role of the consultant in the 

public schools in Lincoln, Nebraska, as perceived by various role groups. 

Participants selected for the study included elementary and secondary 

school teachers, elementary and secondary school administrators, members 

of the cabinet of the school superintendent, and educational consultants. 

Dudley ( 1973) defined consultants as those engaged as subject area spe­

cialists to assist teachers in the improvement of their school programs 

and classroom performance. 

Respondents to the survey were asked to rank items and major roles 

from 1 (most important) to 5 (least important). The five major roles 

were: (1) in-service, (2) procedural duties, (3) public relations, (4) 

supervision, and (5) leadership (Dudley, 1973). Dudley found that the 

role of leadership was ranked highest of all five major roles. The role 

ranking second was in-service, and third was supervision; public rela­

tions and procedural duties were ranked fourth and fifth. The major 

roles and items, as ranked by respondents to the survey, are shown in 

Tab le I. 

Marchak (1970} also investigated differing perceptions of the role 

of instructional supervisor among teachers, supervisors, and principals. 

Marchak found differences in role expectations of the instructional su­

perv·i sor among teachers, supervisors, and principals in Alberta, Canada. 

He utilized responses of the teachers, supervisors of instruction, and 

principals in determining divergence and convergence of role expectat1ons 

held for the supervisor of instruction in Alberta, Canada. Marchak used 
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TABLE I 

MAJOR ROLES OF THE EDUCATIONAL CONSULTANT 
IN PUBLIC EDUCATION 

Major Roles in Rank Order 

I. Leadership 

II. In-service 

III. Supervision 

IV. Procedural Duties 

Items Within Major Role Ranked High 
in Priority by Respondents 

(1) Provides leadership in curriculum 
projects 

(2) Provides leadership in diagnosing 
curriculum specific plan 

(3) Guides development of new courses 

(1) Assists teachers in planning and 
conducting building level in-service 
activities 

(2) Assists building administrators in 
planning/conducting building level 
in-service activities 

(3) Designs/instructs or contracts for 
instruction of in-service programs 

(4) Meets with teachers to supply con­
uing in-service experience in a new 
curriculum 

(1) Analyzes the adequacy of new or ex­
isting instructional programs or 
activities 

(2) Analyzes student achievement to in­
sure that the curriculum does promote 
the desired student educational 
development 

(3) Defines and redefines content, meth­
odology, materials, grade placements, 
time allocations, evaluation 
procedures 

(1) Arranges time, facilities, and 
materials for curriculum development 

(2) Advises schools in selection of 
materials and equipment 



Major Roles in Rank Order 

V. Public Relations 

TABLE I (Continued) 

Items Within Major Role Ranked High 
in Priority by Respondents 
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(1) Interprets program to various admin­
istrators, Parent-Teacher Associa­
tions, school visitors, and others 
in their field 

(2) Personally delivers and discusses 
with teachers the recent books, pam­
phlets, periodicals, and materials 
which deal with their particular 
subject areas 

(3) Communicates recent developments in 
their schools via memoranda, bulle­
tins, and newsletters 

a questionnaire consisting of 62 statements relative to the role of the 

supervisor: (1) providing staff assistance, (2) in-service activities, 

(3) supervision of instruction, (4) curriculum development, and (5) per-

sonnel responsibilities. These statements, however, were not listed in 

categorical order or by title in the actual questionnaire for the purpose 

of minimizing a possible halo effect, which might be created by the title 

of the category. Respondents were requested to rate each item on a five-

response Likert scale: (1) definitely should, (2) preferably should, (3) 

may or may not, (4) preferably should not, and (5) definitely should not. 

From the data collected, Marchak (1970) drew the following conclu-

sions: 

1. Expectations of the role of supervisor held by supervisors of 

instruction were not in consonance with the expectations held by the 
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principals, with supervisors being generally more supportive of the items 

in the instrument than were the principals. 

2. There was lack of agreement between the expectations held by 

supervisors and those held by teachers, with supervisors being more sup­

portive of the items than were the teachers. 

3. There was lack of congruence in expectations held by supervisors 

and teachers in all of the areas of responsibility studied. 

4. Teachers and principals did not hold congruent expectations of 

the role of the supervisor, with principals being, in general, more sup­

portive of the statements in the questionnaire than were the teachers. 

5. There was lack of congruence between the expectations of elemen­

tary and secondary teachers of the role of supervisor, with elementary 

teachers being more supportive, in general, of the statements in the 

questionnaire than were secondary teachers. 

Marchak (1970) found significant differences in the expectations of 

the role of the instructional supervisor as perceived by: (1) supervi­

sors of instruction and principals, (2) supervisors of instruction and 

teachers, (3) teachers and principals, (4) teachers with different num­

bers of years of train"ing, (5) teachers with elementary and teachers with 

secondary backgrounds, (6) teachers of different age groups, and (7) 

teachers with different numbers of years of teaching experience. On the 

other hand, there was no significant difference in the expectation sof 

the role of the supervisor of instruction as perceived by: (1) teachers 

from small, medium, or large schools and (2) male and female teachers. 

Another study of perceptions of the role of the curriculum supervi­

sor was conducted by MacNei l ( 1973). He conducted a survey with 950 

curriculum supervisors, superintendents, teachers, school board members, 

Department of Education officials, and professors of education from 
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various school systems and universities in four Maritime provinces of 

Canada. MacNeil used a 30-item questionnaire which identified eight 

major roles of the curriculum supervisor: (1) supervision and adminis­

tration, (2) evaluation, (3) preparing teaching aids and resources units, 

(4) personnel functions, (5) planning and developing curriculum programs, 

(6) relating school and community, (7) promoting research and experimen­

tation, and (8) in-service training. 

MacNeil (1973) found that: (1) there was little agreement between 

groups as to actual and ideal role of the curriculum supervisor, (2) 

there was little congruence between actual and ideal roles of supervisors 

within groups, (3) there was no overall agreement between the curriculum 

supervisor and the contact groups, and (4) there was little item-by-item 

agreement. 

Pucci (1973) also investigated perception relationships between 

expected role and actual role of the curriculum supervisor among supervi­

sors of curriculum, their coordinates, superordinates, and subordinates. 

Pucci developed a composite profile of the role of the curriculum super­

visor which was sent in the form of a questionnaire to 50 incumbent su­

pervisors, 50 superordinates, 150 coordinates, and 250 subordinates. 

Superintendents were categorized as superordinates, building administra­

tors who shared common responsibilities with supervisors were considered 

as coordinates, and classroom teachers were categorized as subordinates 

in Pucci 1 s study. He extracted and listed 40 role statements that were 

mentioned in 75% or more of the professional literary sources from 1950 

to 1973. These statements were confirmed by a jury panel of three 

educators. Pucci (1973) found a significant number of inconsistencies 

between role expectations as perceived by incumbent curriculum supervi­

sors and by the coordinates. On the other hand, there was no significant 
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number of inconsistencies detected between the role expectations as per­

ceived by incumbent curriculum supervisors and by either their superordi­

nates or their subordinates. These studies substantiated the statement 

by Alfonso, Firth, and Neville (1975) that evidence indicates that the 

role of supervisors is not clearly perceived. 

The curriculum director also has a role as change agent, as 

described by Depasquale (1979). In his study, he found that the director 

most often worked with administrators, and was the person depended upon 

for information, setting of goals, planning, and implementing an innova­

tion. He recommended that the curriculum leaders be well versed in re-

search so that information could be provided as appropriate. Guffey 

(1977) also found that the greatest expectation for the curriculum leader 

that principals, superintendents, and directors expressed was for him or 

her 

••• to keep abreast as a generalist of the latest development 
affecting the curriculum by reading widely, attending profes­
sional meetings, visiting other school systems, and other means 
that will contribute to professional growth (p. 5158a). 

Curriculum change, to be effective, must be directed by a central 

office administrator who is able to assume responsibility for implementa­

tion, monitoring, and evaluation of the new program (Tankdard, 1974). 

Tankdard also stressed responsibility of the curriculum director to work 

directly with staff members to evaluate their activities and to make 

necessary changes in personnel. 

These administrative responsibilities of the curriculum leaders in a 

district do not appear to be well understood by principals and teachers. 

Ridley {1977) found that these two groups did not expect the director to 

have the high level of administrative function. that they, in fact, did 

have. 
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Saylor and Alexander (1966) discussed the need for the curriculum 

director to work with groups, and the three primary tasks that he or she 

must accomplish: 

1. Leading the curriculum planning process. 

2. Coordinating efforts of all groups and individuals working on 
curriculum problems. 

3. Acting as a change agent for curriculum improvement (p. 505). 

Even though Saylor and Alexander published their book in 1966, their 

emphasis on the knowledge of the curriculum director with respect to new 

methods and materials is still timely. They stated: 

The competent leader is able to bring to planning groups a 
wide range of information ahd ideas about sources of subject 
matter and types of learning experiences. He is able to call 
on specialists in the various areas for expert counsel on the 
selection or development of materials in their respective 
fields. • • • The curriculum leader, however, does need comp­
rehensive knowledge about current research and experimental 
projects in the various areas so that he can bring reports of 
these to the particular planning groups (pp. 506-507). 

Saylor and Alexander (1966) spoke of the curriculum director as a 

generalist making use of specialists and having broad but specific knowl­

edge in all areas of curriculum. Sergiovanni (1980) emphasized the crit­

ical necessity of efforts to understand how learning takes place in 

classroom settings. The curriculum director must help to fill that gap 

in training by assessing needs and developing in-service education to 

meet those needs. Staff development with use of new knowledge in the 

mechanics of learning, then, is an emerging task for curriculum special-

ists, according to Sergiovanni (1980). He stated: 

It seems likely that in the 1980 1 s ••• staff development 
will be such an important function for most districts that 
administrators will continue to be involved in traditional 
programs, teacher groups will evolve even more effective mech­
anisms than teacher centers, and individuals will be even more 
conscious of their needs and opportunities (p. 279). 
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Bradley {1985) discussed the variations of curriculum leadership and 

leadership styles: 

The curriculum leader 1 s intent and behavior should be directed 
toward making the role of curriculum leader as tangible as 
possible. The educational hierarchy is building based: The 
superintendent is 1the boss• of all the buildings. The princi­
pal is 1 the boss• of his or her building. These are tangible 
functions. All jobs that revolve around the building structure 
are not as tangible. The curriculum leader should continually 
strive to make the role tangible in the perceptions of the 
school and community. Unless the people in the organization 
clearly know what a person does, that position cannot reach its 
potential. Clarity leads back to tangible roles. Ambiguity 
produces intangible roles and, eventually, role conflict. Role 
conflict and ambiguity have been the major problems for cur­
riculum leaders since the inception of the position. 

The curriculum leader should base his or her behavior on the 
need for a clear and tangible definition and perception of the 
role. A unique aspect of the curriculum leader role is that it 
is process expertise based rather than content expertise based. 
Most educational administration positions are content expertise 
based: The superintendent is expected to be knowledgeable in 
school finance, public relations, business management, and so 
on. The principal is expected to be able to manage the build­
ing, administer pupil personnel and staff personnel, and handle 
like details. A curriculum leader 1s position is viewed differ­
ently. Because of the diverse academic nature of curriculum, 
the curriculum 1 eader is not expected to be an expert in a 11 
content areas. The teachers, supervisors, and other special­
ists in the content areas will supply the content expertise. 
What is expected of the curriculum leader is process expertise. 
The staff expects, and in fact will demand, input into the 
curriculum content. However, the rest of the curriculum devel­
opment should be planned and facilitated by the curriculum 
leader. The curriculum leader is expected to be knowledgeable 
in curriculum planning, design, format, decision making, and 
evaluation. 

These processes are similar regardless of the academic field of 
the curriculum development. It could be science, math, or any 
other academic discipline. If the curriculum leader can lead 
the curriculum development process equally well, regardless of 
the subject being developed, it can be assumed that he or she 
has process expertise. However, these content decisions are 
only a small part of the total curriculum development. Someone 
must facilitate the whole process. That facilitation of the 
process, from planning through evaluation, is process expertise 
{p. 891). 
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Professional Education, Training, and Certification 

of Curriculum Leaders 

Saylor and Alexander (1966), while admitting that there was probably 

no professional preparation program that contained all the requisites 

they listed, still presented a list of invaluable experiences for aspir-

ing curriculum leaders: 

1. Courses in the theory and practice of curriculum planning 
and improvement. 

2. Advanced graduate work and other specialization in at least 
one academic discipline to develop competence in its method 
of inquiry. 

3. Study of written cases of curriculum problems from actual 
school situations. 

4. Participation as observers and members in various types of 
curriculum planning groups. 

5. Review, in seminar-type class, of current curriculum re­
search and curriculum research proposals. 

6. Examination of the research and literature for sources 
pertinent to specific curriculum problems. 

7. Development of courses of study, curriculum guides, and 
resource units, both as graduate assistants to ongoing 
curriculum programs, and as participants in school planning 
groups. 

8. Service as an assistant or associate of an established 
curriculum director or professor of education who is often 
a curriculum consultant (pp. 516-517). 

Table II {from a similar study by Ching, 1977) represents the vari-

ous views on the roles and responsibilities of the curriculum leader as 

preceived by educators involved in the field of curriculum. Educators 

continue to emphasize the ambiguity of the role of the curriculum leader 

in the educational system; many authorities, nevertheless, have expressed 

their views on what the role of the curriculum leader should be. 



Writer/Year 

Yerian (1965) 

Miller & 
Hudspeth 
(1966) 

Wear (1966) 
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TABLE II 

VIEWS ON THE ROLES AND RESPONSIBILITIES OF 
THE CURRICULUM LEADER 

Focus on 
Supervision 

Leadership in improve­
ment of instruction 

Catalyst in the role 
of teacher in use of 
educational media/ 
technology 

Coordination of con­
tributions of many con­
sultants to education 

Supervisory Involvement/ 
Role/Responsibilities 

Assists in formation and ful­
fulfil lment of objectives 
within a group 

Uses skills in human relations 
and group processes 

Uses skills in personnel ad­
ministration: participation 
in staff se·lection, growth, 
personal needs, evaluation or 
self-evaluation of instruction 

Keeps abreast of new methods/ 
materials 

Generates testable ideas 

Works with teachers to test 
new ideas/materials 

Generates development of 
learning systems incorporated 
with use of media in the 
classroom 

Encourages and facilitates 
innovation 

Possesss understanding of: 
(1) the school as a social 

institution 
(2) the total school program 

and role of faculty/staff 

Identifies in-service needs 
and selects appropriate con­
sultants to fulfill needs 

Uses skills in curriculum 
building and research 



Writer/Year 

Wear (1966) 
{cont.) 

