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CHAPTER I
THE DEVELCPMENT OF THE PROBLEM
Introduction

The position of school superintendent is recognized és essential
to the organizational structure of puﬁlic school systems in the United
States. Authorities on educational administration agree that the
effectiveness of the superintendency almost entirely depends upon the
behaviors and personal characteristics of the person selected for the
position. In most states the board of education ef the leocal school
district selects the person to be employed as superintendent. Although
many boards of education select school sﬁperintendents each year, the
behaviors and persornal characteristics which influence board members to
elect one applicant in preference to others have not been clearly
identified, Identification of the behaviors and personal characteristics
which influence board members to elect a particular person and reject
others applying for the pesition of superinténdent will be attempted in
this study. The importance, 1ega14status, and changing concepts of the
superintendency as Well as the respensibility for selection of the
superintendent of schools should be considered in further clarification

of the problem,



Current Importance of the School Superintendency

The position of superintendent of schools has become increasingly
important since its establishment in the 1830's, The superintendent
has, over the years, assumed the stature of chief exscutive officer
of the board of education. The superintendent is responsible for meking
policy recommendaticns to the board., He provides educational and
administrative leadership for one of the largest and most important enter-
prises in the nation. Superintendents serve public schools in the United
States which are attended by approximately 26 million children at an
annual cost to the tax payers of almost six billion dollars., The in-
dividual superintendent is one of the 100,000 professional school ad-
ministrators of the United States.t School district reorganization,
the enormous increase in public school enrolliments, added demand for
special services to school children, expanded academiec programs, and
other current problems of education, all are indicative of the need for

competent leadership in the position of local school superintendents.
Tegal Status of the School Superintendency

The position of local school superintendent was created as a result
of local forces and needs. The first local city school superintendency
in the United States was established at Buffalo, New York, in 1837 by
the local autherities with benefit of legislative action. Other city
school systems in the United States soon followed the example of Buffalo

and appointed local school superintendents, In some instances; before a

IDavid T, Blouse, Statistics of State School System, U. S, Office
of BEducation Circular No. 285 (Washington, 1948-49), & pp.







important step in delegating largér statutory authority to him.

In recent years there has been a trend in the United States to
vest larger statutory powers in the school administrator. This trend has
indicated that board action on an increasing number of matters can be
taken only upon the recommendation of the superintendent of schools.
Geissingerh, in a study of the legal status of the city superintendency
in four states, finds the supérintendent gaining in strength through
his power of recommendation and thfough his power of counter-signature
in many official reports includihg the budget. Although many persons
favor these trends, other question them. Dudley5 believes that the
responsible executive whe has powers delegated to him by the board of
education rather than by law may in the long run provide better leader-
ship, since he depends more largely upon public understanding and thus,

is more likely to foster the development of intelligent public opinion,
Changing Concept of Administration

The public school administrator is no longer regarded merely as a
superintendent of instruction or even of schools, in the narrow senses.
Rather, he is attaining recognition as a leader of educational life in
his community. The school administrator of todayAis more than a "manager."
He is a leader in planning for community or commonwealth improvement.

He is by no means alwaYs the overt director of the aetivityo He is

often a covert agent in initiating and facilitating community action,

hJo B, Geissinger, Evolution of the Legal Status of the City Super-
intendent of Schools in Selected States (Permsylvania, 1946), pp. 26k,

°L, L. Dudley, The School and the Commumity (Cambridge, 1933),
pp. 176,




This new éoneept of administration is nowhere better exemplified
fhan in the emergence, within the last two decades, of the urban-rural
‘ community school superintendency. Out of the school district reorgan—
ization movement, in which several districts are merged into a larger
and more efficient administrative unit, came a demand for an administrator
who could unify a newly established school community, who could lead in
the community planning of a school program cempatible with the local
culture, and who could also carry all the technical professional responsi-

bilities commonly borne by school administrators.
Responsibility for Selection of the Superintendent

The evident importance of the school superintendency as a position
of community and educational leadership places with the board of education
the responsibility for choosing, from among a number of candidates, the
person who can provide that leadership. The obligation of local boards
of education to select competent educational leaders for the superintendency
requires that judgments be made about the candidates by individual board
members and that a consensus be reached concerning which candidate

R S =

should be employed by the local board in a particular situation. The
factors whiéh influence board members to select one applicant and reject

others are the primary concern of this study. These may be termed

"eritical® factors.
Statement of the Problem

The problem of the study is to identify the behaviors and personal
characteristics of applicants which influence board members to select

one applicant for a superintendency and reject others. The selection of



one applicant from among a number of applicants because of particular
behaviors or characteristics establishes these behaviors or characteristics
as eritical factors in the opinion of a particular board member. A
summation of the critical factors, reported by board members who elected
an applicant to the superintendency for the 1956~57 school year, will

be made. From this summation a model or pabtern of personal character-
istics and behaviors of successful and unsuccessful applicants for
Oklahoma publie school superintendencies will be developed. This model
of characteristics and behaviers will be compared with those identified
by researchers and authorities in the field to determine if any new
characteristics or behaviors have been identified in this study. 4
basic.assumption of the study is that a board member who participated

in the selection process can aecurately repoft why he voted for or

against an applicant for the superintendency.
Significance of the Study

The proposed study will supplement and strerigbhen the existing school
administraﬁor Jjob analyses reported in the literature in that it will
point up the relative importance of administrator behaviors and character-
isties as interpreted by school board members. The study will identify
strengths and weaknesses of applicants which board members consider
critical in the selection of superintendents.

The findings of this investigation should bé valuable for:

1. counseling prospective students of school administration;

2, determining areas which demand emphasis in the professional

preparation of schoeol superintendents;

3. ailding boards of education in evaluating their practices in



employment of superintendents;
L, determining in-gservice education needs of superintendents; and
5., alding applicants to a superintendency in presenting their
qualifications in the best manner and prospective that is
possible,

Prospective superintendents or superintendents in the field making
application for a superintendency may know what authorities have stated
to be essential in securing the position., Applicants may have had
training considered by authorities to be essential in securing and retain-
ing a superintendency but, without the knowledge of factors actually
associated by school board members with the selection of superintendents,
applicants may not know how to present their qualifications in a manner
conducive to their selection for the position., In other words, in-
formation econcerning the criteria applied by individual board members
who have actually participated in the selection of a superintendent
should be utilized by superintendents in preservice preparation; by
candidates in making application for a superintendency; by counselors in
counseling prospective superintendents; and by boards in evaluating

their practices in employment of superintendents.
Definition of Terms Used

Certain terms which will be used frecguently throughout the study are
defined as follows:

School Administrator or School Superintendent. The person who is

directly responsible to the board of education for the professional
administration of a school system which has a four year high schoel.,

School Board Member. A member of a legally constituted governing




board charged with operating the schools in a given school corporation.
Qualification. Any endowment or acquirement necessary for a
candidatets selection as a superintendent.

Critical Faetors, Influential characteristics or behaviors of a

candidate for a superintendency as reported by board members voting for
or against the candidate.

Personal Characteristics. Any physical or personal attribute of

an applicant that distinguishes and serves to identify him.

Behaviors., Overt action of an applicant.
Summary and Frospectus

From‘a modest beginning in the 1830*'s, the public school superinten-
dency has developed into a position requiring exceptional competence in
the exercise of professional educational leadership,

Created as a result of local forces and needs, the local school
superintendency has gradually become incorporated into the legal
structure of eduecation in the United States. Over the years, the duties
and responsibilities of the office have increased in number, scope, and
legal stature to the extent that ths superintendent has become the chief
execubive of the board of education and the educational leader of his
community.

The selection of a persoﬁ to occupy the important position of
public school superintendent in each school district is the responsibility
of the local board of education. Choosing a superintendent requires
that judgments be made by the individual board members who subsequently
vote for or against the candidate for the positien. The factors

influencing board members to vote for one candidate and against others



are the problem of this study. The study will identify the Yeritical®
factors associated with the selection or rejsetion of publie school
superintendents as reported by school board members in certain Okla-
homa scheols.

Information concerning these factors deemed critical by indi-
vidual board members who have actually participated in the selection
of a superintendent may be utilized by superintendents and prospective
superintendents in pre-service preparation and in making applications
for a superintendency, by counselors in counseling prospective super-
intendents, and by school boards in evaluating their practices in em-
ployment of superintendents.

A review of pertinent literature will be presented in Chapter I,
Methods and procedure employed in the research with a description of the
research design, selection of the respondents, and treatment of the data
will be described in Chapter III. Findings of the study will be presented
in Chapter IV, A summary of the study, conclusions, and recommendations

will be presented in Chapter V,



CHAPTER II
REVIEW OF THE LITERATURE

The existence, identificatien, and influvence of behaviors and
characteristics of applicants for the superintendency as well as the
effect which they have in the selection process have been discussed in
a number of research reports. From other sources come acceptable and
recommended characteristics and behaviors which have been considered
necessary for applicants to the superintendency. Reports of representa-
tive studies and other authoritiative literature concerning desirable
characteristics and behaviors of superintendents are reported in this chapter.

Many studies have been reported in which the essential qualifications
of school administrators were determined through job analyses., Other
studies have been reported wherein committees or groups of qualified
"experts® through discussion, have listed competencies which were deemed
necessary for successful administrators.

Much information dealing with the desirable and undesirable gualifi-
cations of public school administrators, based upon general observation
and professional contact with school administrators, may be found in the
literature,

Cubberly indicates certain leadership gualities which apply par-
ticularly to the superintendent of schools:

He (the superintendent of schools) must learn to lead by
reason of his larger knowledge and his contagious enthusiasm,

rather than to drive by reason of his superior power. These
powers and prerogatives which are guaranteed to him by law he

10
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must know how to use wisely, and he should be able to win new
powers and prerogatives from the board largely by reason of his
ability to use them well, He must constantly remember that he
represents the whole comminity and not any part or faction of it,
and he must deal equal justice toc all. As the representative of
the whole community he will be wise not to 2lly himself at sli
closely with any faction, or division, or party in it,

He must, out of his larger knowledge, see clearly what are
the attainable goals of the sechool system, and how best and how
fast to attempt to reach them. From his larger knowledge, too,
he must frequently reach up out of the routine of school super—
vision and executive duties into the higher levels of educational
statesmanship., As a statesman, too, he must know how to take
advantage of time and opportunity Lo carry his educational policy
into effect,

By conferences, public and private, with leading citizens;
by talks to parents at meetings at the schools; by taking the
leaders among the teachers into his confidence; by dealing frank-
ly and honestly with the press and the public; by his own written
and spoken word, especially in his annual printed reports, and
by ineiting others to write and speak; and by tact and diplomacy
mold such a public opinion that the recommendations which he makes
will go by without serious opposition, and be readily accepted by
the people of the community. He must remember, though, that Rome
was not built in a single day; that it takes a long period of
education to aceomplish any really fundamental reform; and that
it is usually 2eeessary to rush important matters to an immediate
consideration.

Edmondson recommends eight qualities to consider when comparing the
abilities of prospective school administrators:

1. Culture

2. Resourcefulness and vision

3, Administrative ability

L. Interest in people

5. Scholarship

6. Ability to stimulate others

7. Professional knowledge

6E° P, Cubberly, Public School Administration (Revised and enlarged
edition, Boston, 1929), pp. 138-39.
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8, Ideals and professional spirit7

He further states: Certain of these eight requirements may be
called personal qualities or native characteristics, but to a
degree they may be cultivated and developed through training
and experience. Scholarship and professional knowledge, of
course, may be improved through the right kind of training.

In his book entitled "School Administration®, Moehlmsn indicates
as general requirements for the successful administrator:

cvoothe ability to view a problem as a whole in its social as
well as its organizational aspects, the ability to give indi-
viduals a desire to work cooperatively in the achievement of a
purpose, the ability to understand people and their motive, and
the sbility to have a broad tolerance for differences in ideas
and points of view. An administrator must have a sense of humor
which provides balance and perspective; he should be able te
preject ideas and practices to professionals and laymen alike,
and he should have a desire for this specialized work.

Administration demands sound health, emotional stability,
objeetivity, a pleasing personality, a broad general professional
education, a sound social and educational philosophy, physical
and moral courage, and maturity developed threough experience,

In reporting the results of a study concerned with the administrative
operational patterns of superintendents in six communities near New York
City, Skogsberg describes their leadership qualities as follows:

The superintendent is in a key position to influence the develop-
ment of the school. His professional competence and his way of
approaching problems set the tone of how people work together.