Phipps (1966) 

Turney (1966) 
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TABLE II (Continued) 

Focus on 
Supervision 

Improvement of in­
struction; motivation 
for teacher growth; 
curriculum development 

Services which contri­
bute directly to the 
improvement of class­
room instruction 

Supervisory Involvement/ 
Role/Responsibilities 

Understands aspects of insti­
tutional improvement and human 
development 

Uses knowledge of instruc­
tional materials, communica­
tion, teaching and leadership 
techniques, problem-solving, 
and group processes 

Visits classrooms and observes 
teaching 

Conducts conferences for im­
provement of instruction and 
design of action research 

Assists teachers in examining 
their beliefs/values and modi­
fying them in light of new 
findings in research 

Helps teachers master substan­
tive content, attain teaching 
competency, test new ideas 

Uses skills in analysis of 
teaching and variety of 
research techniques 

Employs techniques in individ­
ual and group counseling 

Uses skills in instructional 
media 

Possesses thorough understand­
ing of structure of knowledge 
in content areas 

Uses skills in communication, 
administration, management, 
and curriculum construction 
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TABLE II (Continued) 

Focus on 
Writer/Year Supervision 

McMaster (1966) Improvement of class­
room instruction 
through growth of 
supervisor, teacher, 
and child 

Rutrough (1967) Personnel adminis­
tration 

Gillenwater 
(1967) 

Resource for new devel­
opments in teaching of 
geography; catalyst for 
motivation of teachers 
to keep abreast of 
current trends 

Supervisory Involvement/ 
Role/Responsibilities 

Uses team approach in working 
with teachers 

Assists teachers with methods/ 
materials/techniques 

Talks/works with students 

Assists in planning in-service 
programs 

Develops/tests new approaches 
in teaching/learning 

Visits classrooms 

Helps in curriculum planning 

Participates in professional 
activities in other districts 

Plans/conducts continuing ori­
entation programs for new 
teachers and enhances human 
interaction in the school 

Plans/directs relevant in­
service programs 

Helps create climate conducive 
to development of good morale 

Helps faculty and staff in 
problem-solving, staff selec­
tion, job description and 
requirements, professional 
motivation, evaluation, estab­
lishing effective working re­
lationships, work assignments 

Observes teacher in classroom 

Participates in curriculum 
revision 

Plans/conducts workshops for 
teachers 



Writer/Year 

G i 11 enwater 
(1967) (cont.) 

Lovell (1967) 

Mcclay (1967) 

Enns (1968) 
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TABLE II (Continued) 

Focus on 
Supervision 

Facilitation of 
improved teaching 
behavior 

Teacher education 

Effectiveness of learn­
ing and teaching: work­
ing directly with 
teachers 

Supervisory Involvement/ 
Role/Responsibilities 

Assists in planning meaningful 
programs for student teaching 

Participates in selection of 
geography teachers 

Develops goals in view of 
goals of institution 

Assists in planning/coordinat­
ing programs for teacher pro­
fessional development 

Develops systematic procedure 
for evaluation of outcomes 

Participates in problem­
solving in curriculum develop­
ment 

Recruits prospects for teacher 
training 

Participates in teacher 
selection 

Orients new teachers 

Assists teachers in instruc­
tional improvement 

Assists in planning/facilitat­
ing teacher in-service pro­
grams 

Meets with teacher educators 

Conducts research 

Develops techniques in inno­
vation 

Staffing, recruitment/selec­
tion, orientation, placement, 
assessment of teaching compe­
tence, promotion, transfer, 
dismissal 



Writer/Year 

Enns (1968) 

Weischadle 
(1968) 

Witherow 
( 1968) 
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TABLE II (Continued) 

Focus on 
Supervision 

Supervisory Involvement/ 
Role/Responsibilities 

Motivation/stimulation for 
professional improvement 

Consultation for groups and 
individuals 

Program development 

Evaluation 

Leadership for improve- Stimulates ideas 
ment of curriculum and 
instruction Provides motivation and 

direction 

Guidance for teachers 
in improvement of 
instruction 

Encourages participation and 
leadership 

Effects change 

Instigates change in curric­
ulum and instruction 

Provides stimulation for im­
provement of instruction and 
creativity 

Develops plans; provides 
follow-up 

Assists teachers increase 
teaching competency 

Serves as resource person 

Makes demonstrations and dis­
plays of new materials avail­
able for teachers 

Provides commendation and rec­
ognition of teachers who try 
new teaching procedures 



Writer/Year 

Doyle ( 1968) 

Mickelson, 
Appel, & 
Prusso (1969) 

Turner (1976) 

Hughes & 
Achilles 
( 1971) 
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TABLE II (Continued) 

Focus on 
Supervision 

Behavior specialist 

Curriculum development; 
improvement of instruc­
tion; administration 

Development of in­
service programs 

Change and innova­
tion 

Supervisory Involvement/ 
Role/Responsibilities 

Provides feedback to the 
teacher on his/her teaching 
behavior in the classroom: 
observes/records verbal be­
havior and communicates the 
behavior to the teacher 

Consults the teaching, admin­
istrative, and counseling 
staffs in supervisory pro­
cesses 

Designs structure and devel­
ops plans for curriculum 
change 

Implements plans for curricu­
lum change; provides for eval­
uation of curriculum 

Conducts research 

Develops and coordinates 
funded projects 

Provides means for retraining 
in any innovative program 

Maintains conununication with 
school personnel/clientele 

Provides means for examining 
new curriculum 

Keeps faculty informed of de­
velopments at district level 

Encourages teachers to be con­
tinuous learners in their con­
tent areas 

Involves teachers in develop­
ment of in-service programs 

Initiates change 

Develops strategies for change 
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TABLE II (Continued) 

Writer/Year 

Hughes & 
Achilles 
(1971) (cont.) 

Focus on 
Supervision 

Selland (1971) Guidance activities 

Harbeck (1971) Improvement of quality 
of science education 

Supervisory Involvement/ 
Role/Responsibilities 

Provides assistance throughout 
entire process of change 

Provides educational informa­
tion 

Assists in techniques used in 
guidance and record keeping 

Encourages use of co11111unity 
resources 

Provides guidelines for eval­
uation of guidance activities 

Demonstrates interest in per­
sonal problems of teachers 

Helps teachers solve work 
adjustment problems 

Assists teachers in obtaining 
help for persu.: .... i ity improve­
ment 

Helps teachers organize and 
implement community responsi­
bilities 

Guides/coordinates curriculum 
revision 

Introduces new material, pro­
vides demonstration of use of 
the materials 

Implements innovative programs 

Provides meaningful, well­
planned in-service teacher 
education programs 

Provides consultant services 
to teachers and other school 
staff 



Writer/Year 

Harbeck (1971) 
(cont.) 

Willower, 
Cistone, & 
Packard (1972) 

42 

TABLE II (Continued) 

Focus on 
Supervision 

Translation of commu­
nications between the 
technical (teaching) 
and managerial (admin­
istrative) subsystems 

Supervisory Involvement/ 
Role/Responsibilities 

Participates in planning for 
physical plants and equipment 

Performs administrative 
duties: prepares reports, 
advises on budgetary 

Preparation, assists in eval­
uation/scheduling/staffing 

Keeps community informed of 
developments in program 

Serves as a liaison between 
school and community 

Works with colleges and uni­
versities in planning program 
of instruction in-service and 
in field-testing new instruc­
tional techniques 

Cooperates with state super­
visors in development of edu­
cational programs 

Participates in professional 
organizations 

Writes for publication 

Keeps informed of new devel­
opments in education 

Assumes responsibility for own 
in-service education and pro­
fessional development 

Serves as liaison between the 
teaching personnel and admin­
istration 

Represents interests of the 
teaching personnel in dealing 
with administration on prob­
lems affecting teaching per­
formance and concerns 
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TABLE II (Continued) 

Focus on 
Writer/Year Supervision 

Jennings (1972) Curriculum change 

Brodbelt 
(1972) 

Babin (1972) 

Accountability with 
improvement of over­
a 11 effectiveness in 
teaching 

Catalyst\supporter of 
teacher professional 
equipment 

Supervisory Involvement/ 
Role/Responsibilities 

Monitors interactions of indi­
viduals and groups within the 
cpmmunity who influence 
d~cision-making 

Keeps community informed on 
school curriculum 

Organizes concerns of staff 
for presentation to proper 
authorities; plans for obtain­
ing administrative action on 
concerns 

Utilizes expert panels and 
advisory committees in a 
politically strategic manner 
in affecting change 

Examines instructional 
techniques 

Classifies teaching diffi­
culties 

Keeps informed of new curric­
ulum materials and teaching 
techniques 

Assists teachers in determin­
ing and directing their own 
programs for growth and 
development 

Assists teachers in hypotheses 
and diagnoses of problems 
relative to teaching 

Utilizes principles of indi­
vidualization in working with 
teachers 
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TABLE II (Continued) 

Writer/Year 

Babin ( 1972) 
(cont.) 

Focus on 
Supervision 

Toepfer (1973) Instructional improve­
ment and innovation 

Burgy (1974) In-service teacher 
education; curriculum 
development; public re­
lations; personal pro­
fess iona 1 growth 

Supervisory Involvement/ 
Role/Responsibilities 

Keeps well-informed of curric­
ulum developments through 
review of literature, visita­
tions, conferences, and close 
relationships with colleges 
and universities 

Identifies prerogatives and 
needs 

Works with staff and community 
to identify needs of the 
school 

Involves teachers in decision­
making 

Assists in development of in­
service staff development pro­
gram 

Guides assessment and selec­
tion of physical facilities 
for innovative programs 

Visits classes; dialogues 
with teachers to identify 
problem areas 

Writes/publishes monthly 
supervisory bulletins 

Teaches demonstration 
lessons 

Evaluates curriculum ma­
terials 

Develops public relations 
through newspaper articles; 
appearances before groups; 
home visitations 



Writer/Year 

Burgy (1974) 
(cont.) 

Abrell (1974) 

Eye ( 1975) 
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TABLE II (Continued) 

Focus on 
Supervision 

Humanistic superv1s1on 
for teacher growth and 
improvement of instruc­
tion 

Analysis, design imple­
mentation, stimulation, 
evalution 

Supervisory Involvement/ 
Role/Responsibilities 

Maintains professional growth 
program: reads professional 
journals, attends conferences; 
maintains membership in pro­
fessional organizations; main­
tains familiarization of new 
materials 

Creates environment which en­
courages teacher growth and 
fulfillment 

Helps teachers assess own 
needs 

Assists teachers in planning 
goals/objectives and strate­
gies for their attainment 

Obtains materials and services 
of resource persons needed to 
meet goals/objectives 

Assists teachers in appraisal 
and evaluation of efforts to 
achieve goals/objectives 

Establishes open and trusting 
relationships with others 

Identifies needs, aspirations, 
talents, and goals of teachers 
and the school 

Involves teachers in planning 
of strategies to achieve 
goals/objectives 

Observes teaching 

Analyzes observations and pro­
vides feedback 

Creates corrmunication network, 
including all personnel in­
volved, for purposes of col­
laborative action 



Writer/Year 

Eye {1975) 
{cont.) 

Goens & 
Lange (1976) 
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TABLE II {Continued) 

Focus 
on Supervision 

Analysis of instruction 
for improvement of 
instruction 

Supervisory Involvement/ 
Role/Responsibilities 

Stimulates $Chool system in 
keeping co11UJ1on purposes in 
focus 

Identifies/recognizes individ­
ual expertise among school 
personnel 

Offers appropriate, relevant 
services to all school person­
nel in an effort to achieve 
common goals 

Assists others in engaging in 
self-analysis/self-assessment 

Provides direction in plan­
ning/designing curricular 
activities 

Initiates/develops internal 
evaluation strategies 

Helps in orientation of new 
teachers 

Encourages/stimulates exer­
cise of creativity efforts 

Models behaviors expected of 
those being supervised 

Designs and implements 
programs 

Stimulates and initiates 
ideas among staff members 

Directs and controls programs/ 
processes as needed 

Analyzes and appraises prog­
gram processes 

Establishes helping relation­
ships with staff members 
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The training one receives must be designed to develop the specialist 

in curriculum and instruction, which is necessary in today 1s education. 

Foster ( 1981, p .87) concluded: 11 Curricul um and instruction development 

is clearly the single most important critical task area in elementary 

school administration as ranked by both responding principals and profes­

sors.11 He also found that there was close agreement between the princi­

pal •s rating of his/her own effective behavior in instruction and cur­

riculum planning and the professor•s rating for task performance. Foster 

(p. 90) stated: 11This suggests that the universities may well be on 

target in providing the needed pre-service training for administrators in 

this area. 11 

Mickelson, Appel, and Prusso (1969) noted that the director of cur­

riculum and instruction was most often a 1 ine position rather than a 

staff assignment. They questioned whether or not training had been di­

rected toward line relationships and responsibilities and suggested the 

need for more information on this question. 

Hansen (1974) saw a pressing need for training in this area so that 

better programs could be designed and more effective instructional tech­

niques used. Hansen (p. 85) also stated: 11 Another administrative lead­

ership necessity is the ability to identify and to exact the elements of 

•good teaching. 111 Those who will evaluate good clas .. sroom practices must 

be able to recognize them and specify what changes will bring about im­

provement. Changes must be justified and rational, and administrators 

need a strong philosophical background in order to correctly evaluate 

proposed innovations and to make good decisions. There has been a tend­

ency to jump on the bandwagon without carefully matching program, as­

sessed need, and stated goals. 
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University training programs and staff development activities area a 

prime requisite to effective instructional leadership, according to Ca­

welti (1980). In a study conducted by the ASCD ( 1976), standards and 

guidelines were developed with assistance from individual members of the 

ASCD who served on a working group and executive council. The group 

began an intensive study on the role, function, and preparation of the 

curriculum worker in 1974. The summary of their efforts was published in 

1976 by ASCD entitled "Curriculum Leaders: Improving Their Influences, 11 

which resulted in their Standards and Guidelines for Evaluation of Gradu­

ate Programs Preparing Curriculum Leaders. As part of their initial 

study on curriculum leadership, it was stated that the preparation of 

curriculum leaders is the responsibility of those presently engaged in 

the field of curriculum. If the curriculum leader is needed, that indi­

vidual ought to be a product of the finest development the curriculum 

field has to offer. Further, it is at least the responsibility of pres­

ent leaders in the field to provide assurances that the preparation pro­

grams meet minimum standards of quality. This concern for quality is 

exhibited through agreement on standards and guidelines considered essen­

tial to the sound preparation of curriculum leaders for American schools 

in meeting their obligations to the youth they serve. Curriculum leaders 

must initiate, maintain, and improve all program activity from an in­

formed position. This informed position includes clearly articulated 

statements on the important elements for curriculum leaders in improving 

the education of learners. Preparation is a matter of knowledge, skills, 

values, and experiences. For the curriculum leader in each school sys­

tem, preparation should inlcude formal coursework and opportunities to 

demonstrate competencies. Throughout this study, reference was made 

to curriculum leadership in elementary and secondary level schools. 
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Curriculum leadership positions range widely, from university professor­

ships to teacher leaders, and may traverse a range of school and profes-

sional activities. These phenomena must be considered when planning and 

evaluation occurs. 

In another publication which was part of the initial study done by 

the ASCD (1976) addressing the certificating of the curriculum leader and 

the instructional supervisor, Chairperson A. W. St4rges, along with com­

mittee members H. Gi vi ns and E. McNei 1, researched and studied state 

certification. In their survey of the certification practices of the 

states, Sturges, Givins, and McNeil found a fair degree of confusion with 

regard to the curriculum director. While most of those surveyed agreed 

upon the overall mechanisms and general boundaries of certification for 

the curriculum director, it was clear that the various states considered 

the position in various ways. Regarding certification, the committee 

concluded that preparation is a combination of knowledge and implementa-

tion skills. A minimum program is necessary for entrance into any pro­

fession; continuing preparation and practice are mandatory for continued 

growth. For the curriculum leader in each school system, the preparation 

should include formal coursework and opportunities to practice required 

abilities to implement various areas of curriculum, instruction, and 

administration. Based on the findings of the committee, a curriculum 

leader should have: 

1. Experience 

a. Minimum of two years of classroom teaching experience 

b. Minimum of one year leadership experience (such as depart­
ment chairperson, elementary or secondary principal, intern­
ship, supervisor). 

2. Preparation 

a. Certification as a teacher 



50 

b. Preparation in a related area (for example, additional prep­
aration in elementary education). 

c. Completion or equivalent of an educational specialist degree 
leading to certification as a curriculum and instruction 
leader with courses and experiences in the following areas: 

(1) Curriculum, including: 

(a) Theories of curriculu~; ~odels of curriculum 
development 

(b) Knowledge and ability to apply skills of social 
research, including problem identification and the 
collection and analysis of data, to program 
planning. 

(c) Abilities to develop pirection for a school system 
relating to local, st~te, and national needs. 

(d) Possession of skills and abilities to construct 
educational programs. 

(e) Ability to identify appropriate criteria to evalu­
ate programs. 

(2) Instruction, including: 

(a) Abilities to apply theories of instruction and 
supervision to the improvement of instruction. 

{b) Knowledge of evaluative procedures to assume suc­
cessful implementation of appropriate instruc­
tional procedures. 

(c) Recognition of differences in style and learning 
rates of students with varying backgrounds and 
cultural, ethnic, social, economic, and religious 
backgrounds. 

(3) Leadership, including: 

(a) Processes and purposes of organization (organiza­
tional theory). 

{b) Management skills to provide human and material 
resources for facilitating curricular and instruc­
tional changes. 

(c) Abilities to prioritize, in relation to district/ 
state/national goals, and to possess decision­
making skills within a framework of sound human 
expertise and fiscal resources. 
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(d) Leadership skills in mobilizing the talents and 
abilities of co-workers (human relations skills 
included in this category). 

Unruh (1983) wrote: 

Curriculum leadership can be measured by the degree of 
competence shown in acquainting the participating groups and 
individuals with the best that is known from related research 
and employing a range of organizational skills, including iden­
tifying needs and problems by unbiased methods, defining goals 
and objectives at several levels of decision making, developing 
plans and procedures that elicit the trust and cooperation of 
the participants involving people of different as well as like 
interests and backgrounds, finding ways to conmunicate and use 
feedback from inside the school and with external groups, and 
using implementation and evaluation processes that will produce 
continuing and constructive change and renewal • 

.. 
Curriculum leaders at all levels, whether principal, su­

perintendent, curriculum director, government official, or 
others, have unique opportunities for growth in political 
skills. Sharing power over curric~lum development with teach­
ers, students, experts, scholars, parents, and other citizens 
is difficult and involves risks. Whether the involvement of 
these various groups leads to success in curriculum development 
may depend on the ability of the leaders to view the new con­
stituents in education, not as competitors for a limited amount 
of power, but as previously untapped sources of leadership and 
influence in the field of education (pp. 109-110). 

Bradley (1985) concluded: 

••• the heart of the current emphasis on educational excel­
lence is a new priority on curriculum development. This pri­
ority can only be achieved through effective curriculum 
leadership which is needed to bring curriculum development to 
the forefront of education (p. 153). 

Sunmary 

Defining the role of any professional position is difficult. The 

notion that a 11 professional 11 is a person who recognizes opportunities for 

services and then performs those services is reasonably well established. 

Ethical considerations require that professions render only those 

services for which they have been prepared. In the education profession, 

it is particularly difficult to determine the antecedent preparation to 
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qualify an individual to perform tasks. This is, at least in part, the 

result of the uniqueness of the acts of teaching and learning. The data 

reported in this chapter establish a clear differentiation of responsi­

bilities for instructional supervisors and curriculum directors based 

upon the perception of a sampling of professors of supervision, superin­

tendents, and instructional supervisors. 

Over the years, history and historical research shows that leader­

ship directed toward curriculum planning and evaluation is an essential 

part of any instructional program. There are clearly identifiable pro­

cesses that are shown to be part of that leadership. The major function 

of the position of curriculum leader evolved from many different educa­

tional and administrative forms; however, there is no clear perception of 

the role of the curriculum leader among teachers or even administrators. 

The general consensus of a large majority of professionals and 

authorities of curriculum and supervision is that the purpose of curricu­

lum leadership and supervision is the improvement of instruction. While 

a few major studies have been conducted to determine the role of the 

curriculum leader and many professionals and authorities in the field 

have expressed views on the role of the curriculum leader, there is still 

a definite need for a clear identification of the specific roles and 

responsibilities of the curriculum leader. 

The tasks that must be accomplished by the curriculum leader of the 

future are many. They include a thorough awareness of current research 

related to al 1 aspects of curriculum improvement and a highly technical 

approach to change both in assessing needs and in working with various 

educational groups to achieve accepted goals. 



CHAPTER III 

METHODOLOGY AND PROCEDURES 

Introduction 

As stated in Chapter I, the curriculum leader's position is one of 

importance in a school district. The person in this position has the 

influence and opportunity to shape the direction of learning for students 

and the level of training for staff within the district. In this fast­

paced, ever-changing technological society, the curriculum expert must 

be involved in many decisions that will bear directly upon the students' 

abilities to meet the challenges they will face. It is important, there­

fore, to look carefully at the position as it is today and at how those 

within the field foresee it becoming in order to ensure adequately and 

appropriately prepared personnel for this position in the future. 

Each of the school districts in Oklahoma employs someone to oversee 

the instructional program of the district. In small districts, the 

superintendent assumes this responsibility, or he or she may delegate the 

responsibility to another administrator. In larger districts, it may be 

delegated to an assistant superintendent, administrative assistant, or 

even to a building administrator or assistant. 

Variation in organization is matched by variation in the tasks as­

signed to the position. In a rapidly changing world with schools the 

focus of pressures, it is important to study this position as it exists 

53 
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today and as it needs to become in order to meet the demands pl aced on 

it. 

This study was undertaken in order to answer five major questions: 

1. What is the background and training of curriculum leaders and 

educators holding positions within the public schools of Oklahoma? 

2. What responsibilities are currently being performed by these 

curriculum leaders? 

3. What changes are likely to occur in the kind of instructional 

services provided by curriculum leaders within the next 10 years? 

4. What training must be provided to curriculum leaders to enable 

them to carry out their responsibilities presently being performed now 

and in the future? 

5. What standards and guidelines are necessary for evaluation of 

graduate programs for preparing curriculum leaders? 

Recent research has focused on the specific teaching techniques that 

were associated with greater achievement in the classroom. There have 

also been studies on teacher training and models developed to maximize 

transfer of effective behavior from a workshop atmosphere to the class­

room. The curriculum leader will be responsible for developing programs 

that will maximize the learning that is occurring in the district. This 

study was designed to strengthen the skills and provide training in ap­

propriate areas for those who will be delivering curriculum services 

within the next 10 years. 

Design of the Study 

This was a descriptive study in that there was a strong look at the 

preparation in experience and training of administrators holding the 
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position of curriculum leader. The study attempted to cover major areas 

identified by the questions addressed. 

Population and Sampling Procedure 

To obtain data related to the state of Oklahoma, the size of dis­

trict, and the responses of superintendents and administrators or educa­

tors involved in curriculum leadership, the following procedures were 

implemented: 

1. The initial population included randomly selected public school 

districts of Oklahoma at levels K-12. 

2. The school districts were divided into groups according to the 

average daily attendance (ADA). These groups were broken down in the 

following manner: school districts with a school population greater than 

10,000; school districts with a school population of 5,000 to 10,000; 

school districts with a school population of 1,000 to 5,000; school dis­

tricts with a school population of 500 to 1,000; and school districts 

with a school population of less than 500. 

3. For survey purposes, the state was divided into four geographic 

areas and schools from the above groupings were selected at random from 

each geographic area. 

Using the information found in Table III, a letter and questionnaire 

were mailed to district superintendents of each independent school dis­

trict or dependent school district principal selected for the study in 

each geographic area of the stae, requesting that they provide the neces­

sary information contained in the questionnaire or that they forward the 

questionnaire to the i ndividua 1 who had responsibility for curriculum 

leadership of the district. 
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Table IV displays data on the organization of school districts re­

sponding to the survey. Table V indicates the types of responses re­

ceived from the school districts. 

TABLE III 

SCHOOL DISTRICT POPULATION BY GROUPS 

District Group Number of Districts 

Grade Levels 
Served 

K-8 

K-12 

Total 

Group I {> 10,000} 4 

Group II {5,000-10,000} 4 

Group III (l,000-5,000) 28 

Group IV {500-1,000) 27 

Group V {<500) 37 

Total 100 

TABLE IV 

ORGANIZATION OF SCHOOL DISTRICTS 
RESPONDING TO THE SURVEY 

Number of 
Districts 

10 

90 

100 

Number of Districts 
Responding 

7 

65 

72 

Percentage 

7 

72 

72 
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TABLE V 

TYPES OF RESPONSES FROM SCHOOL DISTRICTS 

Types of Response Number Percentage 

Answered questions on survey 72 72 

District policy forbids 
response to survey 0 0 

No response received 28 28 

Total 100 100 

Instrumentation 

To obtain data for the study, a survey instrument developed and used 

in two earlier studies on the curriculum leaders' position by Ching 

(1977), modified by Box (1983) for use in a similar study was used for 

obtaining data for the present study. Names and locations of selected 

school district administrators were obtained from one of two sources: 

(1) the Oklahoma Educational Directory (1989), published by the State 

Department of Education, or (2) the Cooperative Council for Oklahoma 

School Administration Office. A complete listing of all selected dis­

tricts surveyed appears in Appendix B. 

The survey instrument was prepared in three parts. Part I gave 

information about the background and training of the respondent. Part II 

asked about current leadership responsibilities and the respondents' 

ideas about what would become the demands of the position within the next 

10 years. Part III was directed towards important skills and training 
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needed to fulfill the requirements of the position now and in the future. 

A copy of the survey may be found in Appendix E. Since the questionnaire 

was a modified instrument developed for this study, a pilot questionnaire 

was field tested. 

The survey instrument, along with a formal cover letter explaining 

the study and the procedures to be fol lowed, was sent to 75 randomly 

selected public school district superintendents and dependent school 

district principals. Each district administrator was respectfully asked 

to fill out the survey or forward it to the individual in charge of cur­

riculum leadership within the school district for their responses, com­

ments, and suggestions. A copy of the pilot survey letter sent with the 

survey is included as Appendix C. Forty-one of the 75 districts re-

sponded to the request and it was found that no revisions were recom-

mended by any of the respondents surveyed. Data shown in Table VI are 

the sampling and return rate of the pilot questionnaire. 

TABLE VI 

SAMPLING AND RETURN RATE FOR PILOT 
QUESTIONNAIRE 

Number of Questionnaires 
Sent to Districts Number Returned Percentage of Return 

75 41 55 
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Collection of Data 

Surveys were mailed with a formal cover letter explaining the study 

and the procedures to be followed. Surveys were sent to randomly se­

lected public school district superintendents and dependent school dis­

trict principals. Each district administrator was respectfully asked to 

complete the survey or forward it to the individual in charge of curricu­

lum leadership within the school district. The surveys were mailed di­

rectly to each school district administrator with a self-addressed, 

stamped envelope included. A copy of the formal letter sent with the 

survey is included as Appendix D of the study. 

Each of the survey responses was ta 11 i ed and a percentage of the 

total calculated for every item on the survey. The number used for the 

total and in calculating the percentage was the number of districts actu­

ally completing the survey. Where a respondent was requested to rank by 

relative importance, a mean of all the rankings was calculated for each 

item. 

After a percentage response was calculated for each of the items in 

Part II of the instrument, a total percentage of responses was calculated 

for each column in each of the six areas. This was accomplished by add­

ing together the number of responses in each column and dividing by the 

total number of responses possible. The survey included as Appendix F 

lists the percentage of responses for each item. 

In order to tabulate data and to see at a glance the responses for 

each district, a sheet was ruled vertically and horizontally. Each dis­

trict was listed by number on a row, and every part of each question was 

coded and allocated one column. Totals of responses were counted in each 

column, and the percentage of the total was calculated. 
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Directions in Part II of the survey and again for the last question 

in Part III allowed respondents to check multiple answers for individual 

questions. The possible answers were entered in the tabulation column by 

color according to the choice of response. Total responses were counted 

and percentages calculated for each type of response. 

Presentation of the Data 

The data from the survey instrument are presented in Tables VII 

through XXVI and through the discussion in Chapter IV. The first section 

presents the information relative to the first question of the study 

concerning background and training of present curriculum 1 eaders. The 

second section combines the information on current responsibilities of 

the leaders and their perceptions of how those responsibilities may 

change within the next 10 years. In the third section, the discussion 

centers on the skills and training necessary for effective performance by 

curriculum leaders in the future and what standards and guidelines are 

necessary for evaluation of graduate programs for preparing curriculum 

specialists. 