The superintendents of these adaptable schools show more likenesses
than differences as administrators and as people. It is signifi-
cant that in these schools so many different men show such striking
similarities, These superintendents think of the whole staff,
ineluding themselves and business and custodial workers, as a

team, a functioning unit working on a common problem. They are

not jealous of power. They delegate responsibility and authority
freely to theose who can or will try to do the job at hand,

7J. B. Edmondson, J. Roemer, and F. L. Bacon, The Administration of
the Modern Secondary School (New York, 1949), pp. 81-82,

8

Ibid., p. 83,

IArthur B, Moehlman, School Administration (Second Edition, Boston,
1951), p. 107,
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Their attitude induces the feelings among their co-workers that

the personal prestige of the team members come best from the

accomplishment of the whole group., They are willing to learn

from co-workers. They rely on the give-and=-take of democratic

discussion because they believe that the best sclution to problems

comes from this method. This personal demonstration of their be-

lief in the effectiveness of the democratic process has a far-

reaching influence among the staff and the community. The peculiar
abilities of co-workers are freely reccgnized and every opportunity
possible is utilized for each to have his place in the sun. Personal-
ly they are vigorous, highly trained, and self-critical men,10

He points ocut that the foregoing statement refers to qualities which every

board of education should find in its chief executive. A marked absence

of any of these qualities and attitudes may point to ultimate failure,

CGertain qualifications have been reported in studies by committees
or groups of qualified "experts" who, through discussion, have attempted
to draw up lists of characteristics or traits which they deemed necessary
for successful public school administrators.

The Committee on Certification of Superintendents of Schools of the
American Association of School Administrators reéommends that the minimum
legislative requirements for persons entering the school superintendency
be the followinge

1. Twenty=five years of age

2., United States Citizenship

3., Dvidence of sound physical and mental health based upon
the written statement of an approved physician

L. Four years of both professional and cultural study in s
standard and accredited college, plus a minimum of one year
graduate study terminating in the master's degree

5, Three years of successful experience in the class room,
administrative or supervising position in publie schoel
system,

1041 fred H. Skogsberg, Administrative Operational Patterns (New York,
1950>9 P 250 ’

Lcommittee on Certification of Superintendents of Scheools; The
Superintendent of Schools and His Work (Washington, D. C., 1940), p. 47.




In 1940 a committee on certification of the superintendent of the
American Association of School Administrators recommended that the |
role of the school administrator be expanded. The opportunity for a
superintendent of educational enterprises, rather than a superintendent
of instruction or of schools, grows constantly larger as our societal
organization continues to grow more complex. "It constitutes a challenge
to all the resourcefulness, intelligence, patience, tolerance, and tact
an individual has,%®

The Committee on Certification of Superintendents of Schools
questiened 503 lay people and school employees fegarding traits desired
in their "next superintendent." Replies from these lay people disclose

twelve traits referred to in the following frequencle:

1. Character 413
2. Business ability, finance, etc. 391
3. Administrative or executive ability 383
L. Personality 378
5. Educational leadership 361
6. Sociability 328
7. Community leadership 291
8, OSpeaker 201
9. Culture 158
10, Writer 96
11, Married and children 8L
12, Religien &7

12Ccommittee on Certification of Superintendents of Schools, Standards
for Superintendents of Schools (Washington, D. C., 1940), p. 56.

13Committee on Certification of Superintendent of Schools, p. 47.

.



15

The educational leader of the future must be competent in the respects
indicated below, according to the 1952 Yearbook of the American Associa-
tion of School Administrstors:

First, the educational leader of the future should be competent
in community leadership as it concerns the development of basic
educational poliecy and program....

Second, the educational executive of the future should be highly
competent as a leader in developing the content, experience,

and methods which compose the needed instructional program of
the schools and other educational agencies of the community....

Third, the educational executive of the future should be highly
competent in selecting, organizing, and leading the school staff
of the community....

Fourth, the educational executive must be competent in the phil-
osophy and procedures of demoeratic leadership....

Fifth, the educational leader of the future should be highly

competent in making the case for the necessary facilities of

education....l4

In addition to the above mentioned broad areas of competence deemed
necessary for the successful future school administrator, certain other
qualities described as being a result of inherited characteristics and
of personal and professional development are presented in the Yearbook.
They are as follows:

cosoinbellectual capacity substantially above average, physical

health and stamina or special skill in conserving one's store

of energy, a liking for people at all age levels, ability to get

along with individuals and groups, skill in communicating ideas

simply and clearly in speech and writing, enthusiasm for educa~-

tional work, and high personal integrity.l5

The Fourth Report of the National Cbnference of Professors of Educa-

tional Administration presents a list of "Musts™ as qualifications for the

U pnerican Association of School Administrators, The American School
Superintendency, Thirtieth Yearbook (Washington, D. C., 1952), pp. 38991,

15Ibid., p. 391,
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administrative leaders:

He must have a broad general educastion which touches upon the
various facets of human experience....

he must be widely informed in current events, in current social
opinions, and in historical perspective....

he must know the education implications eof the major phil-
osophies, and he must know the trends of education at work....

he must be well grounded in educational psychology, in biology
and anthropology, in the tools of research, and in major out-
come of educational research....

the school leader must have a broad preparation which includes
the principles and scientific bases upon which these profess=-
ional educaticnal techniques have been developed....

he needs to understand the interlocking pattern of local and
state control, the law which governs education, the most effective
patterns of school board operation, and in finaneial pattern by
which taxation is--~in the best instances--oriented to the support
of public services...-.

the school leader needs a high degree of skill and know-how in
the ministerial tasks related to his office....t

The report continues into the realm of "personal qualifications" by stat-
ing that the list of "Musts" presented above will not operate effectively
if they represent a series of separate obligations pressing upon the
individual. "They must be integrated in an individual possessing physical
and mental health and the ability to maintain it "7 The personal
gqualifications are stated thus:

An sdministrator is a person with vision....An administrator is

inereasingly competent in employing democratic and democratic—
tending techniques by group action....

léNational Conference of Professors of BEducational Administration,
Administrative Leadership (Ithaca, 1950.), pp. 25-26,

171pid., p. 27.



An administrator assumes the responsibility for providing organ—
izational machinery to facilitate the operation of democratic
leadership....

An administrator fosters a psychological atmesphere in which
democratic leadership can flourish. For goed or ill, an admin-
istrator affects most critically the psychological~emotional
Mone" of a school system....

An administrator, in the execution of his own legal responsibili-
ties, exemplifies belief in democratic leadership relations....

An administrator sets the example of evaluating results in terms
of total achievement toward democratic ideals, rather than sole~
ly in terms of some immediate objective....

An administrator consistently demonstrates his conviction that
democracy leads to efficiency....

An administrator seeks to achieve--to exercise-—-leadership
through the contributions he makes to the sluccess of the group’'s
efforts.... '

An administrator is a talent scout and a coach....

An administrator is responsible but not ever-burdened by his
responsibilityo.“18

Weaver presents a "cheeck list" showing how to identify a super—

intendent of education in terms of his activities:

1. He works with his principals, supervisors, and teachers
in developing a curriculum that uses community resocurces
and prepares students to take their places in the industrial
activities of the community.

2. He meets with representative groups in the community or
with their officers in order to study the problems of
young pecple and to determine ways in which these organ-
izaticons can aid in an enlarged out~of-school educational
program.

3., He meets with committees of principals, supervisors, and
teachers to study curriculum offerings and to make adjust-
ments that appear to be needed in the light of community
cultural and vocational standards and requirements,

L. He keeps in e¢lose contact with the school vecational

181514., pp. 29-30.

17
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service counselorfs activities which are designed (a)
to anticipate the needs of the local home owners,
housewives, and business and industrial concerns and
(b) to determine the abilities and aptitudes of boys
and girls and to help obtain the type of part-time or
full time work in which they can be of greatest service
to the community and in which they are most likely to
succeed,

5. He serves on the public relations committees of such
organizations as the Boy Scouts of Amerieca or the Camp
fire Girls,

6. He maintains contact with the civic recreational committee
and with young people¥s social committees of local churches.

7. He cooperates with and helps the public librarian and the
public~library board in the work of guiding the reading
interests of boys and girls.

8. He maintains close contact with the county agrieultural agent
and the vocational agriculture teacher in the school system
in their work of guiding the activities of pupils who are
transferred from township schools to the city schools under
his supervision.

9. He concerns himself with the problems of school children
who come before the juvenile court or the welfare boards
and agencies.

10, He identifies himself with the parent-teacher association
and gives assisbance to parents who are trying to solve
problems which relate to the activities of their child-
ren.l9

Between 1925 and 1930 many studies of the supervisory function of the
school administrator were made in an effort to discover and summarize
the activities of the school administrator. Illustrative of these is

a study conducted by Dyer,20 who made a comprehensive study of the super-

visory activities of elementary principals in cities of more than 50,000

19r, B, Weaver, "Check-List Showing How to Identify a Super-
intendent of Education,™ School Fxecutive, June, 1943, p. 62.

20w, F, Dyer, -Activities of the Elementary School Principal for
Improvement of Instruction (New York, 1927), pp. 102,
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popuiétion° He reports a list of some 208 supervisory activities per-
formed by them. Other studies to which attention may be called are those
of Hughes and Melby,?T and Billett,%? who report the activities of high
school principals; Ayer23 and MElbygzh who study the supervisory active
ities of the superintendentj Barr,25 who reports the activities of
special supervisors in Detroit, Michigan; and Fitch,26 who reports the
activities of the elementary school training supervisors in the state
normal school and teacher colleges, Most of this work has emphasized a
listing of duties with insufficient regard to their relative importance.
Two recent studies concern themselves with the attitude of school
board members toward necessary attributes of the successful school ad-
ministrator. The first of these was conducted by Yarbrough as a field
study at the Colorado State College of Education. Yarbrough asked school

board members of Coloradofs First Class School Districts; "What would

21J° M. Hughes, E. C. Melby: Supervision of Instruction in
High School, (Northwestern University Contributions to Education,
No. 4 /Chicago, 1930/), 191 pp.

22y, H., Billett, F. E, Englehardt, and W, H. Zeigel, Administration
and Supervision, U. S, Office of Education, Bulletin No. 17 (Washington,

1933), 207 pp.

23F° C. Ayer, "The Duties of Public School Administrators,”
American School Board dJournal, Feb,, Mar,, Apr., May, Je., Aug., Oct.,
Dec., 193C and Feb., Mar., and May 1931,

2hg, 0, Melby, "A Critical Study of the Existing Organization and
Administration of Supervision,™ Public Schools, 1929, 158 pp.

25A, S, Barr, An Analysis of the Duties and Functions of Instruct-
ional Supervisors, University of Wisconsin, Bureau of Educational
Research, Bulletin No, 7 (Madison, Wisconsin, 1926), 176 pp.

N, H. Fitch, An Analysis of the Supervisory Activities and Tech-
nigues of the Elementary School Training Supervisor in State Normal
Schools and Teachers Colleges, Contributions to ‘Education, No. 476
(New York, 1931), 130 pp.




count with you as a board member in selecting a new school administrator?®
Aceording to the'opinions giyen him by school board members, a man
desiring to be superintendent in these districts should have these guali-
fications:

l. He must enroll in college or university placement service.

2. He must be between the ages of thirty-six and forty-five.

3, He must havé had five years of administrative experience,

Lo He must have a minimum of a Master's Degree in Educational
Administration; desirable is a Doctor's Degree in Education,

5. He must be able to solve the problems of teacher employment

and retention and do considerable work with a building

program.<7 :
Yarbrough made a list of fifty items considered important in the selection
of superintendents. These items were drawn from the literature and divided
into five groups: (1) Personal Attributes; (2) Professional Compsetence
and Success; (3) Educational Philosophy and Relationship; (4) Interest
and Acceptance in the Community; and (5) Special Considerations. Each
board member contacted was asked to evaluate each item as to whether it
was good or bad so far as selection of a superintendent was concerned,
For each item that was marked as a "good” or a "bad" one, the board member
was asked to qualify his answer by determining whether the item was
"Very Important", "Important™, or "Unimportant." The three classifi-
cations determined the weight given to "good" or "bad" answer,

Twenty items chosen from the list of fifty reported in order of frequency

of choice are:

27Jo E. Yarbrough, "An Inquiry into the Opinions of School Board
Concerning the Selection of Superintendents in the State of Colorado®
(Unpublished Filed Study, quorado State College, 1951), 147 pp.



11.

1z,
13,
1.
15.

16,

17.
18,

19.

20,

Here is a man with whom all like to work.

He is skilled at delegating responsibility.
He is morally upright.
We can rely on his wisdom in the choice of school employees.