The final section of Chapter IV consists of a list of findings of 

the study. These findings are included in the discussion of each of the 

tables within the first three sections of the chapter. The su11111ary, 

conclusions, and recomnendations are contained in Chapter V. 



CHAPTER IV 

PRESENTATION AND ANALYSES OF FINDINGS 

Introduction 

The purpose of this chapter is to present and analyze the results of 

the data collected from this study. An attempt was made to answer five 

major questions. Data were also collected to provide a general back­

ground of the respondents who took part in this study. 

The format of presenting and analyzing the data in this chapter will 

be to analyze the data as it relates to the five major questions ad­

dressed. Through this analyses, the five major questions attempted to be 

answered by this study will be addressed. The findings of the study are 

presented in relation to each of the questions of the study. 

The present study was conducted to determine the answer to five 

questions about curriculum leadership in the public schools of the state 

of Oklahoma. The questions addressed were the following: 

1. What is the background and training of curriculum leaders hold­

ing positions within the public schools of Oklahoma? 

2. What responsibilities are currently being performed by these 

curriculum leaders? 

3. What changes are likely to occur in the kind of instructional 

services provided by curriculum leaders within the next 10 years? 

61 
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4. What training must be provided to curriculum leaders to enable 

them to carry out their responsibilities presently being performed now 

and in the future? 

5. What standards and guidelines are necessary for the evaluation 

of graduate programs for preparing curriculum leaders? 

A survey {Appendix E) was developed and sent to each of the randomly 

selected school districts in the state of Oklahoma. The survey was to be 

completed by the curriculum leader or administrative official of the 

school district in charge of curriculum leadership. 

Part I of the survey requested information about the background and 

training of those involved in curriculum leadership and posed the first 

question of the study. 

Part II was designed to determine what the current job responsibil­

ities were, and which of those responsibilities may become more important 

in the future, as well as what additional responsibilities may be re­

quired. Part II was designed to answer the second and third questions of 

the study. 

Part III of the survey helped to provide information about the pres­

ent competence of those charged with curriculum leadership in specific 

areas, and asked them to indicate which areas they would find more train­

ing necessary and helpful. Questions 4 and 5 were answered by this part 

of the survey. 

Background and Training of Curriculum 

Leaders 

The survey included questions related to the highest degree held 

by the curriculum leader, the length of time in the current position, 

and previous positions held in education. Table VII illustrates the 
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responses to those questions, showing the highest degrees held and the 

percentages of the respondents holding those degrees. Thirty-six percent 

of the total held doctoral degrees, 63% held master's degrees, and only 

1% held bachelor's degrees. 

Degree 

Bachelor's 

Master's 

Doctorate 

Total 

TABLE VII 

HIGHEST ACADEMIC DEGREES HELD BY 
CURRICULUM LEADERS 

Percentage 
Number of Respondents of Total 

1 1 

45 63 

26 36 

72 100 

In Table VIII, the major fields of study of those in positions of 

curriculum leadership are specified. Since several of the respondents 

indicated more than one major, the total number is larger than the number 

of surveys received. The percentages are calculated using a total of 89 

rather than 72, and therefore represent the percentage of degrees held 

with a given major. 

A total of 8% of the respondents to the survey had majors in cur­

riculum. A total of 71% had degrees in administration, a total of 14% 
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held degrees in a teaching field, and 7% listed other major fields such 

as teaching principal, counseling, and higher education. 

TABLE VIII 

MAJOR FIELDS OF STUDY FOR HIGHEST DEGREE 
HELD BY CURRICULUM LEADERS 

Major Number of Respondents Percentage 

Curriculum 7 8 

Administration 63 71 

Teaching Fields 13 14 

Other 6 7 

Total 89 100 

Table IX exhibits length of time the respondent had held his or her 

current position with curriculum responsibilities. Seven percent of the 

respondents had been in their current positions less than one year, 36% 

had been in their present positions less than three years, 25% had served 

less than six years, 10% less than 10 years, and 22% indicated that they 

had served in their current positions for more than 10 years. 

The respondents were asked to indicate all of the previous positions 

they had held in education. Table X presents a tabulation of their re­

sponses and illustrates alternate paths to their current positions. 



TABLE IX 

NUMBER OF YEARS THE CURRICULUM LEADERS HAD 
BEEN IN CURRENT POSITIONS 

Years in Position Number of Respondents 

Less than one year 5 

One to three years 26 

Four to six years 18 

Seven to ten years 7 

More than ten years 72 

Total 72 

TABLE X 

PREVIOUS POSITIONS HELD IN EDUCATION 
BY CURRICULUM LEADERS 

Position Number of Respondents 

Classroom Teacher 65 

Counselor 18 

Vice-Principal 23 

Principal 52 

Assistant 
Superintendent 24 

Superintendent 28 

Other 13 

Percentage 

7 

36 

25 

10 

22 

100 

Percentage 

90 

25 

31 

72 

33 

39 

18 

65 
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Since most respondents had held more than one position, the total is 

greater than the number of surveys recieved, and the total percentage is 

greater than 100. Of the 13 people who indicated they had held 11 other 11 

positions, there were no more than one in any of the following broad 

categories: 11 director of secondary education. 11 11 administrative assist­

ant11; 11 consultant 11 ; 11 director-Title IV-C 11 ; 11 supervisor 11 ; "reading spe­

cialist;11 11 deputy state superintendent 11 ; 11 associate superintendent 11 ; 

11 director of special education 11 ; 11director of student services/federal 

programs, Chapter 111 ; 11 coach 11 ; and 11 bus driver. 11 

Ninety percent of the respondents had held previous positions as 

classroom teachers. Twenty-five percent had held the position of counse­

lor. Thirty-one percent had held the position of vice-principal, with 

72% of the respondents previously holding the position of principal. 

Thirty-three percent indicated that they had held the position of assist­

ant superintendent, with 39% holding or having held the position of dis­

trict school superintendent, and 18% indicated other positions previously 

held or being held. 

Curriculum leaders were asked to specify what types of training they 

had participated in within the last five years, and in what areas. The 

training was divided between curriculum courses of at least 12 semester 

hours or more and seminars/workshops taken over the last five years. The 

survey revealed that only 22% of the respondents had taken coursework in 

curriculum planning/development. Eleven percent had taken coursework in 

in-service planning/development. Eight percent had taken coursework in 

program evaluation. Fifteen percent had coursework in conmunication/ 

information/publications skills. Six percent had taken coursework in 

time management. Seventeen percent had coursework in financial resource 

management. Four percent had coursework in educational resource 
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selection/availability, and 3% had taken coursework in other specific 

areas. Table XI shows that fewer than half of all persons charged with 

curriculum leadership had taken a course in any given area in the last 

five years, even though the course most frequently studied was curriculum 

planning/development (22%). 

TABLE XI 

STUDY BY CURRICULUM LEADERS WITHIN 
THE LAST FIVE YEARS 

Percentage of Course(s) Percentage of Seminar(s) 
Subject/Area (at least 12 hrs.) and/or Workshops Taken 

Curriculum planning/ 
development 22 65 

Program evaluation 8 71 

In-service planning/ 
development 11 74 

Staff effectiveness 
evaluation 15 75 

Financial resource 
management 17 54 

Time management 6 56 

Communication/ 
information/ 
publication skills 10 49 

Eduational resource 
selection/availability 4 35 
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The subject least often taken as a course was educational resource 

sel ecti on/availability. As expected, seminars and workshops were more 

frequently attended than were courses. The subject area most frequently 

studied under seminars/workshops was staff effectiveness evaluation 

(75%), and the least studied subject area was again educational resource 

selection/availability. Table XI summarizes the type of recent study 

engaged in by persons in curriculum or charged with curriculum leadership 

responsibilities. Other areas of study mentioned by at least one re­

spondent were: administration, superintendents• intern programs, educa­

tional issues, supervision, leadership, computers, negotiations, testing, 

and school law. 

Titles of those responsible for district curriculum services varied 

from district to district. Table XII shows the titles of respondents 

surveyed. It is of interest to note that well over 50% of the districts 

surveyed expected the superintendent to deliver or assume charge of cur­

riculum services, even though the remaining 40% of the districts surveyed 

hired and/or assigned a person other than the superintendent to provide 

curriculum leadership. 

It was sometimes difficult to discern from a title whether or not 

the administrator or individual had been given other major responsibili­

ties as well as that of curriculum. Table XIII shows major responsibili­

ties of the respondents• positions outside the area of curriculum. Table 

XIII also shows that 58% of the respondents were responsible for the 

duties of district superintendent. Thirty-two percent had responsibil­

ities in the area of school business, 39% had responsibility for person­

nel, and 19% listed various other areas of responsibility other than 

curriculum. Table XIV shows the grade levels of districts who responded 

to the survey. 
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TABLE XII 

TITLES OF DISTRICT CURRICULUM LEADERS 

Title Number of Respondents Percentage 

Counselor 2 3 

Vice-Principal 0 0 

Principal 11 15 

Curriculum Coor-
dinator 5 7 

Assistant Super-
intendent 7 10 

Superintendent 43 60 

Other 4 5 

Total 72 100 

TABLE XIII 

MAJOR RESPONSIBILITIES OF CURRICULUM LEADERS 

Responsibility Number of Respondents Percentage 

Superintendent 42 58 

Business 23 32 

Personnel 28 39 

None 0 0 

Other 14 19 



TABLE XIV 

SCHOOL DISTRICT GRADE LEVELS SERVED 

Grade Level Number of Respondents 

K-6 0 

K-8 7 

K-12 65 

Other O 

Total 72 

Percentage 

0 

10 

90 

0 

100 

Curriculum Leadership Responsibilities 

70 

Part II of the survey asked the respondents to indicate which serv­

ices they performed within six broad areas. Those areas were curriculum/ 

instructional development, staff development, consultant for resources 

and services, coordinator for communication/information/publication, 

member of the support staff, and member of the profession. In addition, 

they indicated which areas may become less important within the next 10 

years, and which would become more important. Each of those areas is 

discussed separately, then combined in Table XXII (page 82}. 

Table XV shows what services were presently being performed within 

the broad category, 11 director of curricular/instructional development. 11 

The only subareas that curriculum leaders perceived as becoming less 

important within the next 10 years were that of creating a climate con­

ducive to experimentation, innovation, and creative teaching; and facili­

tating revision of curricular and instructional practices. Most of the 



TABLE XV 

AREA 1: PERFORMANCE OF SERVICES AS DIRECTOR 
OF CURRICULAR/INSTRUCTIONAL DEVELOPMENT 

71 

Percentage of ResQonses 
Curricular/ 
Instructional Service More Service Less 
Development Services Now Important in Important in 
Services Performed Next 10 Years Next 10 Years 

Assists in development of 
cohesive, well-articulated 
curricular/instructional 
program aimed at meeting 
the needs of all pupil 
personnel 81 94 1 

Coordinates implementation 
of curricular/instructional 
program 76 89 1 

Assists in development and 
maintenance of a program of 
evaluation of curriculum 
and instruction (testing) 71 89 1 

Facilitates revision of 
curricular and instructional 
practices 75 92 3 

Assists in creating climate 
conducive to experimentation, 
innovation, and creative 
teaching 60 90 3 

Total Response 
for Area I 73 91 2 
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curriculum development services listed as being performed were perceived 

as continuing to be performed by curri cu 1 ar 1 eaders after the next 

decade. 

The second area of expertise for those persons charged with curricu­

lum leadership was as 11 faci l itator of staff professional growth and de­

velopment.11 Table XVI gives the response of curriculum leaders in this 

area. Ten percent of the respondents indicated that assisting the prin­

cipal in the systematic evaluation of professional growth and development 

of the staff would become less important, and this was the area least 

often checked as becoming more important. The greatest emphasis for the 

future appears to be on the design and implementation of a comprehensive 

in-service program. 

Table XVI also indicates that those involved in curriculum leader­

ship were most often responsible for encouraging participation in staff 

development activities, whereas in the future it was indicated that they 

would have greater responsibility for planning and implementing those 

activities themselves. These respondents also reported that they would 

also continue to urge teachers to take leadership roles in curriculum 

development. The role of developing new leadership was one of the two 

least often checked as being performed (57%). Three percent of the cur­

riculum leaders indicated that this would be an even less important role 

for the future, while 85% indicated that it would become more important. 

Assisting the principal in the systematic evaluation of professional 

growth and development of the staff was a function being performed by 53% 

of curriculum leaders. However, 78% of the respondents indicated that it 

would become more important in the future. 
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TABLE XVI 

AREA 2: PERFORMANCE OF SERVICES AS FACILITATOR OF 
STAFF PROFESSIONAL GROWTH AND DEVELOPMENT 

Percentage of Res~onses 

Staff Professional Service More Service Less 
Growth and Develop- Services Now Important in Important in 
ment Services Performed Next 10 Years Next 10 Years 

Works with the principal 
to create an environment 
which encourages positive 
relationships and growth 
and development among 
staff 71 85 1 

Designs and implements a 
comprehensive, coordinated 
in-service program aimed at 
promoting optimal develop-
ment of teaching cometency 60 96 0 

Encourages participation in 
professional development 
activities 72 90 3 

Assists principal in the 
systematic evaluation of 
professional growth and 
development of staff 53 78 10 

Analyzes and develops 
leadership abilities in 
individual staff members 57 85 3 

Encourages teachers to 
take leadership roles in 
curricular/instructional 
development programs 69 85 1 

Total Response 
for Area 2 64 87 3 
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The third area of responsibility was that of being a 11 consultant to 

all staff for resources and services. 11 Table XVII lists the functions in 

that area and the responses. Six percent indicated that developing pro­

grams for instructional resources and services would become less impor­

tant, although 82% disagreed. 

TABLE XVII 

AREA 3: PERFORMANCE OF SERVICES AS CONSULTANT 
FOR RESOURCES AND SERVICES 

Percentage of Responses 

Service More Service Less 
Consultant Services Now Important in Important in 
Services Performed Next 10 Years Next 10 Years 

Develops programs for 
instructional resources 
and services 51 82 6 

Serves as a resource 63 58 8 

Promotes coordination of 
support services to ensure 
optimum assistance to 
classroom teachers 50 79 8 

Total Response 
for Area 3 55 73 7 
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Service as a consultant was a function performed by 55% of those 

charged with curriculum leadership. Seventy-three percent of the re­

spondents indicated that this would become a more important function in 

the future. 

Table XVIII summarizes the responses regarding the curriculum lead­

er's function as 11 coordinator for communication/information/publication. 11 

Seventy-one percent indicated that they provided staff with information 

on current trends, innovative practices, and professional development 

activities. Most responded that this responsibility would continue and 

would become more important; only 1% indicated that it would become less 

important. Few curriculum leaders answered that their function was to 

assist the principal in promoting open communication among school person­

nel (69%). This was the area that the curriculum leaders perceived as 

becoming less important (4%). It is of interest that 82% of the curricu­

lum leaders were responsible for effective communication with the conmu­

nity, and 82% of them indicated that this would become a more important 

task in the future. 

The fifth area of responsibility was that of 11 member of the support 

staff •11 Although 61% of the curriculum leaders were involved in solicit­

ing legislative support for educational programs, 86% indicated that this 

would become a more important function in the future. The function most 

likely to decrease in importance was that of assisting in scheduling time 

and facilities for curricular/instructional purposes. The other two 

functions least likely to increase in importance were assisting the prin­

cipal in providing an effective orientation for the staff, and preparing 

reports for the school administration, board of education, and parent 

associations. Table XIX summarizes responses in the area of member of 

the support staff. 



TABLE XVIII 

AREA 4: PERFORMANCE OF SERVICES AS COORDINATOR 
FOR COMMUNICATION/INFORMATION/PUBLICATION 

76 

Percentage of Res~onses 

Communication/ Service More Service Less 
Information/ Services Now Important in Important in 
Publication Services Performed Next 10 Years Next 10 Years 

Assists principal in 
promoting open communica-
tion among school personnel 69 83 4 

Provides staff with infor-
mation on current trends, 
innovative practices, and 
professional development 
activities 71 83 1 

Facilitates effective 
communication with the 
community 82 82 0 

Facilitates communication 
and articulation among 
educational associates 70 86 0 

Total Response 
for Area 4 73 84 1 



TABLE XIX 

AREA 5: PERFORMANCE OF SERVICES AS MEMBER 
OF THE SUPPORT STAFF 

77 

Percentage of Res~onses 

Service More Service Less 
Support Staff Services Now Important in Important in 
Services Performed Next 10 Years Next 10 Years 

Assists principal in 
providing effective ori-
entation for the staff 53 79 8 

Participates in developing 
and coordinating funded 
projects for program devel-
opment, research, and cur-
ricular improvement 57 82 4 

Assists in scheduling 
time and facilities for 
curricular/instructional 
purposes 54 68 13 

Prepares reports for the 
school administration, 
board of education, and 
parent associations 74 76 6 

Solicits legislative 
support of educational 
programs 61 86 4 

Provides procedures for 
evaluation of new and 
established curricular/ 
instructional patterns 
and approaches 57 79 6 

Total Response 
for Area 5 59 78 7 
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The final area of curriculum leadership responsibilities was "member 

of the profession. 11 This was another area indicated as having much im­

portance in services being performed and was one of the areas least 

1 ikely to decrease in importance. The functions most often being per­

formed were recognization and support of the education profession as a 

vital mode of enhancing self-realization of the individual and achieving 

the democratic ideals of society, participation in and contributions to 

professional activities and maintains thorough knowledge of current is­

sues, trends, and research a11d development in education. Table XX gives 

the responses in the area of performance of services as a member of the 

profession. 

Respondents were also asked to list any other services they thought 

would become more important within the next 10 years. The fol lowing 

services were listed by one or more persons: 

1. Decision-making for administrators 

2. Re-establishing the integrity of subject matter 

3. Encouraging a shift from process to content 

4. Setting high expectations and standards 

5. Regaining administrative control of instructional time 

6. Establishing rationale which will regain public respect for 

education 

7. Motivating principals to actively pursue curriculum development 

8. Studying ways to perform curricular functions with decreased 

financial resources 

9. Understanding and implementing changes that improved technology 

makes possible 

10. Developing and implementing policies at the state level to im­

prove public instruction 



TABLE XX 

AREA 6: PERFORMANCE OF SERVICES AS MEMBER 
OF THE PROFESSION 

79 

· Percentage of Resl!onses 

Service More Service Less 
Professional Services Now Important in Important in 
Services Performed Next 10 Years Next 10 Years 

Maintains thorough knowledge 
of current issues, trends, 
and research and development 
in education 71 88 0 

Demonstrates openness to ex-
perimentation and willingness 
to explore new ideas 69 88 0 

Participates in and contri-
butes to professional 
activities 71 78 4 

Contributes to the advance-
ment of knowledge in the 
profession and area of 
specialization 65 85 3 

Demonstrates commitment to 
his/her own continued pro-
fessional growth and 
development 69 83 1 

Recognizes and supports the 
education profession as a 
vital mode of enhancing self-
realization of the individual 
and achieving the democratic 
ideals of society 72 82 3 

Contributes to the develop-
ment of standards for the 
profession 61 82 3 

Adheres to the code of ethics 
consistent with the goals and 
ideals of the profession 67 83 3 

Total Response 
for Area 6 68 84 2 
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11. Coordinating use of community resources for education away from 

the school site. 

12. Refocusing on context rather than content as technology brings 

content to more people. 

The survey divided the types of services likely to be performed by 

persons involved in curriculum leadership into six broad areas, with 32 

subcategories listed in the areas. Of all the subcategories, Table XXI 

compiles those being performed by 70% or more of those responsible for 

curriculum leadership. Twelve services are listed in Table XXI. 

To complete the analyses of current and future curriculum leadership 

responsibilities as reported by those currently charged with responsibil­

ity for curriculum leadership, Table XXII shows the total of the respon­

ses within each of the six broad areas--the services most often being 

performed related to curriculum development (73%) and those least often 

to consultant (55%). It is of interest to note that in the future, de­

livery of consultancy services was most likely to decrease in importance, 

along with responsibilities as a member of the support staff (7%), while 

curriculum development would continue in importance (91%), with staff 

development also high on the list (87%). 

Skills and Training Required for 

Curriculum Leaders 

The last two questions of the study relate to the skills and train­

ing curriculum leaders would need in order to perform those services most 

1 ikely to be required of them within the next 10 years. Curriculum 

leaders were asked to rate the six areas of responsibility according to 

the relative future importance of that area using a 11 1" for the area of 

greatest importance and a 11 611 for that of least importance. Using the 



TABLE XXI 

SERVICES BEING PERFORMED BY 70% OR MORE 
OF THE CURRICULUM LEADERS 

Service Performed 

Facilitates effective communication with the 
community 

Assists in development of a cohesive, well 
articulated curricular/instructional program 
aimed at meeting needs of all pupil personnel 

Coordinates implementation of the curricular/ 
instructional program 

Facilitates revision of curricular and instruc­
tional practice 

Prepares reports for the school administration, 
board of education, and parent associations 

Encourages participation in professional develop­
ment activities 

Recognizes and supports education profession as a 
vital mode of enhancing self-realization of the 
individual and achieving the democratic ideals 
of society 

Assists in development and maintenance of a pro­
gram of evaluation of curriculum and instruc­
tion (testing) 

Works with principal to create an environment 
which encourages positive relationships and 
growth and development among staff 

Provides staff with information on current trends, 
innovative practices, and professional develop­
ment activities 

Maintains thorough knowledge of current issues, 
trends, and research and development in education 

Participates in and contributes to professional 
activities 

81 

Percentage Now 
Performing 
Service 

82 

81 

76 

75 

74 

72 

72 

71 

71 

71 

71 

71 
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same rating scale, they were also asked to indicate their relative compe-

tence in each of the six areas. Using the average of those ratings, 

Table XXIII summarizes the responses and shows that curriculum leaders 

perceived that their relative competence conformed closely with the de­

mands they anticipated would be placed upon them in the future. 

TABLE XXI I 

TOTAL RESPONSE IN BROAD AREAS OF CURRICULUM 
LEADERSHIP RESPONSIBILITIES 

Percentage of Res~onses 

Service More Service Less 
Broad Areas Services Now Important in Important in 
of Service Performed Next 10 Years Next 10 Years 

Director of Curricular/ 
Instructional Development 73 91 1 

Facilitator of Staff Pro-
fessional Growth and 
Development 64 87 3 

Consultant for Resources 
and Services 55 73 7 

Coordinator for 
Communication/Information/ 
Publication 73 84 1 

Member of Support Staff 59 78 7 

Member of Profession 68 84 2 



TABLE XXIII 

AVERAGE RANKING OF AREAS OF RESPONSIBILITY IN 
RELATIVE FUTURE IMPORTANCE AND RELATIVE 

COMPETENCE BY CURRICULUM LEADERS 

Relative Future 
Areas of Responsibility Importance 

Director of Curricular/Instructional 
Development 1.63 

Facilitator of Staff Professional 
Growth and Development 2.88 

Consultant for Resources and Services 3.49 

Coordinator of Communication/ 
Information/Publication 3.20 

Member of Support Staff 5.41 

Member of Profession 4.23 
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Relative 
Competence 
of Leaders 

2.62 

2.70 

3.99 

3.06 

5.18 

3.28 

Table XXIV combines Tables XXII and XXIII to indicate the consist-

ency with which curriculum leaders reported the future importance of 

their responsibilities, and represents the total response from curriculum 

leaders in each of the six broad areas of performance. Curriculum lead­

ers responded to each subarea individually in the second part of the 

survey. The third section of the survey asked them to respond to the 

broad area as a whole. Area 5: 11member of the support staff 11 was ranked 

as least important when considering all of the subareas (Part II of the 

survey) and as sixth in importance when considering the area as a whole 

(Part III of the survey). Table XXIV confirms that 71% of the respond-
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ents reported a need to maintain a thorough knowledge of current trends, 

issues, and research and development. 

TABLE XXIV 

RANKING OF AREAS OF RESPONSIBILITY IN 
FUTURE IMPORTANCE 

Ranking in Future 
Importance When 
Considering Sub-

Areas of Responsibility Areas 

Director of Curricular/Instructional 
Development 1 

Facilitator of Staff Professional 
Growth and Development 2 

Consultant for Resources and Services 4 

Coordinator of Conmunication/ 
Information/Publication 3 

Member of Support Staff 6 

Member of Profession 5 

Ranking in Future 
Importance When 
Not Considering 
Subareas 

1 

2 

5 

3 

6 

4 

The last question on the survey asked the respondents to check 

skills required in their positions and the improvement they needed in 

those skills to reach maximum effectiveness. Table XXV illustrates the 

percentage of respondents who indicated skills required in their posi­

tion. Table XXVI indicates their reported need for improvement to each 

skill. 
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TABLE XXV 

SKILLS REQUIRED IN CURRICULUM LEADERSHIP 
POSITIONS 

Skill 

General management skills 

Time management skills 

Written communications skills 

Interpersonal skills 

Long-range planning techniques 

Broad knowledge of new techniques/successful 
curricular practices 

Broad knowledge of available resources 

Program evaluation 

Development of in-service programs 

Textbook evaluation skills 

Statistical analysis/test interpretation 
skil 1 s 

Budgeting/finance 

Percentage Reporting 
Need for Skill 

92 

86 

89 

92 

88 

89 

89 

88 

86 

86 

92 

92 



TABLE XXVI 

PERCENTAGE OF CURRICULUM LEADERS INDICATING 
SKILL IMPROVEMENT NEEDED 

Level of Improvement 
(%} 

Ski 11 None Some A Great Deal 

General management skills 8 69 8 

Time management skills 4 68 25 

Written communication skills 14 68 8 

Interpersonal skills 13 67 15 

Long-range planning techniques 7 56 35 

Broad knowledge of new 
techniques/successful curricu-
lar practices 0 67 32 

Broad knowledge of available 
resources 0 65 25 

Program evaluation 4 75 13 

Development of in-service 
programs 10 69 13 

Textbook evaluation skills 14 71 15 

Statistical analysis/test 
interpretation skills 13 67 18 

Budgeting/finance 13 56 28 

86 

Percentage 
Indicating at 
Least Some 
Improvement 

77 

93 

76 

82 

91 

99 

90 

88 

82 

86 

85 

84 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

Summary 

The Problem 

There is currently in the state of Oklahoma a wide variation in the 

way curriculum needs of a school district are met. The organizational 

pattern differs from district to district, due to many factors. Curricu­

lum, however, is what touches children, what is there to motivate, en­

courage, and stimulate achievement. It is important that curriculum be 

thoughtfully planned, carefully produced, and skillfully delivered to 

achieve maximum student growth and learning. The curriculum leader in 

each district has this responsibility. 

Oklahoma public education is at a crises point. With increasing 

demands from the public to prepare students more adequately in the ba­

sics, coupled with the decline over the last few years in the level of 

public financial support for schools, efficient methods must be found to 

educate children effectively. 

The purpose of this study was to examine the curriculum leader's 

position as it existed, to determine what the perceived demands on the 

position may be during the next 10 years, and to address those differ­

ences in terms of training of present and potential curriculum leaders. 

The curriculum leader is in a position to influence the quality of educa­

tion within the school district. There is much current research on 
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effective schools 1 methods that teachers can use to promote greater 

achievement, and on the differences in learning styles and abilities of 

students. Strong leadership in the curriculum area is necessary to pro­

mote implementation of programs and practices which have been proven 

effective. 

In this study, curr'iculum leaders from randomly selected public 

school districts were surveyed. Questions were presented and answered 

regarding background and training, upgrading of skills within the last 

five years, and current responsibilities. In addition, the curriculum 

leaders were asked which functions they performed presently and which 

ones they thought would increase or decrease in importance in the next 10 

years. Finally, they were asked to rate their own strengths and weak­

nesses and to indicate in what areas additional training was necessary in 

order to increase their own effectiveness. 

The survey was developed and field tested by requesting suggestions 

and conments from curriculum leaders in randomly selected public schools 

from the state of Oklahoma. The survey contained three parts. Part I 

was designed to answer the first question of the study which related to 

background and training of curriculum leaders currently employed by 

school districts in the survey area. Part II presented questions two and 

three of the study which were concerned with the current responsibilities 

assigned to the curriculum leaders, and requested their thoughts about 

how the demands upon them may change in the next 10 years. The last part 

of the survey addressed the final two questions of the study related to 

skills and training that curriculum leaders would need in order to de­

liver their services effectively. 

The responses to each question on the survey were tabulated, and a 

percentage of total response was calculated. Results were shown in 
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tables and were discussed in Chapter IV. The conclusions of the study 

are presented as they relate to each of the questions of the study. 

Summary of Findings 

Results of the survey of those individuals who have responsibility 

for curriculum leadership are summarized in the following list of find­

ings. The study revealed that: 

1. Twenty-six percent of those involved in curriculum leadership 

had completed a degree beyond the master's level. A master's degree is 

required for any administrative certification in the state of Oklahoma. 