He encourages his faculty to participate cooperatively in the
development of a good educational program.

He makes decisions promptly and wisely.

He likes children and appreciates their viewpoints.

He has been successful for several years as an administrator.,
He uses good English.

He is anxious to conserve the taxpayer's money, yet maintain
a good educational program.

He believes that it is the task of the school to help meet
the needs of all who enroll.

He would get things done.

He has had several years of successful teaching experience.
His educational preparation meets our requirements.

He has special skill in school finance.

He acts interested in sincerely wanting this position.

We like the sincere way in which he talks.

He makgs a favorable public appearance,

He deéires professional growth, achievement, and recog-
nition for his staff and for himself,

He is a courteous listener and responds well to our
questions.28

A second study in this area was conducted by Baker<? who attempted

28Tbid., pp. L7-48.

293, E, Baker, "The Selection of Superintendents of Schools by
Boards of Education" (Unpublished Ph. D. Thesis, University of Chicago,
1951)s Po lho

21



to aﬁswer the questions: "If you apply for a superintendency, what will

you be asked, and what does‘tﬁe school board look for in candidates for

the superintendency?"

In thirteen midwestern states; Baker solicited informetion from the
individual members of each of 654 school boards.
selected.a superintendent during the previous three years. Iach of the
65l school boards employed a staff of ten or more teachers.

The following qualifications of the applicants are those believed by

22

These school boards had

board members to be important factors for consideration in selecting a new

superintendent.
1. Range of professional experience
2, Salary terms acceptable
3. Ability to discipline students and

b,
7o
8.
9o

10,

11.

12,

teachers

Aggressive leadership in improving
program

Advanced degrees in educational
administration

Ability to supervise instruction
Skill in finanecial matters
Age of candidate

Size of community where candidate
wag working

Ability of candidate to work well
with staff

Experience with school building
program

Relationship with parents group
and the public

No., of

Boards

540
539

512

453

427
422
412
392

390

382

328

324

Pct,
82,6

82.5

78.4

69.2

65.4
blo5
63.0

60.0

59.6

58,4

50,2

49.6



13.
14,

15.
16.
17.

18.
19.

20,

21,

22,

23,
L.

250

26,

27.
28,

The three general areas of study reviewed in the foregoing para-

Health and energy of candidate

Supervision of maintenance and
custodial service

Personal habits of candidates
Church membership

Professional leadership in areas
outside local system

Personal appearance
Schelastic record

Certificates held in specific
teaching subjects

Teaching skill

Success in handling athletic
program

Writing and speaking ability

Membership in civic and fraternal

organization

304

299
270

245

245
240

201

198
190

187
167

151

Business experience outside of school

experience

Issuance of a multiple term
contract

Published articles and materials

Political beliefs and learnings

Summary

135

107
43
20

46,5

k5.7
L1.3
37.5

37.5
36,7
30,7

30.3
29.1

28@6

255
23,1
20,7

16,4
6.6
3,000

23

graphs are directed. toward an analysis of school administrator activities,

The first and largest of the three areas includes research studies

directed toward a deftermination and listing of the actual duties of the

3O1pid., pp. 64-65.



administrators. A second area contgins studies which describe the
status of the schocl administrators. The last area includes studies
which indicate the personal professional characteristics, traits, and
qualifications philosophically derived and deemed necessary by authorities
for the successful school administrator,

A persistent need for objective evidence concerning the gqualifications,
behaviors, and other characteristics of school administrators in order
that the process employed in the selection of those educational leaders
may be improved is apparent from the studies reported above. The pre-
sent study is intended to supplement the work which has already been

done in this field,



CHAPTER III
METHOD AND PROCEDURE

What are the "critical®™ factors which board members associate

- with the selection of an Oklahoma public school superintendent? The
definition of the populafion from which data will be collected, the
development of the instrument to collect data from the population,

and the treatment of the data are presented in this chapter.
The Research Design

A model of personal characteristics and behaviors of a success—
ful applicant for a superintendency was desired to meet the needs of
the study. A research design that was practical in applieation, adequate
in solving the problem, and defensible in practice was desired.

The study reported by YarbroughBl in which school board members
were asked to list those considerations which they felt were most
important in the selection of a new superintendent of schools allowed
for free response, but the considerations were not necessarily founded
on actual situwations. The present study was founded on actual situations
in which board mémbers had selected a superintendent,

In the study reported by Baker3< an instrument was used in which

board members indicated by checking a prepared list of reguirements

»

3larbrough, Ioc. cit,

32Baker, Loc. cit.

25
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what they loocked for in applicants for the superintendency. The instru-
ment used had the aided fecall feature which limited the respondent to
those items listed in the questionnaire. The questionnaire used in the
present study allows for free response and in no way prompis a particular
response by suggestien.

The present study should supplement work of Yarbrough, Baker, and

others in this field,
Selection of the Population

The research design demanded that the potential respondents be
school board members who had recently participated in the selection of
a superintendent so that information requested might be subject to quick
and minute recall. Therefore, board members in Oklahoma public school
districts who had selected from among applicants a superintendent for
the school year 1956-~57 were chosen as potential respondents.

Education directories are issued each year by the Oklahoma State
Department of Education. These directories contain the name of the
superintendent of schools in each sechool district of the state for the
current year of the directory. Directories for the school year 1955-56
and the school year 1956-57 were obtained and compared. Schools found
to have had a change in superintendents were considered as coming under
the eonditiqnsrof the study. There were 130 changes of superintendents
in Oklahoma public schools between the school year 1955-56 and the
school year 1956~57, The number of superintendencies in each county
and the number of changes in superintendents in each county in Cklahoma

are presented in Table I.
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TABLE I

COUNTIES IN OKLAHOMA IN WHICH CHANGES IN SUPERINTENDENCIES
OCCURRED IN 1956-57

Counties: No. of School No. of Changes:
Superintendencies:

Adair 5
Alfalfa 10
Atoka 5
Beaver 6
Beckham 10
Blaine 9

Bryan

Caddo 17
Canadian
Carter
Cherokee
Choctaw
Cimarron
Cleveland
Coal
Comanche
Cotton
Craig
Creek
Custer
Delaware
Dewey
Ellis
Garfield
Garvin
Grady
Grant
Greer
Harmon
Harper
Haskell
Hughes
Jackson
Jefferson
Johnston
Kay
Kingfisher
Kiowa
Latimer
Leflore
Lincoln
Logan
Love
Major

MWHHFHFWHRDNONOHFHFFEFNMRONDMWWRONONHEFRNDHFWORDHOOMMMOOHWOKRHKHEWMDNNN OWO
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TABLE I (continued)

Counties No. of School No. of Changes:
| Superintendenciess
Marshall 2 1
Mayes 6 1
McClain 8 L
MeCurtain 10 2
McIntosh 8 2
Murray 5 1
Muskogee 13 2
Noble 7 3
Nowata 6 2
Okfuskee 9 3
Oklahoma 12 1
Okmulgee 13 1
Osage 16 3
Ottawa . 7 0
Pawnee 7 1
Payne 9 2
Pittsburgh 13 5
Pontotoc 11 0
Pottawatomie 15 2
Pushmataha 7 0
Roger Mills 5 2
Rogers 8 1
Seminole 15 3
Sequoyah 7 2
Stephens 9 3
Texas 9 2
Tillman 10 2
Tulsa 1y 1
Wagoner 6 1
Washington 6. 0
Washita 13 L
Woods 7 2
Woodward -8 0
Total 686 130

A;study of the data in Table I shows.that the 77 counties in Oklahoma
had from five changes in superintendents as shown by Pittsburgh county
to none as shown by 12 counties. Of the 77 counties listed, 66 had one or

more changes in superintendents. Four counties -- Choctaw, Harper, Marshall,
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and MeClain -~ had a 50 per cent turnover in superintendents.

Cne hundred thirty of the 666 superintendencies in Oklahoma
evidenced changes in superintendents for the 1956~57 school year,

These changes represent a turnover in approximately 20 per cent or one-
f£fifth of all the superintendenciles in Oklahoma. The school board members
of the 130 school districts comprising this 20 per cent of the superinten~
cies in Oklahoma are the population for this study. The total potential
population of respondents numbered 652 according to the list given by
county superintendents. ZHach potential respondent was to be mailed a
questionnaire at his home address.

Returns from this total population could not be anticipated.
Reference to Parten,35 Remmers,36 and other authorities on mailed
gquestionnaires indicate that returns of from ten to 50 per cent of the
potential respondents may be expected. Failure to receive returns from
all the potential respondents indicates a possible bias of the data to be
used in the study. Because of this possible bias, the returns actually
received would not necessarily be representative of the total population
contacted., Therefore, several questions were included in/the instrument

wl

concerning personal and situational‘ipiormatigh about the respondents

which would permit further de%inition of the population from which the
data of the study would be received,){

Development of the Questionnaire

An open-end questiomnaire (Appendix A) was used so that each factor

33Mildred Parten, Surveys, Polls, and Samples (Newaork, 1950), 371 pp.

3"l"I-l., H. Remmers, Introduction to Opinion and Attitude Measurement
(New York, 1954), 321 pp.
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stated would be an original response of the reporting board member.

The instrument was designed to obtain from the board member statements
of factors that he deemed critical in his selection of a superintendent
from among a number of candidates for a given position, "Critical, as

defined by Webster's Unabridged Dictionary, pertains to a turning point,

"Critical™ factors, as used in the study, relate to characteristics or
behaviors of applicants which were influential in causing a board
member to vote for or against his employment in a given position.
The questionnaire was designed to obtain from the board members a
statement of critical factors that changed the board member's attitude
and subsequent decision to take action by voting for or against an
applicant for the superintendency. OCritical factors, as defined, will
eliminate most of the vast body of insignificant factors in any given
situation and bring out those factors that are crucial in the selection
of a superintendent. This should be true since the board member is asked
to report only the characteristic or behavior of an applicant that in~
fluenced the election of the applicant. Factors abstracted from the
responses will be factors that contributed to success or failure
in securing a superintendency. A summation of the "eritical® factors
reported by board members will be made to develop a model of personal
characteristics and behavior of successful and unsuccessful applicants.
In the quéstionnaire used for the study, the respondent was asked:
"As a member of a board of education that has recently elected a super-
intendent, please tell in your own words a behavior or characteristic on
the part of the successful applicant that influenced you to vote for
him,"

Two examples were given for the respondent to read so that he might
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have better understanding concerning what he was to do., An example of
behavior and an éxample of a characteristic was given. The examples
were in fields foreign to the work of superintendents so that again there
could be no prompting of the respondents. The questionnaire suggested
that a merchant might relate an act on the part of a successful cashier
applicant as follows: "He gave a demonstration of his knowledge and
efficiency in using the cash register," Also, the guestionnaire sug-
gested that a foolball coach might relate a characteristic of a sue-
cessful candidate for a scholarship as follows: YHe was a big ‘boy¥
weighing over two hundred pounds with the weight being evenly dis-
tributed over his body."

The second part of the questionnaire stated: "As a member of a
board of education that has recently elected a superintendent, please
tell in your own words a specific aet or characteristic on the part of
an unsuccessful applicant that influenced you in voting against him,"
On both duestions the respondent was encouraged to use all the space
necessary or desired in making his comments.

In order to define the population providing the data for the
study, as was indicated in the section describing the population, each
potential respondent was asked to give his age, sex, occupation,
marital status, number of children in school, years experience as a
mamber of the beard of education, and highest level of formal education
attained. The potential respondent was also asked to give the total
school enrollment and the number of teachers in the school system for
which he was a board member,

& Jetter designed to answer pertinent questions concerning the
study and its purpose was prepared to accompany the guestionnaire

(Appendix A), The letter stated that no individual would be identified
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or quoted in the completed study. Careful consideration of the question-
naire was requested so that its value might be enhanced.

In erder to reduce to a minimum biases which might invalidate
responses, preliminary eritiques of the questionnaire were made by
members of a county school master's organization, selected individual
board members, and a university class in school administration. The
suggestions of these groups were followed in the development of a
questionnaire form to be used in the study.