2. Only 8% of those involved in curriculum leadership had a major 

in curriculum. Yet, 71% had a major in administration, with the remain­

ing small percentage having majors in other academic areas. 

3. Twenty-six percent of those involved in curriculum leadership 

held a doctoral degree, with only 8% having a major in curriculum. 

4. Seven percent of those involved in curriculum leadership had 

been in their positions less than one year. Thirty-six percent had been 

in their positions from one to three years, 25% from four to six years, 

10% from seven to ten years, and 22% more than 10 years. 

5. Ninety percent of the respondents indicated that they had been 

classroom teachers, with 25% having been counselors, 31% vice-principals, 

72% principals, 33% assistant superintendents, and 39% superintendents 

during their careers. 

6. Under curriculum courses or seminars/workshops completed within 

the last five years, only 22% indicated that they had taken at least 12 

hours of coursework in curriculum planning/development. Eleven percent 

had in-service planning/development coursework, 8% had done work in 

program evaluation, 15% in staff effectiveness evaluation, 10% in 
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communication skills, 6% in time management, 17% in financial resource 

management, 4% in educational resource selection, and 3% had done work in 

administration. 

7. Of those taking seminars/workshops, 65% had worked in curriculum 

planning/development, 74% in in-service planning/development, 71% in 

program evaluation, 75% in staff effectiveness evaluation, 49% in conmu­

nication, 56% in time management, 54% in financial resource management, 

35% in educational resource selection, and 1% in administration. 

8. The field most often studied by those in curriculum leadership 

in curriculum courses of 12 hours or more was curriculum planning/ 

development. This was also the area ranked most important for the 

future. 

9. Educational resource availability/selection was the area least 

often selected for study by curriculum leaders. 

10. Of those having responsibility for curriculum leadership within 

their current positions, 3% were counselors, 15% were principals, 7% were 

curriculum coordinators, 10% were assistant superintendents, 60% were 

superintendents, and 5% held the title of administrative assistant or 

director of federal and state programs. 

11. Major responsibilities of those in curriculum leadership outside 

the area of curriculum were 58% superintendent or central office respon­

sibilities, 32% business, 39% personnel, and 19% federal programs, pro­

gram development, and staff development. 

12. Under curriculum leadership responsibilities, respondents sur­

veyed felt that assisting in development of a cohesive, well articulated 

curricular/instructional program aimed at meeting the needs of all pupils 

would be the most important of the five areas 1 isted in the next 10 

years. Also rated high, even though 3% felt it would be less important 
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in the future, was the responsibility for facilitating revision for cur­

ricular and instructional practices. 

13. Respondents reported that they would have the responsibility for 

developing and implementing comprehensive in-service programs. 

14. Respondents felt that teachers need to participate more in pro­

fessional development activities and take more leadership role responsi­

bilities in curricular/instructional development programs. 

15. Under consultant for resources and services, respondents felt 

that developing programs for instructional resources and services will be 

more important in the future. 

16. Respondents reported that facilitating communication and articu­

lation among educational associates would be a service which would become 

more important in the future. 

17. Respondents felt that assisting the principal in promoting open 

communication among school personnel; providing staff with information on 

current trends, innovative practices, and professional development prac­

tices; and facilitating effective conmunication with the community wi 11 

become more important than it has been in the past. 

18. Eighty-six percent of those surveyed reported that their politi­

cal involvement would become more important in the future. 

19. Respondents felt that maintaining a thorough knowledge of cur­

rent issues, trends, and research and development in education would be a 

service will would be more important in the future. 

20. Those surveyed also listed the following services which, in 

their opinion, will become important for curriculum leaders to perform in 

the future: 

a. Decision-making for administrators 

b. Re-establishing the integrity of subject matter 
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c. Encouraging a shift from process to content 

d. Setting high expectations and standards 

e. Regaining administrative control of instructional time 

f. Establishing rationale which will regain public respect for 

education 

g. Motivating principals to actively pursue curriculum 

development 

h. Studying ways to perform curricular function with decreased 

financial resources 

i. Understanding and implementing changes that improved tech­

nology makes possible 

j. Developing and implementing policies at the state level to 

improve public instruction 

21. In the area of important ski 11 s and training for curriculum 

leaders, respondents rated the area of director as the most important, 

relative to the future. The least important area for the future was that 

of member of the support staff. 

22. In the area of present relative competence, the respondents 

rated the area of director of curricular/instructional development as the 

area of greatest competence. The area rated least competent was that of 

member of the support staff. 

23. The skill most often checked as that in which curriculum leaders 

needed improvement was broad knowledge of new techniques and successful 

curricular practices. 

24. Long-range planning techniques was most often checked by re­

spondents as the area in which they needed 11 a great deal 11 of improvement. 

25. Experimentation, innovation, and creative teaching was perceived 

as increasing in importance in the future. 
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26. ·Scheduling of time and facilities for curriculum instructional 

purpose was rated by respondents to be least likely to increase in im­

portance as a service of curriculum leaders. 

Conclusions 

Effective curriculum leadership has been demanded by the public. 

The recent criticism of public education across the nation, as well as 

the demand for school reforms, coincides with an increase in research in 

educational practices that are associated with greater student achieve­

ment. The research has focused on staff development and implementation 

of change in the schools, and this is the prime area of responsibility of 

the curriculum leader. 

Few curriculum leaders or persons charged with curriculum leadership 

have a strong background in curriculum. The high rate of job turnover 

offers only a short time in which to master the complex skills and de­

velop the necessary atmosphere of trust within the district which is 

required to produce the changes needed in education today. 

The areas which would be most important for the future are those 

related to curriculum development, staff development, and effective com­

munication within the total school community. These functions require 

knowledge, dedication, perseverance, and sensitivity. There would be a 

greater demand upon the curriculum leaders to deliver these services 

themselves, rather than to contract with an outside consultant to do so. 

District financial limitations would make possession of curriculum skills 

by key district employees an important asset. The effective district 

curriculum leader must become a true specialist and expert in his or her 

field. 
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Curriculum leaders should be free of other major responsibilities in 

the district, if at all possible. They must have time to improve their 

own skills and knowledge continually, and then to offer well-planned 

staff development activities which they can monitor and adjust as neces­

sary. At the time of the study, efforts of many curriculum leaders were 

fragmented because of the addition of other major responsi bi 1 iti es to 

their job descriptions. 

Many districts, usually very small ones, have no single person des­

ignated to deliver curriculum services. The children in these districts 

are dependent upon the individual skills and interests of teachers, prin­

cipals, and superintendents, most of whom do not have time or resources 

at hand to keep up with the tremendous increase in information available. 

They lack the coordinated efforts of a single leader whose primary func­

tion is improvement of curricular offerings and instructional practices. 

As research on effective instructional strategies increases, the 

emphasis on experimentation and innovation decreases. It is important to 

develop an atmosphere where change can occur, but the changes should be 

well documented and proven effective under the conditions that exist at 

the site where they are to be put into effect. Change for the sake of 

change alone can be futile and expensive and is not justified within the 

financial limitations that exist. 

Recently, measures have been taken in the state of Oklahoma to bring 

about a change in the field of education in the area of curriculum and 

curriculum leadership certification of and for those individuals now 

holding or those planning to enter into future curriculum leadership 

positions. Through the efforts of Oklahoma State University, the Depart­

ment of Education and Teacher Certification, Curriculum and Instruction, 

and the Department of Educational Administration and Higher Education, a 
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certificate program has been developed out of a strong need for a program 

leading to state certification for any individual entering the field of 

curriculum leadership. These departments felt this need was due to the 

advancement of knowledge in the field of curriculum and teaching, the 

growth complexities associated with education, and a need for profession­

als who possess the necessary skills and knowledge to ensure progress 

toward continued excellence in education and school improvement. It was 

felt that, due to the lack of trained professionals in the public schools 

in the area of curriculum and curriculum leadership, and with the in­

creasingly added i nvo 1 vement in the management of schools and district 

curriculum programs, it was imperative that professionals be available 

who have specific expertise in the area of curriculum and curriculum 

development and supervision. By providing a program for developing pro­

fessionals capable of being curriculum leaders at the public school lev­

els, it would help to continue the push toward quality and excellence in 

education, as well as provide for quality educational leadership in the 

field of curriculum. A draft of the certification requirements for the 

curriculum administrator appears in Appendix G. 

Reconmendations 

As a result of this study, it is reconmended that intensive, on­

going training of curriculum leaders be made available. The emphasis 

should be on curriculum development, staff development, and curriculum 

expertise. It is suggested that an on-going requirement for upgrading of 

administrative skills similar to that required of most teachers be put 

into effect. Curriculum leaders should be required to complete a certain 

number of units of advanced coursework in specified areas of study within 

a specific period of time. Leaving professional development up to the 
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individual may result in a program that does not meet the needs of the 

district which is paying for those services. 

School district officials need to study their curricular weaknesses 

and strengths carefully in order to develop a plan for improvement. 

Knowing exactly where the weaknesses are--whether they be in instruction, 

materials, or lack of clearly stated goals--will make possible the devel­

opment of a plan to meet those specific needs. It is important to con­

serve and direct financial resources to the areas of greatest need and 

potential benefit. Only a careful study will determine those areas. 

A further recommendation is that school district officials study 

ways to support curriculum and staff development. In times of budgetary 

crisis, it is often these funds that are cut. It is also this function 

that can contribute to greater student achievement and therefore greater 

community support for education. It is important that district trustees 

recognize the critical curriculum functions and the possible benefit to 

all students. 

Several suggest ions can be made for further study. What has been 

the effects of budgetary cutbacks on curriculum services of school dis­

tricts? Do those persons who have specialized in curriculum services 

actually find themselves delivering those services? Does the pathway to 

curriculum leadership focus strongly enough on the specifics of curricu­

lum development, staff development, and related matters? How are cur­

riculum services provided in small districts? 

The position of curriculum leader cannot be overemphasized. It is 

one of influence, both for students and the community. It is hoped that 

school districts will do everything possible to improve the services 

offered in order to guarantee the best possible education for the stu­

dents entrusted to them. 
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Survey Schools for Field Test 

1. Lawton 39. Westville 
2. Putnam City 40. Wewoka 
3. Midwest City 41. Chelsea 
4. Broken Arrow 
5. Union 
6. Muskogee 
7. Bartlesville 

42. Lexington 
43. Tishomingo 
44. Elgin 
45. Vian 

8. Yukon 46. Pocola 
9. Choctaw/Nicoma Park 

10. Owasso 
47. Beggs 
48. Hartshorne 

11. Western Heights 49. Meeker 
12. Noble 50. Davis 
13. Pryor 51. Adair 
14. Bixby 
15. Coweta 

52. Kingston 
53. Marietta 

16. Sallisaw 54. Deer Creek 
17. Clinton 
18. Cushing 

55. hennessey 
56. Crooked Oak 

19. Hugo 57. Hominy 
20. Bristow 58. Tonkawa 
21. Bl ackwe 11 59. Walters 
22. Pauls Valley 60. Dibble 
23. Seminal e 61. Hinton 
24. Marlow 62. Arkoma 
25. Sulphur 63. Canton 
26. Tuttle 64. Amber-Pocasset 
27. Perry 65. Shattuck 
28. Oologah 66. Morrison 
29. Frederick 67. Braggs 
30. Lindsay 68. Ralston 
31. Atoka 69. A 11 uwe 
32. Purcell 70. Briggs 
33. Plainview 71. Justus 
34. Eufaula 72. Marble City 
35. Perkins-Tryon 73. Oak Grove 
36. Comanche 74. Christie 
37. Wilburton 75. Martha 
38. Inola 
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Survey Schools for Study 

1. Tulsa 51. Heavener 
2. Oklahoma City 52. Healdton 
3. Moore 53. Konawa 
4. Edmond 54. Sayre 
5. Norman 
6. Enid 

55. Mangum 
56. Cordell 

7. Jenks 
8. Ponca City 
9. Mustang 

57. Coalgate 
58. Carnegie 
59. Talihina 

10. Stillwater 60. Hollis 
11. Altus 61. Dale 
12. Sapulpa 62. Snyder 
13. Shawnee 63. Beaver 
14. Ardmore 64. Wayne 
15. Claremore 65. Laverne 
16. Guthrie 
17. Tahlequah 

66. Sirling 
67. Kiefer 

18. Woodward 
19. Chi ck as ha 

68. Elmore City 
69. Allen 

20. Durant 70. Weleetha 
21. McAlester 71. Copan 
22. El Reno 72. Boise City 
23. Okmulgee 73. Fairfax 
24. Miami 74. Aktaha 
25. Ada 75. Thomas 
26. Wagoner 76. Prue 
27. Elk City 77. Ripley 
28. Guymon 78. Tipton 
29. Anadarko 79. Sentinel 
30. Idabel 80. Geronimo 
31. Weatherford 81. Depew 
32. Poteau 82. Okarche 
33. Hilldale 83. Dewar 
34. Vinita 84. Granite 
35. Kingfisher 85. Kremlin 
36. Kel lyvi 11 e 86. Mountain View 
37. Pawhuska 87. Helena-Goltry 
38. Alva 88. Lookkeba Sickles 
39. Chandler 89. Big Cabin 
40. Jones 90. Leedey 
41. Hobart 91. Lone Star 
42. Prague 92. Academy Central 
43. Watonga 93. Allen-Bowden 
44. Okemah 94. Maryetta 
45. Cache 95. Keystone 
46. Chisholm 96. Whitebead 
47. Sperry 97. Anderson 
48. Stroud 98. Pretty Water 
49. Wynnewood 99. Mingo 
50. Bethany 100. Mi lfay 
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Dear Sir: 

In recognition of the fact that the public is ever more demanding of a 
quality education for tile1r children, and that financial resources are 
becoming more scarce to provide that education, it is important that 
school districts perform their services in an efficient and effective 
manner. 

I am conducting a study of the position of curriculum leader in order 
to answer the following questions: 

1. What is the background and training of curriculum leaders 
currently holding positions within the public schools of 
Oklahoma? 

2. What responsibilities are currently being performed by these 
curriculum leaders? 

3. What changes are likely to occur in the kind of instructional 
services provided by curriculum leaders within the next 10 
years? 

4. What training must be provided to curriculum leaders to en­
able them to carry out their responsibilities presently being 
performed now and in the future? 

5. What standards and guidelines are necessary for evaluation of 
graduate programs for preparing curriculum leaders? 

Please make any conments you feel would be helpful in making the ques­
tionnaire more meaningful. If there are questions that are unclear or 
poorly stated, indicate that, too. Please return it in the enclosed 
envelope. 

Thank you in advance for your help! I will be glad to make the re­
sults of the study available to you upon its completion. 

Sincerely, 

Harold A. Hayes, Jr. 
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Dear Fellow Administrator: 

In recognition of the fact that the public is ever more demanding of a 
quality education for their children, and that financial resources are 
becoming more scarce to provide that education, it is important that 
school districts perform their services in an efficient and effective 
manner. 

I am conducting a study on curriculum leadership in the public schools 
of this state. The major purpose of this study is to determine the 
current status of curriculum leadership in Oklahoma. Through a random 
process, you have been selected to participate in a statewide study 
regarding curriculum leadership and the role of the curriculum leader 
in Oklahoma public schools. 

Your responses to the enclosed questionnaire are vital for me to ob­
tain complete information. I need your help! Please complete the 
questionnaire, or forward it to the individual who has responsibility 
for instructional/curriculum leadership within your district. It 
should take no more than 20 minutes to complete, if that. Please 
return it to me within the next two weeks, if possible. 

Very respectfully yours, 

Harold A. Hayes, Jr. 
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iURVEY OF CURRICULUM LEADERSHIP 

IN THE STATE OF OKLAHOMA 

PART I Background and Training of Curriculum Leader; 
D~scription of District. Please indicate your 
background by checking the correct boM and filling in 
the requested information. 

I. Highest degree held: 
Bachelor's 
Ha!iter's 
Doctorate 

2. H.tjor field of study for the above degree: 

[J 

(J 

(] 

Curriculum [J 

Administration [] 
Teaching field-

Please specify_______________________ [J 
Other-

Please specify_______________________ [] 

3. Length of time in current po;1tion1 
Less than l year 
1-3 years 
4-6 vears 
i-10 years 

·Hore than 10 years 

4. Previous posit~ons in education held 
Please check all that apply 
Classroom Teacher 
Counselor 
Vice-principal 
Principal 
Asst. Superintendent 
Superintendent 
Other ________________________________ _ 

( J 
(j 

[] 

(J 
( ] 

[ J 
[ J 
(] 

(] 

(] 

[] 

[] 

112 



5. Curriculu1 CoursPs or ;pm1n•r; 
completed within last five year;, 

Curriculum planning/development 
In-service planning/development 
Program evalu•tion 
St•ff effectiveness ev•luation 
Communic•tion/lnform•tion/ 

Public•tions skills 
Time management 
Financial resource man•gement 
Educ•tion•l resource selection/ 

av•ilability 
Other-please specify ________________ _ 

6. Your current title: 
Counselor 
Vice-Principal 
Principal 
Curriculum Coordin•tor 
Asst. Superintendent 
Superintendent 
Other: ____________________________ _ 

7. MaJor responsibilities of your 
position outside the •rea of 
curriculum. 
Superintendent 
Business 
Personnel 
None 
Other: please specify _____________ _ 

8. Grade levels your district serves: 
K-6 
K-8 
K-12 
Other: please specify _____________ _ 

Cour u>~ 
<•t least 

1 2 hrs J 

[ ) 

( J 
( ) 

( ) 

(] 

( l 
( l 

[ J 

( ) 

[ J 
[ l 
[ ] 

( ) 

( ] 

[ ) 

[] 

(] 

[ ) 

(] 

( J 
[ ] 

( ] 

[ l 
( ] 

( J 

Semi n•r i.11 

Workshops 

[) 

( ] 

[ l 
( J 

[ l 
[ J 
l J 

[ j 

( J 
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PART II Curr1culu~ L1;dur5hip Re5pon,1bilitie' 
Pluaie Indicate which 'ervicR5 will beco•e more or le'' i•portant in the ne•t ten y1ar•, 
and whether or not you perform th•t service now. 

I. I Assist in development of a 
cohesive, well •rticul;ted 
curricular/instructional 
program aimed •t meeting the 
needs of all pupil personnel. 

1.2 Coordinates implementation of 
the curricular/instructional 
program. 

1.3 Assi&ti in the development and 
maintenance of a program of 
ev•luation of curriculum and 
instruction (testing). 

1.4 Facilitates revision of 
curricul•r and instructional 
practices. 

1.5 Aisi1t1 in cre•ting a clim•te 
conducive to experimentation, 
innovation, and creative 
teaching. 

1.6 Other: please specify 

Service which 
will be more 
import•nt in 
the next ten 
years 

[ J 

[ J 

[ J 

[ J 

[ l 

[ l 

Service which 
will be le6' 
important in 
the next ten 
years 

[ J 

[ J 

[ J 

[ J 

[ l 

[ l 

Area 2 FACILITATOR OF STAFF PROFESSIONAL GROWTH AND DEVELOPMENT 

2.1 Works with the principal to 
create an environment which 
encourages positive relation­
ships and growth and develop­
~ent among staff. [ l 

2.2 Designs and implements a compre­
hensive, coordinated in-service 
program aimed at promoting optimal 
development of teaching competency [J 

2.3 Encourages participation in pro­
fessional development activities. [ l 

[ J 

[ J 

[ J 

Service 
Now Perfor• 

[ J 

[ J 

[ J 

[ l 

[ J 

[ J 

[ J 

[ J 

[ J 



2.4 Assists the principal in tht 
systematic evaluation of profes­
sional growth and development 
of the staff. 

2.5 Analyzes and develops leadership 
abilities in individual staff 
members. 

2.b Encourages teachers to take 
leadership roles in curricular/ 
instructional development 
programs. 

2.7 Other: please specify ___________ _ 

Service which 
will be more 
important in 
th'e next ten 
years 

[] 

[] 

[] 

[ ] 

Area 3 CONSULTANT FOR RESOURCES AND SERVICES 

3.1 Develops programs for instruc-
tional resources and services. [J 

3. 2 Serves as a resource. [ J 

3.3 Promotes coordination of support 
services to ensure optimum assist-
ance to classroom teachers. [J 

3.4 Other: please specify 

[] 

Servic11 which 
wi 11 be I ess 
important in 
the next ten 
years 

[] 

[] 

[] 

[] 

[J 

[ ] 

(] 

[] 

Area 4 COORDINATOR FOR COMMUNICATION/INFORHATION/PUBLICATION 

4.1 Assists the principal in pro­
moting open communication among 
school personnel. 

4.2 Provides staff with information 
on current trends, innovative 
practices and professional devel­
opment activities. 

4.3 Facilitates effective communi­
cation with the community. 

4.4 Facilitates communication and 
articulation among educational 
il5soci ates. 

[ J ( ] 

[] [] 

[] [ J 

[ ] [] 
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511rvic1 I 
Now Perfor~ 

[] 

[] 

[ J 

[ ] 

[] 

(J 

[] 

[] 

[] 

[] 

[ J 

[] 
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S11rv1 c11 which Ser v1 ce which Service I 
wi 11 bu merit wi 11 be I 1155 Now Perform 
i 111port.ant in 1111portant in 
the neKt ten the next ten 
years year11 

4.5 Others pl 11a1111 sp11cify, 

----------------------------- ( J ( J ( J -----------------------------
Area 5 MEMBER OF THE SUPPORT STAFF 

5. 1 Ani sts the principal in providing 
effective orientation for th I! 
staff. (] [) (] 

5.2 Participates in developing and 
coordinating funded projects for 
pr og r illl development, research, 
and curricular improvement. ( J c] c] 

5.3 Assists in scheduling ti Ille and 
facilities for curriculari 
instructional purposes. (] (] ( J 

5.4 Prepares reports for the school 
administration, board of educ a-
ti on, and parent associations. c) [] c] 

5.5 Solicits legisla.tive support of 
educational programs. [] c] (] 

5.6 Provides procedures for evalua-
curricular/instructional pat-
terns and approaches. c J [ J c] 

5.7 Other: please s.pecify. 

-----------------------------
----------------~------------

c J c] ( J 

Area 6 MEMBER OF THE PROFESSION 

6. 1 Maintains thorough knowledge of 
current issues, trends and 
rese;irch and development in 
educ;ition. c J [] ( ] 

6.2 Demonstrates openness to experi-
mentati on and willingness to 
ex pl ore new ideas. [] [ ) ( ) 

6.3 Participates in and contributes 
to professional activities. [) c] [ J 

6.4 Contributes to the advancement 
of knowledge in the profession 
and area of specializ;ition. ( J (] ( J 

6.5 Dll'monstrates commitment to his/ 
her own continued professional 
growth and development. ( ) ( J (] 
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S..rvice which 
will be more 
important in 
the-next ten 
years 

Service which 
will be less 
importilnt in 
the ned ten 
yeu» 

Su vi c11 I 
Now Perform 

6,6 Recognizes ilnd aupport• the 
education profession as a vitill 
mode of enhancing self-realiz•­
tion of the individual and 
achieving the democratic ideals 
of society. 

6.7 Contributes to the development 
of standards for the profession. 

6.8 Adheres to the code of ethics 
consistent with the goals and 
ideills of the profession. 

6.9 Other: please specify. 

( J [ J 

[ J [ J 

[ J [ J 

[ J [ J 

Plea•e li»t any other »ervices which you feel will become important 
for curriculum leaders to perform in the next ten years. 

PART III Important Skills and Training for Curriculum Leilders 

( J 

( J 

[ J 

[ J 

1. Please indicate the relative future importance of each of the six areas of 
responsibility cov~r~d in the previous section from your perspective as a curriculum 
leader, ~sing I for the most important and 6 for the least important. 

Ranking 
Arei 1 - Director of Curricular/Instructional Development. -------
Area 2 ------- - Facilitator of StilH Professional Growth and Development. 
Area 3 - Consultant ------- for Resources and Services. 
Area 4 - Coordinator of Communication/Information/Publication. -------
Area 5 - Member ------- of the Support Staff. 
Area 6 -------- Member of the profession. 

2. Please indicate your rel•tive competence now in eilch of the six ilre•s, using 1 for 
your ilrea of greatest competence and 6 for your area of Jeilst competence. 

Ranking 

------- Area 1 - Director of Curricular/Instructional Development. 

------- Area 2 - Facilitator of Staff Professionill Growth and Development. 

------- Areil 3 - Consultant for Resources and Services 
------- Area 4 - Coordinator for communication/Information/Publication. 
-----··-- Area 5 - Member of the Support Staff. 

Area b - Member of the Profession. 
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3. Indic•te by checking the correct box lhe skills required in your position now ;ind lhe 
improvement needed for you to reach maximum effectiveness. 

ski l l 
r equ1 red In lmprovgment needed t 0 reach 
my position maximum effectiveness 

now None Some A Gre•t .Deal 

.. Gen11ral mana.gem1rnt Ii k i 11 • [ l [ J [ l [ J 

b. Time m;inagement ski 11 s [ J [ J [ J [ J 

c. Written communications 
ski 11 s [ J [ J [ J ( J 

d. Interpersonal skills [ l ( J [ J [ J 

e. Long-range planning 
techniques [ J [ J [] ( ] 

f. Broad knowledge of new 
techniques/successful 
curricul;ir practices [ ] [] [ ] [] 

g. Broa.d knowledge of 
;available resources [] [ ] [] ( l 

h. Program evaluation [ l [ l [ l [ l 
i. Development of in-service 

programs [ l [ l [ ] [ ] 

j . Textbool: evaluation skills [ l [ l [ J [ J 

K. Statistical analysis/test 
interpretation ski I Is [ l [ l [ J [ l 

1. Budgeting/Finance [ l [ l [ J [ l 
11. Other: please specify 

-------------------------
------------------------- [ J [ ] [ J [ J -------------------------

4. What st;indards and guideline• ;ire necessary for eva.luation of graduate programs for 
preparing curriculum specialists? 

PLEASE INDICATE BELOW THE NAME OF YOUR DISTRICT IF YOU WISH A COPY OF THE RESULTS OF THIS 
SURVEY. SCHOOL DISTRICT ____________________________________________ _ 
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5LIRV[Y or CURRJCULUH LEADERSHIP 

IN THE STATE OF O~LAHOMA 

PART l Background and Training of Curriculum Leader; 
Description of District. Please indicate your 
background by checking the correct box and filling in 
the requested information. 

I. Highnt degree held: 
Bachelor's 
Master's 
Do ct orate 

2. H~jor iield of study for the abov~ degree: 
Curriculum 
Administration 
Teaching field-

Pl ease specify ________ .-·-------------
Other-

Please specify _______ ··--------··------

3. Length of time in current position: 
Less than I year 
1-3 years 
4-6 •1ears 
7-lu years 
More than 10 years 

4. Previous posit~ons in education held 
Please check all that apply 
Classroom Teacher 
Counselor 
Vice-principal 
Principal 
Asst. Superintendent 
Superintendent 
Other ________________________________ _ 

[] 1% 
[ J 63% 
[ J 36% 

[ J 8% 
[ j 71% 

[ J 14% 

L] 7% 

[) 7% 
(j 36% 
[] 25% 
( J 10% 
[) 22% 

[ J 90% 
( J 25% 
[ J 31% 
[ J 72% 
[) 33% 
[ J 39% 

[) 18% 
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5. Curriculum Courses or seminars 
completed within last five years. 

Curriculum planning/development 
In-service plinning/development 
Program evaluation 
Staff effectiveness evaluation 
Communication/Information/ 

Publications skills 
Time management 
Financial resource management 
Educational resource selection/ 

availability 
Other-please specify ________________ _ 

6. Your current title: 
Counselor 
Vice-Principal 
Principal 
Curriculum Coordinator 
Asst. Superintendent 
Superintendent 
Other: ____________________________ _ 

7. MaJor responsibilities of your 
position outsid~ the irea of 
curriculum. 
Superintendent 
Business 
Personnel 
None 
Other: please specify _____________ _ 

8. Grade levels your district serves: 
K-6 
K-8 
i:-12 
Other: please specify ______________ 

Cour,es 
<at 
l 2 

least 
hr SI 

ll 22% 
( J 11% 
[ J 8% 
( J 15% 

[ J 10% 
[ J 6% 
( J 17% 

[] 4% 

[) 3% 

[ j 3% 
[] 0% 
[ l 15% 
[ l 7% 
L J 10% 
[ J 60% 
[] 5% 

[] 58% 
[) 32% 
[] 39% 
[) 0% 
[] 19% 

[ J 0% 
[] 10% 
( J 90% 
[) 0% 
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Semi n~r '• Jt 

Workshops 

l J 65% 
ll 7l1% 
[ J 71% 
() 75% 

[ J 49% 
[ l 56% 
l J 54% 

[j 35% 

[ J 1% 
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PART II Curriculum Leadership Responsibilities 
Please indicate which services will become more or less important 1n the next ten years, 
and whether or not you perform that service now . 