Further preoof of the adaptability of the questionnaire to the
problem was desired. So, fhe questionnaire, the accompanying letter,
and a stamped return envelope were mailed to twenty board members from
the list of potential respondents. Iight board members completed and
returned the questionnaire from this preliminary mailing., These respon=
ses were complete and coherent, So, additional questionnaires with
accompanying stamped and return addressed envelopes were prepared and
mailed to all of the potential respondents.,

Certain weaknesses of the open-end questionnaire are recognized

and will be mentioned later in this chapter.
Treatment of the Data

For the purposes of the study a pattern of the characteristics and
behaviors of successful applicants for a superintendency, as indicated by
board members, was desired. Mention has been made that such a pattern
could be used by superintendents in the field in self-improvement; by
counselors in counseling prospective superintendents; By boards of educa-
tion in evaluating their selection procedures; and by prospective super-

intendents in preparing for a superintendency.
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Answers to the questions concerning personal and situational
characteristics of the board members were treated as follows: The
responses were taken from the guestionnaires and tabulated on sheets
of graph paper especially prepared for ease in handling the data. The
board member'’s age was given., The numbef of male and the number of

female respondents was determined, The Dictionary of Occupational

Titles was used to determine the occupational areas of the respondents.
Marital status of the respondents was presented. The number of children
in school for each board member was given. The number of years of
experience on the board of education for respondents was given,

The grade level of formal education attained by the board members was
determined. The school enrollment and the number of teachers in each

. board member'*s school was given.

The characteristics and behaviors influencing a board member to
vote for an applicant, as indicated by the board member, are presented
under common themes, In abstracting this information from the ques-
tionnaires, the case study method of handling the responses was used.
Statements were taken from the questionnaires in simple sentence form
with ambigious or irrelevant statements being discarded. Statements
taken from.thelquestionnaires were placed on cards two inches in width
and four inches in length for sorting and studying. The statements were
keyed to the questionnaires. Fach guestionnaire was numbered. The‘statem
ments taken from the questionnaireé carried the same number as the ques-
tionnaire from which it was taken. |

The commonly related areas were determined by identification of é
statement within a broad area found to be the most applicable in re-

porting the data., Most statements contained a characteristic or
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behavior which could be readily identified with a specific area., For
instance, 27 statements were made that referred to age. Obviously, an
area entitled "Age" was necessary within which to group and report these
statements. One hundred thirteen statements were made that referred

to some aspect of administration, An area of "Administrative aspects®
was necessary within which to group and report these statements.
Similarly, all the statements were grouped and identified under some
category. The data are reported under commonly related areas according
to the frequency of statements within each area. The complete data
wefe also summarized and reported as a pattern. The complete staltements
of board members relative to a successful ahd an unsuccessful applicant

for a superintendency are given in Appendix B,
Limitations of the Study

Certain limitations of the research design should be recognized,
Among these are the evident limitations of the open—~end questiommaire,
The open-end guestionnaire is difficult to design so that it will elicit
the type of information desired. The open~end questionnaire is even
more difficult to interpret and report objectively and coherently by
the researcher,

Another limitation of the research design is the time lapse between
the date of election of a superintendent and the date responses were
recorded on the guestionnaires, Superintendents are ordinarily e1eéted J
prior to July first of each school year and assune office on July first.
The questionnaires were mailed after the superintendent-elect had served
the school distriét for five or six months, DBeoard members may have

allowed personal contact with their superintendents during this tine
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to influenge their responsess
Summary

One hundred thirty of the 666 schools in Oklahoma had board members
who were potential respondents for the studye. These 130 schools re-
present 66 of Oklahomal's 77 counties. 8ix hundred fifty-two board
members were potentialyreépondents for the study.

An openeend questiommaire was designed fer the study to obtain
from each board member an original response of factors that could be
termed ®eritical® in the selection of a superintendent, Board members
who had selected superintendents for the 1956=57 school year were asked
to describe in thelr own words specific acts or characteristics on the
part of a suceessful applicant that influenced them in voting for him,
A similar response was requested for a vote against an unsuccessful appli-
cant. S8inee board members who had selected a superintendent during the
1956-57 school year were to be the potential respondents for the study,
they were expected to describe a recent; typical case rather than a
particularly old, unusual, or atypical one.

Relevant statements of board members were taken from the question-
nzires and sorted into areas found to be the most suitable for studying
the data. Areas were suggested by factors that had been grouped into
common themes, ﬁ»wofd or phrase which described the general theme
of the statements in each grouping was chosen as an area title,
Frequency of statements in each of the areas, as identified in the
gtudy, will be reporteds The complete data will also be summarized and

reported as a pattern within the identified areas,



CHAPTER IV
FINDINGS

&s indicated in Chapter III; the findings of the study are presented
under two divisioens. Selected personal and situational information
relevant to the reporting board members which further defines the
population is presented in the first division. Findings relative to the
Beritical™ factors associated with the selection of a superintendent in
certain Oklahoma publiec schoolsy as reported by board members, are
presented in the second divisione

Gounty'superintendents of the 77 counties in Cklahoma were asked
to provide the names and addressee of board members in the school districts
of their county wherein there ha&-been a change of superintendents in
the school year 1956-57, The questionnaire with accompanying letter and
return addresged envelope was mailed to each potential respondent after
names and addresses of potential respondents were received from county
superintendentse

From the first mailing, 116 questionnaires were returned, Of these,
111 were completey; three were left blank because the potential respondent
was no longer serving on the board; and two were returned blank because the
potential respondents were reported deceased, 4 follow-up was necessary be-
cause the number of questionnaires returned represented only 17 per cent
of those board members requested to complete the questionnaire.

Accompanying the second set of questionnaires was a special letter

36
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addressed to the president of the board of education of each school coming
under the conditions of the study. He was requested to make a special
effort to get members of his board to fill in and return the questionnaires.
From this second mailing 69 completed questionnaires were returned.
This brought the total of returned and completed questionnaires to 18C.
Possible bias in later returns would not permit continued mailings
until every board member contacted had completed and returned a question-
naire. However; a third mailing was considered necessary. From this
third mailing, 37 questionnaires were completed and returned. From
all mailings of the questionnaires, the 217 returned questionnaires are
the source of the data which were used in the study., This represents

approximately 33 per cent of the selected sample.

TABLE IT

RETURNS FROM FIRST, SECOND, AND THIRD MAILINGS OF QUESTIONNAIRES
TO 652 OKLAHOMA SCHOOL BOARD MEMBERS

Mailings:
st 2nd 3rd . Total

Completed and returned 111 69 37 : 217
Returned blank because of

change in board member 3 : 0 0 3
Returned blank because of

death of board member 2 0 0 2
Not returned 536 L67 h30 430

The Board Member and His School . ~

Failure to reeeive returns from all of the potential respondentsv
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indicates a possible bias of the data to be used in the study. Because
of this possible bias, the returns actually received will not necessarily
be representative ‘of the population contacted. Therefore;, there were
included in the instrument several guestions concerning personal and
situational information about the respondent which would permit further
definition of the population from which the data for the study were
‘received, This personal and situational information is presented in
order ?hat the data of the study may be more readily interpreted in

relation to the characteristics of the respondents.
The Board Member

What type of board member was a respondent to the gquestionnaire and
a recipient of a superintendency application in 1956-57? Information
pertaining to the following items was requested: Age, sex, occupation,
maritél status, number of children in school; years experience on board
of education, and highest level of formal education attained by the
reporting board member,

Sexe Two hundred thirteen men and four women responded %o the

guestionnaire.
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Age. Age of board members is presented in Table III. Two hundred
eight board members of the 217 returning questionnaires reported their
age, Nine did not. The average age of the reporting board members was
Lh6e.ly with the median age falling in the LO to L9 age range. Evidence
is readily apparent from the distribution that the board members are
maturercitizens who might be expected to apply the experience of

years to their responses,

TABLE IIT

AGE OF REPORTING BOARD MEMBERS

ii

Age: Number:
20=29 3
30-39 Lk
Lo=L9 97
50-59 L9
60-69 ’ 12
70 or over 3
Did no£ éive age 9

Total L

~3
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Occupations. The occupations of the reporting board members by

areas as listed in the Dictionary of Occupational Titles are reported
in Table IV, The largest group, 131 in all, repreéented the agriculture,
fishery, forestry and kindred occupational area. A majority of the

reporting board members were apparently engaged in agriculture and kindred

occupations,
TABLE IV
OCCUPATIONS OF‘REPORTING(BOARD MEMBERS

Occupation: _ Number:
Agriculture, fishery, forestry and kindred 131
Clerical and sales 22
Professional and managerial 21
Skilled = 15
Service Iy
Unskilled 7
Semiskilled 3
Retired 3

217

Total,
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Marital Status. Two hundred fifteen of the reporting board members

were marrieds Two were widows,

Children in School., The number of children of board members

attending school is set forth in Table V. Approximately 80 per cent
of the respondents had children attending school., The number varies
from one to seven, with 186 reporting two or less,s.Onlyi31l reportedi:n

' fore than twoe

TABLE V

NUMBER OF CHILDREN IN SCHOOL OF THE REPCRTING BOARD MEMBERS

Number of Childrens Board Members:
0 L5
1 66
2 75
3 1l
L 13
5 1
6 2
7 1l
Total 217




Experience as a Board Member. A study of Table VI reveals

years experience as member of the board of education.as reported by
board members. The average number of years experience of reporting
board members was 5.3 years. Since 1Ll or approximately two-thirds

of the reporting board members had had four or more years experience,
this can be considered an asset to the study since the material reported

represents predominantly the judgments of experienced board members.

TABLE VI

NUMEER OF YEARS EXPERIENCE ON BOARD AS REPORTED BY BOARD MEMBERS

l

oy
o

Years Experience on Board: Number of Board Members

Reportings
0=3 73
L6 5L
7=9 L5
10-12 23
13 and over 22

Total 217




b3

Level of General Education. The data in Table VII reveals the’

highest level of formal education attained by the reporting board
members. The average and median of the highest level of education
attained by the reporting board members was the 1l2th grade. This is

an indication that the respondents had a level of formal education

that was an'aid in understanding and reporting coherently the information

desired.

TABLE VII

HIGHEST LEVEL OF EDUCATION ATTAINED BY REPORTING BOARD MEMBERS

et e eovonivimang e
rr— o Ve A s

Educational Attainments: Number Reporting:
1-8 3
Elementary graduate 27
912 33
High School graduate 67
College, 1=l | Lk
College degree 36
Did not report 7

217

Total 2

The Board Member's School
How large were the schools represented by the repﬁrting board
members? To answer this question the respondent was asked to give the
number of teachers and school enrollment of the school he represented.
?pe school enrollment of the schools represented by the repbrting
board members is presented in Table VIILs More schools in the 100-199

enrollment group were represented than in any other groups The median
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school represented was in the 200-299 enrollment group. The mean
of the enrollment in the schools represented by the reporting board
members was 586, The data in Table VIII indicated that respondents

x)

were predominantly from smaller schools.

TABLE VIII

SCHOOL ENROLLMENT OF SCHOOLS REPRESENTED BY THE REPORTING
BOARD MEMBERS

Enrollments _ Number of Schoolss
99 and under | 23
100~199 65
200-299 35
300-399 25 \
1400499 20
500~599 10
600=699 3
700=799 L
800899 5
900~999 3
1000-4999 18
5000 and over 6
Total | I

The number of teachers employed by the schools represented by the
reporting board members is presented in Table IX. The largest number
of schools represented werenin%thé.TalO,teachep.gronpu The meédian

schocl was in the 1l1=15 teacher group. The mean of the number of teachers
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of the schools represented by the reporting board members was 23.7.
The data in Table IX indicate that respondents were predominantly

representative of the smaller schools.

TABLE IX

NUMBER OF TEACHERS EMPLOYED BY THE SCHOOLS REPRESENTED BY
THE REPORTING BOARD MEMBERS

Number of Teacherés Number Reporting:
1-6 » 13
7-10 7k

11-15 18
16-20 28
21~25 [
2630 5
31-35 10
36-L0 k4
L1-L5 T 7
146-50 N
51 and ovef 15
Not reporting 2

217

Total 2

The size of the schools reported in the study and presented in Tables
VIII and IX may indicate the reason for mention of certain factors in the
study that are unique in schools of this size. For example, one board
member reported he voted against a candidate because he could not teach

a particular subject. Superintendents do not teach subjects in larger
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schools because all of their time is spent in administration.

Factors Associated with the Selection of a Superintendent

Factors associated with the selection of a superintendent are iden-
tified and classified within 25 areas. Each of the 25 areas consists of
a word or group of words that comprise a statement within which factors
mentioned by the respondents are contained. Statements of respondents
are included in Appendix B together with the number of respondents who
made each statement.

The areas within which factors associated with a board member's
voting for an applicant are identified and presented in Table X. Twenty-
five areas are identified. The number of statements in each area was
given. Six hundred ninety-six statements were made by board members as
factors influencing them to vote for an applicant.