I. l Assist in development of a 
cohesive, we! 1 articulated 
curricular/instructional 
program aimed at meeting the 
needs of al 1 pup i 1 personnel. 

I. 2 Coordinates implementation of 
the curricular/instructional 
program. 

I. 3 Assists in the development and 
maintenance of a program of 
evaluation of curriculum and 
instruction <testing). 

I. 4 Facilitates revision of 
curricular and instructional 
practices. 

1.5 Assists in creating a climate 
conducive ta experimentation, 
innovation, and creative 
teaching. 

1.6 Other: please specify 

.. 
Service wh IC h Service which 
will be more wi 11 be less 
1mportilnt in important in 
the· ne>: t ten the ne>: t ten 
ye •rs years 

( l 94% ( l 1% 

( l 89% () 1% 

( l 89% [] 1% 

[) 92% [ J 3% 

[ l 90% [ J 3% 

[] 0% [ l 0% 

Area 2 FACILITATOR OF STAFF PROFESSIONAL GROWTH AND DEVELOPMENT 

2.1 Works with the principal to 
create an environment which 
encourages positive relation­
ships and growth and develop­
ment among staff. 

2 "• ... 

2.3 

Designs and implements a. compre­
hensive, coordinated in-service 
program aimed at promoting optimal 
development of teaching competency 

Encourages participation in pro­
fessional development activities. 

[) 

( J 

[) 

85% [ l 1% 

96% ( J 0% 

90% [) 3% 

Service 
Now Perform 

( l 81% 

( l 76% 

[] 71% 

[ l 75% 

[ l 60% 

[ l 0% 

[] 71% 

[ J 60% 

[ l 72% 



2.4 Aisiiti the principal in the 
systematic evaluation of profes­
sional growth and development 
of the sh ff. 

2.5 Analyzes and develops leadership 
abilities in individual staff 
members. 

2.6 Encourages teachers to take 
leadership roles in curricular/ 
instructional development 
programs. 

2.7 Other: please specify ___________ _ 

Service which 
w l I l he• aior P 

important 1n 

the ne• t l1rn 
years 

[ J 78% 

[ J 85% 

[ J 85% 

[J 0% 

Area 3 CONSULTANT FDR RESOURCES AND SERVICES 

3.1 Develops programs for instruc-
tional resources and services. [ J 82% 

3. 2 Serves as a resource. l J 58% 

3.3 Promotes coordination of support 
services to ensure optimum assist-
ance to c I assroom teachers. [ J 79% 

3.4 Other: please specify 

( J 0% 

Service which 
w111 h1• le$~ 

important 1n 

the next ten 

years 

[) 10% 

[) 3% 

[] 1% 

[ J 0% 

[ ) 6% 

[ l 8% 

[] 8% 

( ] 0% 

Area 4 COORDINATOR FOR COHMUNICATIDN/INFORHATIDN/PUBLICATION 

4.1 Assists the principal in pro­
moting open communication ·among 
school personnel. 

4.2 Provides staff with information 
on current trends, inno~ative 

practices and professional devel­
opment activities. 

4.3 Facilitates effective communi­
cation with the community. 

4.4 Facilitates tommunication and 
articulation among educational 
;issoci ates. 

[ J 83% 

( J 83% 

[ J 82% 

[ J 86% 

[ l 4% 

[ J 1% 

[ J 0% 

[ J 0% 

Service I 
Now Periorru 

[ J 53% 

[] 57% 

[ J 69% 

( J 0% 

[ J 51% 

[ l 63% 

[ J 50% 

[] 0% 

[ J 69% 

[ J 71% 

ci 8n 

[] 70% 

123 



124 

Sl.'lr v 1 c '? wh 1 ch S~rVJCQ which Service I 
w 1 I I ll (I mor f' w 1 I I IH• I ['lj,\, Nuw l'1>r f nr in 

import.mt l n import•nt in 
the next t e II the n ex t ton 
years ye•r• 

4.5 Other I pl ii>a ;;e SpHify, 

----------------------------- ( l 0% ( J 0% [ l 0% -----------------------------
Area 5 MEHBER OF THE SUPPORT STAFF 

5. J Assists the pri nci pill in provi di nq 
effective orientation for the 
staff. [ J 79% [ l 8% [ J 53% 

5.2 Participates in developing and 
coordin;iting funded projects for 
program development, research, 
ilnd curricular improvement. ( J 82% ( J 4% ( J 57% 

5.3 Assists in scheduling time and 
facilities for curricular/ 
instruction al purposes. ( J 68% [ J 13% l j 54% 

5.4 Prepares reports for the school 
ad mini strati on, board of educ a-
ti on, ;ind parent ;issociations. ( J 76% ( l 6% l J 74% 

5.5 Solicits legislative support of 

educ;iti on al programs. ( J 86% ( l 4% [ l 61% 
5.6 Provides procedures for evalua-

curriculariinst~uctional pat-
terns and approaches. [ J 79% ( J 6% [ J 57% 

5.7 Other: please specify, 

----------------------------- ( J O"' lo [ J 0% [ J 0% 
----------------~------------

Area 6 MEMBER OF THE PROFESS ION 

6. J H •int il.i n s thorough knowledge of 
current i s>ues, trends and 
reseilrch and development in 
educ;ition. ( J 88% [ J 0% ( J 71% 

6.2 Demonstrates openness to experi-
mentation and wi 1 Ii ngness to 
explore new ideas. [ J 88% [ J 0% [ J 69% 

6.3 Participates in and contributes 
to profession al act i vi ti es. [ J 78% ( J 4% ( J 71% 

6.4 Contributes to the advancement 
of knowledge in the profession 
•nd are a of speci•lization. ( J 85% [ J 3% [ J 65% 

6.5 Demonstrates commitment to hi SI 

her own continued profession al 
growth and development. [ J 83% [ ) 1% [) 69% 



6.6 R~cognizes and supportb the 
education prof~ssion as a vital 
mode of enhancing self-real1za­
tion of the individu~J and 
achieving the democratic ideals 
of society. 

6.7 Contributes to the development 
of stand•rds for the profession. 

6.8 Adheres to the code of ethics 
consistent with the goals and 
ideals of the profession. 

6.9 Other: please specify. 

S11rv1c~ which 
w1llhumt1r1J 

important in 
the next ten 
years 

( J 82% 

[ J 82% 

( J 83% 

[ J 0% 

Servic~ which 
w1 11 la• I c••• 
important in 
the next len 
years 

( l 3% 

[ J 3% 

( J 3% 

( J 0% 

Ple••e list any other services which you ieel will become important 
for curriculum le•ders to perform in the next ten years. 

PART III Important Skills and Training for Curriculum Le;ders 

Service 
N ll w ri Pr I n r rn 

( J 72% 

[ j 61% 

( J 67% 

[ j 0% 

1. Please indicate the relative future importance of each of the six areas of 
responsibility covlr~d in the previous section from your perspective as a curriculum 
leader, using I for the most important and 6 for the least important. 

Ranking 
_ J...6J_ - Area 
_z_.BJL Area 
_3_.g9 __ Area 
_J_.ZQ __ Area 
_5AJ __ Area 
_5_.23 __ Area 

I - Director of Curricular/Instructional Development. 
2 - Facilitator of Staff Professional Growth and Development. 
3 - Consultant for Resources and Services. 
4 - Coordinator of Communication/Information/Publication. 
5 - Member of the Support Staff. 
6 - Member of the profession. 

2. Please indicate your relative competence now in each of the six areas, using 1 for 
your area of greatest competence and 6 for your area of least competence. 

Ranking 
- J._,.f>J._ _ Are• I - Director of Curricular/Instructional Development. 
_LJSL Area 2 - Facilitator of Staff Professional Growth and Development. 
_ 3J33 __ Area 3 - Consultant for Re;ources and Services 
_ _3J..0.6_ - Area - Coordinator for commun1cat1on1lnformat1on/Publication. 
_ _5J_l8 __ Area 5 - Member of the Support Staff. 
- _3_ • ..2..8_ - Area 6 - Member of the Profession. 
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3. Indic;ite by chock1nq the rorrl:lct ti 0 )( t Ii p , k ,· I I ' r[lqu1rr.d Jn vour pn;it inn fl0\-1 ,.. n r1 t Iii' 

improvement needed for you to reach maximum effectiveness. 

5 k i ] ] 
required Jn Improvement needed t 0 reach 
my position ma>:imum effectiveness 

now None Some A Great Deal 

... General mano.gement ski 11 s [ l 92% [ l 8% [ l 69% [ l 8% 

b. Time m;inagement s kl 11 s [ l 86% [ l 4% [ l 68% l J 25% 

c. Written communications 
ski 11 s [ J 89% [ l 1L1% [ J 68% [ J 8% 

d. Interpersonal ski 11 s [ l 92% [ l 13% [ J 67% l l 15% 

e. Long-ro.nge planning 
techniques ( J 88% [ J 7% [ J 56% [ J 35% 

f. Broad knowledge of new 
techniques/successful 
curricular practices [ J 88% [ J 0% [ l 6 7% [ J 32% 

g. Broo.d knowledge of 
available resources [ J 89% [ J 0% [ J 65% [ J 25% 

h. Program evaluation [ l 88% [ J 4% [ J 75% [ j 13% 

i . Development of in-service 
programs [ J 88% [ J 10% [ J 69% [ J 13% 

,i. Te>:tbook evaluation ski 11 s [ l 86% [ J 14% [ l 71% [ J 15% 

K. Statistical analysis/test 
interpretation ski 1 1 s [ J 86% [ J 13% [ J 67% [ J 18% 

1. Budgeting/Finance [ l 92% [ J 13% [ J 56% [ l 28% 

m. Other: please specify 

-------------------------
-------------------------

[ J 0% [ J 0% [ J 0% [ J 0% -------------------------

4. What standards and guideline» are necessary for evaluation of graduate programs for 
preparing curriculum specialists? 

PLEASE INDICATE BELOW THE NAHE OF YOUR DISTRICT IF YOU WISH A COPY OF THE RESULTS OF THIS 
SURVEY. SCHOOL DISTRICT 
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DRAFT 

CURRICULUM ADMINISTRATOR 

PART L ~troduction 

The holder of a Curriculum Administrator certificate is authorized to serve as 
Curriculum Director, Curriculum Supervisor, and Assistant or Associate 
Superintendent for Curriculum* at the district level in any accredited school system 
in Oklahoma. 

PART IL Special Criteria 

A. Standard Certificate 

1. The applicant shall satisfy all general regulations of eligibility stated on 
pages - • 

2. The applicant shall hold and maintain a valid Oklahoma standard teaching 
certificate in one of the following areas: Early Childhood, Elementary, 
Elementary-Secondary, Secondary, Vocational-Technical, Library Media 
Specialist, or Speech-Language Pathology. 

3. The applicant is required to have had two years of teaching experience. 

4. The applicant shall hold or have held the Provisional Level II Curriculum 
Administrator certificate. 

5. The applicant shall have had a minimum of one full year of experience as 
a Curriculum Administrator during the validity of the Provisional Level II 
Curriculum Administrator's certificate. 

6. The program shall include at least seventy-nine (79) semester hours of 
graduate coursework appropriate to the Curriculum Administrator 
program. The coursework should be designed to achieve the objectives 
cited in Part III. 

7. Graduate coursework shall be required in the following areas for the 
Standard certificate: 

a. Common Core (Curriculum, supervision, and instruction) - 36 
semester hours. 

b. Foundations (Sociological, Philosophical, and Historical) - 6 
semester hours. 

c. Learning Theory and Human Development - 6 semester hours. 

d. Research (Evaluation, Research, and Dissertation) - 19 
semester hours. 

e. Administration, Management, and Organizational Dynamics - 9 
semester hours. 
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f. 

g. 

Practicum (Field Experiences and Internships) - 3 semester 
hours. 

Coursework in any of the above areas, taken as a part of the 
program for the Provisional Level II certificate for the 
Curriculum Administrator may be accepted toward fulfilling 
the standard certificate program. 

8. The applicant shall hold a Doctor's degree (Ed.D. or Ph.D.) from an 
institutional program accredited by a national accrediting agency. 

B. Provisional Level II certificate 

1. The applicant shall fulfill all general regulations of eligibility. 

2. The applicant shall hold and maintain a valid Oklahoma standard teaching 
certificate in one of the following areas: Early Childhood, Elementary, 
Elementary-Secondary, Secondary, Vocational-Technical, Library Media 
Specialist, or Speech-Language Pathology. 

3. The applicant is required to have had two years of teaching experience. 

4. The applicant shall hold a Master's degree from an institution accredited 
at the national level. 

5. Institutions must have this program accredited by a national accrediting 
agency. 

6. The program shall include at least sixty (60) semester hours of graduate 
coursework which will be accepted as part of an approved program for 
the standard certificate. At least twenty-four (24) semester hours of 
coursework shall be taken at an institution accredited to offer degrees at 
the post-Master's level. The courses should be designed to achieve the 
objectives cited in Part III and should include at least twenty-four (24) 
semester hours from Part II.A. 7a.; and at least one course in each of 
areas Part II.A. 7b-f., as stipulated in requirements for the standard 
certificate. 

7. The applicant shall· pass the State Teacher Certification Test 
(Curriculum Administrator) prior to being issued a certificate. 

PART III. Curriculum Administrator Certification Objectives 

The objectives for the Curriculum Administrator program appear in the 
Objectives manual of the Oklahoma Teacher Certification Testing 
Program : CURRICULUM ADMINISTRATOR, pages 

*The holder of the Curriculum Administrator certificate will not be able to serve as 
district superintendent of schools unless such requirements have also been met for the 
school superintendent certificate. 
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SPECIAL ENDORSEMENT: CURRICULUM SUPERVISOR 

The Special Endorcsement for the Curriculum Supervisor is for those professionals who 
elect to qualify to serve as department heads, grade level leaders, district level special 
subject supervisors, and assistant curriculum administrators (building level), or in other 
curriculum supervisory roles. 

Requirements for the Special Endorsement include: 

A. A valid Oklahoma standard teaching certificate in one of the folfowing areas: 
Early Childhood, Elementary, Elementary-Secondary, Secondary, Vocational­
Technical, Library Media Specialist, or Speech-Language Pathology. 

B. A Master's degree which may include completion of at least twenty-four (24) 
graduate semester hours of credit to include 9-15 semester hours of 
coursework in the study of the major teaching field, and the remaining 9-15 
semester hours in the areas of curriculum, instruction, and supervision as 
specified in the requirements for the standard certificate program for 
Curriculum Administrator. 
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