The 25 areas are listed in order of the frequency of mention of
statements in the area. The largest number of statements occurs in the
area of administrative aspects. Eighty-eight of the 217 respondents
made statements in this area. Another yiewpoint reveals that 88 of the
696 statements were given in this area. Each factor mentioned has some
significance but when a factor area has been indicated as "critical" in
the selection of a superintendent by 88 of 217 respondents, those who
wish to benefit from the study should read every statement made by board
members in this area. Appendix B contains the individual statements made

in this area.
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TABLE X -

FACTORS ASSOCIATED WITH THE SELECTION OF A SUPERINTENDENT AS
INDICATED BY BOARD MEMBERS VOTING FOR AN APPLICANT

Areas Statements in Area:

Administrative aspects 88
Experience 70
Education and general qualification 69
Character, habits, and morals 68
Civic, community, school, and patron attitudes 65
Personality " 53
Appearance 39
Presentation of applicdtion . 38
Religion : 36
Disgipline 23
Public relations 21
Marital status or factors involving family _ 21
Recommendations and references 19
Job attitudes 17
Age : 13
Leadership, school and community 11
Teacher aspects 10
Curriculum 7
Speech 7
Board attitudes 7
Pressure and politics ‘ L
Building or school plant aspects L
Personal friend 3
Native of community 2
Salary 1
Total 696

Experience factors were mentioned by 70 board members. This would
indicate the importance of a proper background ofvexperience for a person
preparing for a superintendency. |

Sixty;nine respondents were influenced by the education and general
qualifications of the applicant,

Character, habits, and moral factors were mentioned by 68 board
members.

Civis, community, school, and patron attitudes were factors mentioned

by 65 board members.
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Personality, appearance, presentation of application; religion, dis-
¢ipline, public relations, marital status or factors involving family,
recommendations and references, job attitudes, agey leadership in school
and community, teacher aspects, curriculum, speech, board attitudes,
pressure and polities, building or school plant aspects, personal friend,
native of community, and salary are the remaining areas within which
factors were mentioned in order of frequency of mention. Factors in the
25 areas were mentioned from a range of 88 statements for administrative
aspects to one statement for salary.

Summatien of the statements made in the area of administrative ase
pects and each of the other areas is given under the division entitled
®Pattern for a Successful Applicant to a Superintendency® on page 53,

The areas mentioned the greatest numbsr of times are summarized for
the pattern in order of freguency mentioned,

Six hundred ninety-six statements of factors influencing a board
member to vote for an applicant were reported by the respondents. This
is an average of more than three statements per respondent. Some respond-
ing board members mentioned only one factor while others mentioned five
or more., The questionnaire allowed for free response and a board member
should have mentioned only factors that were “eritical®™ in his selection
of a superintendent. Apparently, more than one factor can be termed
¥eritical® for a boafd member to decide to vote for or against a candidate.
The "turning point™ for the respondent was apparently the result of a
combination of faeﬁorso

The board members with the number of ®critiecal® factors given as
influencing them to vote for an applicant are presented in Table XI,

This table contains information that in&icates that most board members
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vote for an applicant because of more than one Weritical® factor. On
the average the applicant of 1956-57 could expeét three Mcritical®
factors to influence his success in securing a position as a super-

intendente.

TABLE XI

SOURCE OF 696 ®CRITICAL®™ FACTORS GIVEN BY 217 REPORTING BOARD
' MEMBERS WHO.VOTED FOR AN APPLICANT ”

Number of Factors Board Members Total Cumulative
Reporteds Reportings Factorss
1 35 35
2 5 90
3 hé 138
l L5 180
5 26 130
6 17 102
7 3 71
Total. _ 717 €96

The 25 éreas within which the number of statements made by board
members as influencing them to vote against an applicant are identified
in Table XIT, Two hundred ninety-six statements were given as factors

by board members as influencing them to vote against an applicant,
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TABLE XITI

FACTORS ASSOCIATED WITH THE SELECTION OF A SUPERINTENDENT AS
INDICATED BY BOARD MEMBERS VOTING AGAINST AN APPLICANT

Area: Statements in Areas
Presentation of application : L6
Character, habits, and morals 1 28
Administrative aspects 25
Civic, community, school, and patrons attitudes 2l
Experience 21
Salary 21
Appearance 15
Age 13
Job attitude 11
Board attitude 10
Education and general qualification 10
Discipline 9
Religion 9
Personality 8
~ Pressure and politicing 8
Recommendations and references 8
Marital status or factors involving family 6
Speech , 6
Leadership, school and community L
Building or school plant aspects 3
Curriculum 3
‘Public relations 3
Teacher aspects 3
Native of community 2
Personal friend 0
Total 296

Forty-six of 296 statements or L6 of 217 board members mentioned
presentation of application as being "eritical" in influencing them to
vote against an applicant. This is by far the most frequently mentioned
factore Character, habits, and morals ranked second, being mentioned
28 times. Factors concerned with the presentation of an’application have
not been reported in any of the studies reviewed, but the importance
attached to the presentation of an application is obvious when it is

mentioned by L6 board members as influencing them to vote against an
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applicant with a frequency rank of number one in the study. This area,
ranking seventh among all the areas, is mentioned by 38 board members as
influencing them to vote for an applicant.

Administrative aspects, which was the most freguently mentioned
area of factors influencing a vote for an applicant, ig the‘third most
frequently mentioned area for factors influencing a board member to vote
against an applicant., Twenty-five responses fell into this area,

Civic, community, school, and patrons attitudes were factors men-
tioned by 2l respondents ranking fourth in frequency of mention in Table
XVe This area is ranked approximately the same in Table XIV with a
frequency of mention rank of fifth.

Experience, considered the second most important area for securing
a vote for an applicant, was mentioned by 21 board members as an area
for securing a vote against an applicant.

Salary was mentioned 21 times as a factor influencing a board
member to vote against an applicant. Reference to Appendix B reveals
that in most instances the board member felt the applicant wanted a
salary inconsistent with the size of the school or was more interested
in the salary the position might pay than he was in any other aspect
of the positions This factor area was mentioned only one time as in-
fluencing a board member to vote for an applicant.

Factors in 18 other areas were mentioned dwindling in number from
15 statements for appearance to two statements for native of communitye.
Factors in the 18 other areas in order of frequency of mention are:
Appearance, age, job attitude; board attitude; education and general
qualification, discipline, religion, personality, pressure and politik-

ing, recommendations and references, marital status or factors involving
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family, speech, leadership in school and community, building or school
plant aspects, curriculum, public relations,; teacher aspects, and native
of community. Personal friend was not mentioned as a factor influencing
a vote against an applicant and was mentioned only three times as ine
fluencing a board member to vote for an applicant.
The source of the 296 fcritical" factors given by board members

as influencing them to vote against an applicant are presented in Table
XITI. An average of 1.36 statements per respondent were made. The

data in Taﬁle XIITI would indicate that on the average only” one or two
¥eritical¥ fachbors were responsible for failure of an applicant in

gecuring a position as superintendent.

TABLE XITI

SOURCE OF 296 WCRITICAL® FACTORS GIVEN BY 217 REPORTING BOARD
' MEMBERS WHO VOTED AGAINST AN APPLICANT

oxex: o cxx —
s — o =

Nurber of Factors Board Members Total Cumulative:
Reporteds Reportings Factors:

0 30 0
1 106 106
2 61 122
3 15 L5
L 2 8
5 2 15

217 256

Only 296 statements were made as factors influencing board members
to vobte against an applicant while the same 217 board members mentioned
696 factors as influencing them to vote for an applicént° Apparently
board members will report more ¥critical® factors for successful candi-

dates than for unsuccessful candidates.
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Pattern for a Successful Applicant to a Superintendency,

In Tables X and XTI board members! statements of "critical® factors
are grouped into common areas., Those statements relating to the admin-
istrative qualifications of the épplicaﬁts are grouped under the cate-
gory "Administration;¥ these statements relating to the in-service ex~
perience of the applicants are grouped under the category “Experience;"
and similarly for each succeeding group of statements pertaining to a
common area.

The data collected reveal that the board membersg! statements of
Heritical® factors fall into the same categories whetﬁer favorable or
unfavorable to the applicants. However, a statement favorable to an
applicant in any category was usually the opposite of a statement
which was unfavorable to an applicant, Contrasting the favorable and
unfavorable statements of board members in each category serves the
purpose of pointing up the differences in behaviors and characteristics
that board members observe among applicants. As has been previously
stated, the incidence of these behaviors and characteristics, both
with respect to number and prominence, cause members of boards of
educétion to accept or reject applicants for the position of super-
intendent in their school districts,

For the purposes of the study, a summation of ﬁhe statements of
board members by areas is presented in each area. Characteristics
and behaviors of applicants which influenced board members to vote for
or against them are presented for contrast. The number bf favorable
and unfavorable statements in.each area is reported. The‘language

used in the swmmary is that of the responding board members;}
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Administrative aspects. Eighty-eight responses for successful

applicants fell into this area. The successful applicant was able to’
kprganize a good teaching staff, .He was able to supervise his teaching
staff and command their respect'and admiration, He had a broad
knowledge of school financing. The applicant kept good records and

was able tq keep his spending within the finances available and yet do

a éopd'jobo He had the knéﬁledge and abilitj to be a good administrator
and operated a well balanced, progreésive school without "friction',

Twenty-five responses for unsuccessful applicants fell in this
area, The unsuccessful applicant did not have the ability to organize
and administer his staff. He had poor ,j’ud.gmen‘_c,(9 did nop keep good re=
cords, and had a poor set of rules and regulations for ail to follow,

He couldntt get along with people or provide leadership. In general,
he did not have ability of an administrators

Experience. Characteristics and behaﬁioral ﬁatterns reported for
successful candidates in this area totaled 70, The successful appliéant
had a record of several yéérs successful experience as a teacher, prin=-
cipal, or superintendent. In many instances thié successful experience
had been in the school to which he was elected superintendent,

A total of 21_responseé of factors was made for unsuccessful appli=
cants in this area., The unsuccessful applicant lacked experience in
school management? He had éhanged'jobs often and had a poor past record
as superintendent. He had not accomplished much in his previous position.

Education and general qualification. Characteristics and behaviors

in this area were mentioned 69 times for successful applicants. The
successful candidate had the required educational background with a good

transcripte He had good common sense or Mpractical intelligehce" with
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outstanding abilities and qualifications in general.

Characteristics and behaviors in this area were mentioned ten times
for unsuccessful applicants. The unsuccessful candidate did not meet
the geperal qualifications. He showed lack of proper education, culture,
and general background,

Character, habits, and morals. Sixty-eight responses for successful

applicants were made in this area. The suéceésful candidate was a person
of good character, had good_personal habits, and was a good moral person
being honest in all matters.,

Twentyweight'feSponses for unsuccessful applicants’were made in
ﬁhis area, The’unsuccessful applicant had a poor character with poor
moral habits, He was dishonest, lazy, had a bad temper, used tobacco, fre-
quently used alcohol, vulgar with his language, too friendly with the
women, and was undependable,

Civic, commmity, school, and patron attitudes., Factors identified

by responses in this area for successful applicants totaled 65. The
successful applicant worked and cooperated with civic organizations. He
was liked by the communities in which he had worked and was able to adjust
and fit into the conmunity. He was interested in the community. The success=
_ ful candidede-was interested and willing to work in the best interests of
the school. He was willing to shoulder more than his share of responsi-
bilities and was interested in all activities of the school. He was
interested in the students of the school. He placed their interests
‘above all else. He had the ability to work with studeﬁts arnd command
their respect and liking. He was a good influence in molding the lives of
his students. He had a good attitude toward people and was able to obtain

the goodwill and eooperation of the people in his community.
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outstanding abilities and qualifications in general,

Characteristics and behaviors in this area were mentioned ten times
for unsuccészul applicants. The unsuccessful candidate did not meet
the geperal qualifications,> He showed lack of proper education, culture,
and general background,

Character, habits, and morals. Sixty-eight responses for successful

applicants were made in this area. The suéceésful candidate was a person
gf good character3~had good»personal habits, and was a good ﬁoral person
being honest in all matters.,

Twentymeight'feSponses for unsuccessful applicants’were made in
ﬁhis area., The'unsuccessful applicant had a poor character with poor
moral habits., He was dishonest, lazy, had a bad temper, used,tobacco; fre-
qgentlyvused alcoho}, vulgar with his language, too friendly with the .
women, and was undependable,

Civic, commnity, school, and patron attitudes. Factors identified

by responses in this area for successfui applicants totaled 65. The
spccessful épplicant worked and cooperated with civic organizations., He
was liked by the communities in which he had worked and was able to adjust
and fipvinto the community. He was interested in the community. The success
ful candidate was interested and willing to work in the best interests of

- the school, Hé’ﬁas willing to shoulder more than his share of responsi-
bilities and was interested in all activities of the school. He was
“interested in the students of the school. He placed their interests
‘above all else, He had the ability to work with studeﬁts and command
their respectwand_iikingo He was a good influence in molding the lives of
his students. He héd a good attitude toward people and was able to obtain

the goodwill and ecooperation of the people in his community.
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Twenty-four responses were identified in this area for unsuccessful
candidates, The unsuccessful candidate either dabbled too much in civic
gffairs to_the neg1ecp of his school or avoided completely taking any
pa:t in civie affairson He was not iﬁterested in the community aﬁdxdid
not want to live in it. He wanted to change the customs of the community
rather than adapt himself to the customs, This candidate did not show
enough interest ‘:'.Ln'the_school° He spoke disparagingly of the past school
administration, was unwilling to accept previous school‘policies, and
was not iﬁéerestedmin_thewschool's'financial standing. He had poor attitude
toward school; in general,

_Personality. Fifty-three responses concerning personality of
successful candidates were made. The suécessful candidate was modest,
not too eager to brag or boast, Hevwas consideraté of others and al~
ways courteous. He was a gehtleman in every respect with a good sense of
humor and a.pleasant perspnalitfov

Eight responses concerning the personality‘of unsuccessfui candin
dates were made, The unsuccessful candidate had a poor personality.
He had»an inferiority complex and a backward disposition.,

. Aggearance.mﬂThirtynnine responses for successfui applicants were
madehin this-area, The successful candidate had a good personal appearance,
He.ﬁas neat, clean, and modestly dressed.

Fifteen reéponées for unéuccessful applicanté were made in this area,
The unsuccessful applicant had a poor personal appearance. He was
slovenly dressed and extremely ﬁntidy in appearance. In one case he

was partially deaf and in another had poor health,

Presentation of application. Thirty-eight responses for successful

candidates were made in this area. The successful candidate made a good



57
presentation>for himself., ‘ﬂe‘made a straight forward, honest approach to
phe board of education in presenting himself. He could state his plans,
policies, and convictions firmly and convincingly. He was eager and will-
ing to apply himse}f to haking:a éuccess. He showed éonfidence in himself
and his prinbiples,

.Fbrtymsix responses were made for the unsuccessful candidate in this
a;ea; The unSuccessful»cahdidate literally talked himself out of a job
ig_magy cases. He was boaStful?'overbéaringg and conceited. If he did not
m?ke ore or all of_the foregoing mistakes he was just the opposite and
_ gppeared"to lack confidence, was nervous, and seemed to shut out some of
his past,

~ Religion, Thirty-six responses were made for the successful appli=
'ga@;”indphis area. The successful applicant was a Christian, active in
church work, and of the Protestant faith. He was interested in the
spiritual welfare of the community.

The unsuccessful candidate had nine responses made concerming him in
this area, He was not a Christian and did not attend church, If he
belonged to a church, it ﬁas one which would not be accepted in the
community, In one case the unsuccessful applicant left the impression
he intended to teach one certain religious faith in school.

Discipline,‘ Twenty-three reséonses as factors for voting for an
applicgnt were‘made in the area of diseipline, The successful cahdidate
was a”gqod_disciplinaria_n° He was capable of handling children and |
obtaining their full cooperation. He was firm &et congenial,

'Nipeq;equnses were made for unsuccessful applicants in this area,
Thg unsugéessful’caﬁdidate was not capable of commanding the respect of

the students. For various reasons he was unable to handle discipline in-



the school,

Public relations, Twenty-one responses concerning the successful

‘applicant fell into this area. The successful applicant had the ability
Po“maintain good public relationsa Hé had the ability to meet and mix
with the people.

Three responses were made in this area coﬁcerning unsuccessful
candidates., The unsuccessful candidate had poor public relations.

Marital status or factors involving family. Twenty%one responses

relative to the successful candidates were made in thié area., The
successful candidate was married and had children. He had a family |
with‘childreﬁ in school. His faﬁily was active in church. In the smaller
schools; he had a wife who was capable and qualified to teach.

5ix statements for unsuccessful candidates were made in this area.
The'ﬁnsuccessful candidate was single. He had poor marital statusa
His wife or family interfered with his work.

Recommendations and references. In this area 19 responses were made

ggncefhing successful applicants. He had good recommendations and references
from former board members,'the state department of education, and others,

~In thi§‘a;ea”eighpvstatements concerning unsgccessful applicants were
made. He had poor\recgmmendationsvahd references,

Job attitudes. Seventeen responses for the successful applicant were

ma@ebén"this area,VMHg was very sir_].cere° He had a sincere desire to have
@hg jpb. ”Hgﬂwas"cqnscientious about his work and happy in it. He worked
hard at doing a good job,v
~ Eleven responses concerning the unsuccessful applicant fell in this
a;eﬁf'iﬁgﬂwas ppﬁnsincere_in“wanting the job.m He had other business interests.

He had moved because of integration, He thought of the job as a place
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to retire. In one instance the teacherage was not large enough for his
family.

Age, Thirteen responses concerning age were made for successful
applicants, Hig}age met the requirements of the board members. He
waé middle-agea or younger.

The same number of responses, 13, was made for unsuccessful appli-
cants. UThe unsuccessful applicant was too old most of the time and in

only three cases was he too young.

Leadership, school and community. Eleven responses for successful
candidates ﬁere mentiﬁned in this area, The successful candidate was a
leader in the school and community. He would be outstanding in any com=
munity. He was capable of accomplishing what he attempted to do,

Four responses for unsuccessful candidates in this area were made.
He lacked leadership.abilityo

Teacher aspects. A total of ten responses for the successful applicant

fell into this area. The successful applicant had outstanding ability as
a teacher. In the smaller schools, he was able to teach in & particular
field.

Three responses for unsuccessful candidates were made in this area,
The unsuccessful candidate neglected his classes and was absent from them
most of the time,

Curriculum. Seven responses for successful applicants fell into
this category, Thg sudcessful applicant had a kﬁowledge of and was de~-
sirous of improviﬁg the curriculum. He showed an interest in a well
balanced and well planned curriculum.

Three responses for unsuccessful applicants were made for curriculum,

The unsuccessful applicant had too much or too little athletics in school.
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He had grievances toward some departments.

gggggg.n Seven responses for successful applicants fell into this
areae Thé“@andidabe had a good voice and was an excellent speaker. He
was a good conversationaliste |

Six responses were made in this area by board members voting against
a candidate. The candidate could not express himself publicly. He

carried on & poor conversation.

Board attitudes. Seven responses concerning successful candidates

fell into this category. The successful candidate was interested in and
concerned about finding out the present policies and expectations of
the board of education. He was willing to work with the board of educa=
tion and back their decisions even though his ideas might conflict with
theirs at times.

Ten responses concerning qualities and behavior of unsuceessful
candidates fell into this classification, The unsuccessful candidate
@riti@ized his past board members. He had the idea that school board
members were not supposed to know much about running the school, but
were to turn it over to the superintendent. |

Pressure and politics. Four responses concerning successful appli=

cants fell into this area. He administered his duties accofding to the
dictates of his conscience and did not let pressure groups or politics
influence hime

Eight responses for unsuccessful applicants fell into this category.
The unsuccessful candidate did too much “folitiking". He used dubious mea
to influence board members, such as membership in clubs, personal friends,
or political pull from diffefent sources.

Building or school plant aspects. Four responses were classified
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in thié category for successful applicants. The candidate was interested
in and haq good ideas for improving our buildings and school plant. He
kept and maintained a good school plant;

Three reéponses were classified in this area for unsuccessful applicant
The unsuccessful applicant had a poor or run down school plant.

Personal friend. In three instances a board member voted for a candi=

date because the candidate was a personal friend.

Native of community. Two respondents stated that they voted for the

successful candidate because he was a native of the community,

Two board membefs stated they vofed against a candidate because he was
2 native of7the community and known too well to make a success.

Salary. The fact that one candidate was not primarily interested in
salary influenced a vote for him.

Twenty-one responses were made for unsuccessful applicants in the
area of salary, The unsuccessful applicant was- more interested in salary
than the school, He asked for a salary that the budget could not afford

and which was inconsistent with the size of the school,
Sumeary

Six hundred fifty-two board members were potential respondents to the
study. After three mailings of the questionnaires, 217 of the potential
652 respondents‘had completed and returned questionnaires; These 217
questionnaires provide the data for the study. Since a 100 per cent re-
turn was not anticipated, selected personal and situationai information
concerning the respondent was requested and is reported for further defi-

nition of the population responding to the study. This ‘information may



be used in interpreting the data in relation to characteristics of the
respondents.

Two hundred thirteen men and four women responded to the instru-
ment.,

The average age of the reporting board members was Lb.l years, Thé
median age fell in the L0=L9 years of age range with 97 of the 217 report-
ing board membérs being in this category.

Two hundred fifteen of the reporting board members were married.
Two were widows,

One hundred seventy-two of the 217 reporting board members had one
cr more children in school. The largest number of this group, 75, had
two children in school,

/ The average years experience on the board of education of reporting
board members was 5.3 yeérs with 144 of the 217 reporting board
members reporting four years or more experience,

The average éducational attainment of reporting board members was
that of senior in high school. Tpe median educational attainment was
graduation from high school,

Most of the board hembersg 168 in all, represented schools with an
enroliment §f less than 500 with the largest group, 65, represented in
the'100a199 school enfollment grotp.

One hundred sixty-three of the 217 reporting board members served
‘inuschbols'th;t hired 20 or fewer teachers.. The largest grouﬁ, Thiy
,répresented thé 7-10 teacher school,

Factors associated with the selection of a’supefintendent as in-
dicated by board members voting for and égainst applicants are summarized

under 25 headings. Each heading represents an area of factors identified
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by the grouping of faat&rs according to common themes, The number of
fgctors which fall into each ares is reported. A study Qf the source of
the factors reveals that an average of approximately three factors per
board member was reported for successful candidates with 696 teotal
factors being reported. An average of 1,36 factors per board member with
a total of 296 statements for unsuqcessful candidates was reported.
Personal charaéﬁefistics and behavioral patterns reported by board
members vbting for and against an applicant have been summarized far
contrast under the éS areas developed for the study. Contrast reveals
that, almost without eﬁception, personal characteristics and béhavioral
patterns of unsuccessful applicants are exact opposites of those reported:

for successful applicants,



CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
SUMMARY

This study attempted to identify "eritical® factors associated
with the selection of a superintendent in certain Oklahoma public
schools as reported by employing board members,

An instrument was designed to collect the original information
used in the study. Information gathered by the instrument was original
in the sense that no suggestion that might influence the response was
given in the form of a check list or example. Each respondent used his
own words in reporting Rcritical® factors. The ®critical" factors were
characteristics or behaviors of an applicant that caused a "turning
point" in the board members attitude toward the applicant and a sube
sequent vote for or againste.

Board members in Oklahoma public schools who had selected from
among applicants a superintendent for the 1956-57 school year were
chosen as respondents since they had recently participated in the selec=
tion of a superintendent. One hundred thirty of the 666 public high schools
in Oklahoma had a turnover of superintendents for the 1956-57 school
year, Sixty-six of the 77 Oklahoma counties were represented by the
130 schools coming under the conditions of the study. From the original
mailing and two follow=-up mailings of the instrument, 217 completed re-

turns, representing one-third of the potential respondents, are the source

6L
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of the ﬁata presented in the study.

To further define the popglation of the study, _selected personal and
s‘_i_tﬁa'bipnal‘ information was requevsted‘and;is reported. This information
was ueed_ :|_n in'berpreting the data in relation to characteristics of the
respondents . |

".;‘v:ro hundred jbhir'b‘een men and f our women responded 'bio the question-
.na'ijre.-‘ Their average age was 1;6.11 years. The median age fell in the
hO—hS? yeers gf age range with 97 of the 217 reporting board members falling
in this category. Two hundred fifteen of the reporting board ﬁembers
we;'e"'r__na-rried and two were widows. One hundred seventy-two of the 217
;'ep-orﬁ_iingvfpeard menbers had one or more children in school. Seventy-
.fiye b_ad 'bw‘o chi_ldren 1n school. One hu.nd_red forty~four of the report-
1ngboard members» reported four or more years experience as a board
member. The average ;expe‘rience wasA5.3 years. The average educational
at,t,alnment was ’E.'het,’pf-senipz" in high school. The median educati‘onal
et'baﬂi_;«nn‘_e‘_rl_tvweew gfeduetion ‘frqm high school. Most'of the board members,
168 in all, r.ep:esented‘ schools with an enrollment of less than 500 with
the _Wlergesp group, ‘.65, rep_resented in the 100-199 school enrollment
group. One hundred sixtyethree of the 217 repor’c;:i_.ng board members
served in schools that hired 20 or fewer teachers. The largest growp, Th,
represepted the 7=10 teacher school,

o Facv:_'bq:fe‘ assoclated with the selection of a superintendent as indi-
eebeq by board members voting for of’against an applicant were identfified
e{le_ _reperted‘ in 25 areas, Areas were actually éeneralizations Vyhich
eppee;eg‘“cfhe most ':appiiceb}e Hi{‘qr organizing and reporting the material in
the vsebucﬂiy..”_‘_ '8ix hundred ninety-six factors were reper'bed by bdafd members

as influencing them to vote for applicamts. Only 296 factors were given



66

aé reasons for voting against a candidate,

A éummati6n of“characteristics and behaﬁiors'pertaining to successful
qgg@?dateswfgrﬁg §upgfintgndency as reported by resppﬁdents in the study
wevesl they were alnost eact opFosites - of tose reported for the e
successful candidatés. Using the terminology of the reporting board
members, a summation of characteristics and behaviors_influential in the
success of -applicants in securing a superinténdency as indi;ated in
Chapter V ars feported as follawss

Organizes a gobd teaching staff

Abié to superviée his teaching staff and command their respedt and
admiration

Has a broad knowledge of school finance

‘Keeps good records and is able to keep his spending within the
finances available and yet do a good job

Operates a well balanced, progressive school without "friction®
Has a record of several years successful experience as''a teacher,
principal, or superintendent usually in the school to which he was
elected superintendent

Has the réquired educational background with a good transcript

Has good common sense or "practical intelligence" with outstanding
abilities and qualifications in general

Has good éharactef, good personal habits, and good morals being
honest in all matters

Works and cooperates with civic organizations

‘Weil liked by the commuﬁities in'which he has worked

Able to adjust and fit into the community

Interested inxﬁhe community

Interésted and willing to work in the best interests of the school
Willing_to shoulder more than his share of responsibilities

Interested in all éétivities of the school
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Interested in the students of the school and places their interests
above all else.

Has the ability to ﬁork with students and command their respect and
liking.

A good influence in moldihg the lives of his students
‘Has a good attitude toward people

Able to obtain the good will and cooperation of the people in his
community

Modest, not too eager to brag or boast
Considerate of others.and always courteous

A ‘gentleman in every sense with a good sense of humor and a'pleasant
personality

Has a good’personal appearance
Neat, clean, and modestly dressed
Makes a good presentation for himself

Makes a straight forward, honest approach to the board of education
infpresenting himself

Can state his plans, policies, and convictions firmly and convineingly
Eager and willing»po apply himself to making a success

Shows confidence in himself and his principles

A Christian active in a Protestant church
Interested_ip.spiritual welfare of cammunity

A good disciplinarian |
Capable»ofyhgpdliﬂg children and obtaining their full cooperation
Firm yet congental |

Maintains good_ﬁpblic relat ions

Has the ability to meet and mix with people

Married and has children

Has a family with children in school

Family is active in church
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Had good recommendations and references from former board members,
the State Department of Education, and others
Very Sincere
Has a sincere desire to have the job
Conscientious about his work and happy in it
Works hard at doing a good job
Middle=aged or younger
A leader in the school and community
Will be outstanding in any community
Capable of accomplishing what he sets out to do
Hes outstanding ability as a teacher
Has a knowledge of and is desirous of improving the curriculum
Shows an interest in a well balanced and well planned curriculum
Has a good voice and is an excellent speaker
A good conversationalist

Interested in the present policies and expectations of the board
of education

Willing to work with the board of education and back their deeisions
even though his ideas might conflict with theirs at times

Will administer his duties according to the dictates of his con-
sclence and will not let pressure groups or politics influence him

Tnterested in and has good ideas for improving our buildings and
school plant

A personal friend

Was not primarily interested in salary

The foregoing summation was developed by combining and summarizing
gtatements of board members which essentially reported the same thinge
This summation is further reinforced by statements of characteristics

and behaviors of unsuccessful applicants which are almost exact opposites.
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Gertain limitations of the study should be taken into consideration
in evaluating the findings. The open-end questionnaire is difficult to
design so as to elicit the type of information desired. The open-=end
questionnaire is even more difficult to interpret and report by the re-
searchere |

Another biasing influence of the study was the pericd of time
elapsed between the election of a superintendent and the responses given
40 the gquestionnaires, Superintendents are ordinarily elected before
July first of each school year and assume office on July first., The
questionnaires were mailed after the superintendenteelect had served
five or six months. Board members may have allowed personal contact

with thelr superintendent during this time to influence their responses,
_Conclusions

If the data in this study can be considered representative of
Oklahoma public schoolsg the evidence provided in the study warrants
the conelusion that personal characteristies and behavioral patterns
exist that are critical with board members to the success or failure
in an applicant securing a position as a superintendent of schools in
Oklahomae, Furthery, evidence of the study indicates that each critical
behavior or characteristic which influences a board member to vote
favorably for an applicant has an opposite counterpart which would also
cause him to vote @gainst an applicante In most cases, more than one
factor can be termed "critical® for a board member to decide to vote
for or against a candidate for the superintendency, 4 further conclu-
sion is that characteristics and behavior of applicants for a superin-

tendency, which are considered critical by board members; are not
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significantly different from those reported by other researchers and

guthoritiese.
Recommendations

This study has suggested further investigation into various as-
pects of related research concerning the public school superintendent.
These includes

1. Improved studies of this type involving board members who have
selected a superintendent in other states of the United States

2+ Improved studies of this type every few years so that data
might be current

3+ Use of the responses in this study or in a similar study in
making a study of relationships that mey exist between characteristics
of the reporting board member and his school and factors reported by
him &s influencing his selection of a superintendent

These three recommendations are indicative of the complexity of

the problem and of the need for further research.
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Dear Sirs

A study is being made of the opinions of board members in
selected Oklahoma communities concerning the factors influencing
the selection of Oklahoma public school superintendents.

This is a graduate study which I am doing under the advisement
of School of Education faculty members at Qklahoma State University.
The completed study should furnish valuable information for board
members, superintendents, and other educators and be of benefit to them
in performing their duties.

Your contribution in filling the accompanying information
sheet will certainly.be appreciated. Careful consideration in filling
in each item will lend to the value of the study. No individual
will be identified or quoted. It is believed that the study will
make a real contribution to the improvement of the school boards
function in selecting its executive officer.

With appreciation for your prompt attention to this matter, T
am

Cordially yours,

L. R, Westfall



INFORMATION SHEET
DOCTORAL DISSERTATION

Please "do not" sign this or identify yourself.

CERTAIN FACTORS ASSOCIATED WITH THE SELECTION OF
SUPERINTENDENTS IN SELECTED OKLAHOMA PUBLIC SCHOOLS.

Please fill in the correct response concerning you.

1. Age

2. Sex

3. Occupation

Le Marital Status

5. Number of children in school

6. Years experience on board of education

7. Highest level of formal education attained

Please fill in the correct response concerning your school.

l, School enrollment--all grades

2. Number of teachers in the system

As a member of a board of education that has recently elected
a superintendent, please tell in your own words a specific act or
characteristic on the part of the successful applicaht that influenced
you to vote for him,

Example: A merchant might relate an act on the part of a successful
cashier applicant as follows:

He gave a demonstration of his knowledge and efficiency in using
a cash register.

Example: A football coach might relate a characteristic of a successful
candidate for a scholarship as follows:

He was a big boy weighing over two hundred pounds with the weight
being evenly distributed over his body.

Please use all the space necessary or desired on the top of the next
page in making your comments.



APPENDIX A



I.

As a member of a board of education that has recently elected
a superintendent, please tell in your own words a specific act or
characteristic on the part of an unsucc¢essful applicant that in-
fluenced you to vote against him,
Please use all the space necessary or desired in making your comments.

IT.



FACTORS ASSOCIATED WITH THE SELECTION OF A SUPERINTENDENT
AS INDICATED BY BOARD MEMBERS VOTING FOR AN APPLICANT

#A number following a statement indicates the number of times a

statement was made by board members. Statements without numbers were
made only once.

A.

Bo

ADMINISTRATIVE ASPECTS

Facultys
Ability to get along with the teaching staff was outstanding.-9
Could command the respect of his teachers.-2

Ability to have the confidence of his principals, teachers and
school children.

Well liked by all the teachers.
Had the confidence of his teachers and the school patrons.

Willingness and abllity to get along with others, including the
ability to supervise both teacher and student.

Organize a good teaching staff.

Takes the side for his ‘teachers when criticisms and complaints
present themselves.

Could command the respect and admiration of his fellow teachers.
Finances

Broad knowledge of school finance.=5

Ability to handle school business.-=3

Capable of operating within the school budget.-=2
Ability to handle the finances of a school.=2
Understands budgets.

Ability to keep finances under control.

A good business man.

Our sechool was in debt and I preferred him by his references he
furnished.
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Recommended very highly by the clerk of school board where he
served as superintendent, as exceptionally good on school
financings (sic)

Business acumen.

Able to handle finances and operate within his budget.

Kept good records of all business pertaining to school work.

Helped improve other schools within the state by setting an
example of what can be done even with financial limitations.

Kept records and finances most capable in spite of the fact that
he had no secretary. (sic)

Knowledge was good in businesss (gic)

Financial responsibllity-~Unless an individual can handle the
personal finances he daily incurs; he is not able to handle
public funds.

Very adept in obtaining money for a school that rightfully
belongs to it.

Management. of school funds.
Ability to take care of the business affairs of the school.
I was in a position to observe his knowledge of school finances.

Had previously proved himself in the handling of school financial
business,

A suceessful business manager in the school.

General statements concerning administration:

The ability to be an administrator.-7

Ability to operate the schoole.=2

Possessed a broad knowledge of school administration.=2
Gave us an outline of his teaching policies.

Only interest is administration.

Philosophy on administration was goode.

The knowledge he expressed on all phases of school administration
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Keeps a good set of rules and regulations for all to follow.
The ability to organize.

Demonstrated abilitj as an administrator and business man.
Knew school administration

Well understood the administrative work of rumnning a schools
Able to run a progréssive school without any friction.

The executive ability that he demonstrates continuously.
Capable of handling school problems.

Efficlient in mainbtaining a good school.

Ability to properly delegate authority.

Ran the school and did not listen to pstty or minor gripes.
Mékes his own deecisions.

Very firm and not too easily influenced.

A man that will stand on his own two feet for the right principles.

I was in a position to observe his ability to run a school in a
business like manner.

An unannounced visit to his school while he was being considered,
merely demonstrated his efficiency and thoroughness and progressive
ideas.

Able to select a very able staff,

The ability to handle the businessg of school management.

Could be depended upon to execute any plans made by him or the
board. '

Ability to run a well balanced school.
The ability to run the school properly.
Had his school running smoothly.

Able to discuss school problems that are most common in my
district in a school law way

Ideas of running a school were sound.
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EXPERIENCE

The record of his past experience was very good.=7
Previous experience in operating a schoolomé

Had been our principal.=2

Experience as a teacher.

Demonstrated ability as a principal.

Record of efficiency.

Taught in our school for nine years.

Previously been high school principal for five'years.
Past experiences were alright.

Pagt experience and administrative ability were sufficient.
‘Superintendent for twelve years in his previous school.
Recommendation of past experience was good.

A highly successful record as a teacher,

Several years of past experience,

After an eleven year tenure, we couldn't find one person that was not
a strong supporter of him,

An’ experienced man.
Previous experience as junior high principal was very satisfactory.
Had done a fine job as a teacher, coach, and high school principal.

I was impressed with his ability as an administrator by my observation
of him as our principal of the high school.

Previous employers hesitated to release him.
A record of success in previous schools,
Had been in the school system he was leaving for seventeen yearse.

- Previous record of being superintendent twelve years at his first
school and six years at his second.

Had been our high school principal,



Experience as a teacher, principal, and superintendent.

Fofmerly been principal of our school under a very good superintendent
with whom he cooperated very well,

Had taught in our grades for four years.

Past record as superintendent of another school was outstanding.
Held his former job for ten years operating the school efficiently,
Past record was good.

A successful superintendent for nearly twenty years in his past
schoola

We interviewed all kinds of people in his past school and not a one
was against him that we could find although he had been in his past
sthool fourteen years.

Served as principal of our school for seven years and had proven
himself a good man in our community.

Principal of the school at the time he was hired and was familiar
with our school system, bus routes, bus problems, etc,

Work of the past years as principal was proof to me he would do good
work as school superintendent. ‘

Very capable record both in the previous school systems and his
business records with various organizations.

A successful superintendent in the school where he had spent the past
ten years.

Served a number of years at the same school previous to coming to
our school,

Twenty years of experience.

Eight years of experience.

Past experience showed he was well liked by students.
Demonstrated most clearly his abilities as a leader,

Principal for several years at his previous school with success.
Had been our coach and worked well with us and for us,

Past experience as school superintendent impressed me.

Had been successful for a number of years at his school.
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Taught and was coach in our school for several years.

Had served as a teacher in the school for six years.

I was in a position to observe his school work.

Past record as a superintendent was good.

Taught in our school for six years,

Several years of teaching experience.

Record of success as a teacher and administrator.

Served successfully as our principal for two years.

Personal experience was good.

The good record he had made in the school system he was leavings
At the bime he was elected superinbendent, he was our principal.

This man had been in his previous schocl for thirteen ysars.

EDUCATION AND GENERAL QUALIFICATIONS

Educations

BEducation was suffiecient for the position.-2

The degree of education this person has is found to show that he
should be qualified for the position so far as an education is
concerned.

Education was sufficient.

Had the education required for a superiniendent.=3

Qualified for the position as far as sducation was concernsd.=2
Well educated.

Educational qualifications are high.

Academic background was good.

Regord of knowledge was goode.

Scholastic record was good.

Transcript of college was good.
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Had necessary degrees.
Gave his viewpoints on education in general.
Degree was sufficient.

Had aequired the proper educational background.

Common Sense:

Had a lot of good common sense.=3

Had a lot of horse sense.

Impressed me as certainly being a brilliant man.
Had good judgment.

Had a gocd sense of value.

Had a gocd business head on him.

Had the ability and Phorse sense" to cooperate and solve school
problemsg,

Had good sound judgment.,
Showed mental alertnessy, which includes insight on community affairs,
as well as formal schooling, or it may be expressed as 'Practical
Intelligence!.

Generals

Qualifiede=-20

Outstanding as a boy growing up.

Teaching qualifications were up to standard for this position.
Professional.

Some outstanding qualifications.

Qualified in all phases of school administration.

Good qualifications.=l

A good all-round man.

1 think he is a good man for the jobe

Met the qualifications specified by the board of education.



A

B.

Ce

A very capable man as to qualifications.

Had ali‘ne@essary qualifications fof a school administrator.
Knowledge of school affairs.

Ability was good.

Philosophy was good.

An excellent background

Well qualified as an administrator.
CHARACTER HABITS AND MORALS

Characters

A person of good character.-15

A good reputation.=3

Character was sufficient for the position.
Character was above reproach.

Reputation was of the best.

Habits:

Good habitse-3
Conduect was good,
Did not smoke.
Prompte

Very kind,

Morals:

A good moral person,=8

Moral attitude, both in and out of the class-room was good.
High moral standards.-3

A good moral background.
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Moral qualifications were good.

A good moral man

Moral standards and that of his family were good.
A good meral reputation.

High ideals.

Honesty:

Honeste=1l

Treats each pupil as he would want to be treated.
Answered all questions without evasion.

Trathfule

Honest in money matters.

Treats the other man as he would want to be treated.
Can be trusted.

A straight forward man.

Considerate of all the people and treats all alike.
CIVIC, COMMUNITY, SCHOOL, STUDENT, AND PATRON ATTITUDE

Civies

Interested in all community improvement.

A good social worker in his community.

An active member of the boy scout committee.

Willing to work and cooperate with civic organizations.

Believed in working with any organization that promoted a better
understanding and filled a needed place in community affairs.
Communitys

Take part in county affairs,

Active in community affairs.=2
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Well liked in the community.-2

Tried to stay clear of community disagreements.

Well liked where he came from,

Able to cooperate with the community.

Wants to be a part of the community and works at it.

Ability to adjust himself to conditions and fit into cormunity.
Hgs good standing in the community.

Ability to work out community problems with the full cooperation
of the patrons.

Liked by.everyone.

The whole town was behind him.

The people where he was working liked him.
Worked well in the community.

Community interests.

Ability to get along with the community.
A@tivg %n community affairs.

Interest of community at heart.

Schools

Goad over all attitude toward better schools,

Looked ahead to the future of the school as well as the present.
Interested in the school.

Genuine interest in the school systeme

Tgmperate in all phases of school work.

Main interest was the school and community.

Willing to accept more than his share of responsibilities in regard

to problems that arise in school.
Very interested in the school problems and activities.

Willing to work for the betterment of the school.
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Interested in all activities connected with the school.

Students:

Ability to get along with the pupils.=2

Can command the respect of the students.

Helpful to all children.

Ability to understand boys and girls, and deep interest in them.

Very interested in the youth and wants to see them get a full
rounded education.

Ability to consider the good of the student now and in the future to
the best of ability regardless of outside pressure.

Liked young folks,

Able to hold the respect of the student body.
Ability to get along with the pupils.-3

Good influence on pupils.

Understood boys and girls and seemed to be interested in making
and molding their lives.

Willing to work for the betterment of the students.

A man that wanted first of all to see his boys and girls get an
education that would help them in future years,

Get along with young people and children well,

Had good attitudes towards children.,

Made it very plain that he was going to operate the school for the
benefit of the children and their advantage.

Patrons:

Good at working with people.and helping work out their problems.
Ability to get along with paitrons.

Ability to work with people of all ages.

Ability, eagerness, and desire to cooperate with all people in town.
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Could command the respect of patrons in the community.

Ability to get along and cooperate with others.,

Helpful to parents.

Knew the best interest of the people of the community.

Good attitude toward all people in general.

An unusual ability to obtain the good will of the people of the
coemmunitye

PERSONALITY

Humble, considerate, courteouss

Manner was courteous.=2

,Hadbconsideration for me and my work and made appointment for later

discussion.

I ﬁas influenced more by the impression of the successful applicant!s
unassuming personality. During his interview he expressed confidence
in his ability to adequately meet the requirements of the position
without creating the impression of egotism, arrogance or superiority,
A regular fellow.

Had the quality of accepting defeat.

Isn't overbearing and has a smile for everyone,

Very modest, not too eager to brag or boast on himself.

Didn't think he knew it all, or knew more than anyone else.

A proper sense of humility and modesty.

Could see his own faults as well as the other fellow,

Has humility.

Treats the other fellow as he would want to be itreated,

Can give as well as take.

Generals

A very nice personality.=3l



A,

68

4 good sense of humor.
A gentleman,

A good disposition.

A pleasant manner.

Straight forward manner.
' APPEARANCE

Personal appearance was good.-=10

Neat in appearance.-9

Appearance was very good.-6

A good general appearance.-3

Clean.=2

The appearance of being an all around good 1eéder for the community.
Good looking.

A good forceful appearance.

prpearance gave one the impression that he was dedicated to his works

Well dressed,

Well polished.

Appearance was sufficient for the position.
Modestly dressed.

Presented an appearance of efficiency.
'PRESENTATION OF APPLICATION

Confidences
Confidence in himself.-3
Confidence in being able to conduct us a good school,

The most important act that influenced me was his confidence in his
principles.
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Willingness to works

Very alerbte=2

Eager to make goode=2

Willing to work.=-2

A very aggressive type person.
Applies himself to making a success.
Seemed to be very ambitious.
Progresgive.

Willing to work to achieve his goal.
Full of vigor and vitality.
Energetic.

Always trying to improve the gchool from every standpoint.

Generals

Presented himself well,-?2

Had straight forward manner of answering questions. He made clear
concise, well thought out statements.

Had straight forward, honest approach to the board of education,
in presenting himself.

Had a better way of selling or putting over his program.

Showed apparent willingness to hear what you had to say, then give
a frank, plain, to-=the=point answer.

Spoke ag one having experience.

Gave his idea in gemeral as to how he thought our school should
be operated.

His ability to voice his opinions on the responsibilities of a school

superintendent.

Very definite in his opinion of what would be necessary in order
to have a good school system.

Pogitive thinking in rsgard to what a good school system should have
for the future.
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Could discuss school problems with an air of authority, or that of one
who knew what he was talking about.
During the period of time in the interview used in asking questions,
he would answer very promptly and strictly to the point anything
agked concerning his duties as superintendent.

Could state his plans and policies firmly and convineingly.

Didn't have too much to say in his own behalf but when questioned
he gave direct answers and didn't try to straddle the issue as too
many applicants do. :
Knew what he was doing.
Seemed to know what was expected of a superintendent.
Had a mind of his own.
Had the courage to back his convictions. Opposition does not
frighten him; praise does not flatter him.

RELIGION

A Christian man.=17

Of the Protestant religion.-2

A Christian; active in church work,-2
A church worker,

Tolsrant of religious views.,

Attends church regularly. |

Family are all church mémbers,

A man with Christian ideals.

A good church leader.

Demonstrates a Christian spirit.

Had religious standing.

Worked well with the church.

An active church member; also taught a S. S. Class.

He and his family were church-going people.
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Had Christian character,
A Christian and interested in the spiritual welfare of the community.
Family fits into church work well.

A church member and goes regular.
DISCIPLINE

Ability to handle students.=3

Schonl was orderly and well disciplined.«2

Good with the pupils.

Capable of obtaining the full coocperation of students,
Firm with pupils, yet congenial and it has proven out.
Ability to maintain discipline among students.

Able to keep good order in school,.

Capable of handling children and understanding their problems.
Ability Yo maintain discipline among the students.
Know how and when to diseipline c¢hildren.

Capable of handling children.

Ability to enforce discipline.

A very good disciplinarian.-5

Believed 1n strict diseipline which our school needs.
Philosophy on discipline was good.

Convinced me that he could say yes or no and stay with it..
PUBLIC RELATIONS

The ability to maintain good public relations.-=7
A good mixer in the community.-=2

The ability to meet people.=2
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Friendly.=2

Could meet people.

Positive attitude in public relations.

Knew how to deal with people.

Always has a smile for everyone.

Ability to get along with people in school

and out of school.

Could serve the school and also please the patrons.

Friendly and a good mixer.

Seemed to be able to meet strangers easily.

MARITAL STATUS OR FACTORS INVOLVING FAMILY

Marital Status:

Married.-2

Had a wife and three children.

A family man.

Has a wife and family.

Is a married man with children.
Factors involving family:

Had children in school.=2

Had a nice family.

Had reared & fine family.

A family man with six children at home.
Wife was capable and qualified to teach.
Family f£it well into the community.
Had a good home life.

A man that can run his own home.

Had a well respected family.
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Wife does not teach which I think is good,

Has a very lovely wife who is an excellent grade teacher, and has
training in direeting and accompanying vocal music.

Family fits into church work well.
He and his family were church-going people.

Family are all church members.
RECOMMENDATIONS AND REFERENCES

Recommendationss

Recommendations were very goode=l

Highly recommended by the State Department.-l
Recommendations from former board members.-2

Recommendations that the applicant brought with him ffom the
previous school he taught in were good.

Highly recommended by his past superintendent.

Had the gqualifications the State Board requires for a superintendent.

Had association and rating with the different State agencies per-
taining to education,

Very highly recommended by superintendents who were a success and
were in countact with him,
Referencess

Had good references.=l
JOB ATTTITUDES

Sinceritys:
Very sinceres=5
Showed sincerity in school work.=-2

Showed apparent sincerity.
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I was plowing almost. % mile from the road. He walked through
plowed ground and apparently was very sincere about the jobe

A sincere desire to have the job.

Generals

Very conseientious about his work.

Satisfied where he was working.

No petty grievances.

Seemed to be very sincere at trying to do a good job,
A very hard working man in the school,

Very eager to stay in administrative work.

Not too anxious for the job.
AGE

Youmngs

A young man.=l

Young, ambitious and ready to get the job done,
Middle ages

A middle aged man.-7

Generals

Age met my requirements.-2
LEADERSHIP, SCHOOL AND COMMUNITY

A leader in his field.=l

Had some very good ideas about certain problems that confront all
school boards.

A good record of being able to be a leader in working with other
students and teachers.

Gave a demonstration of his knowledge and efficiency in assisting us
as a board of education in a diffieculty we were in before we employed him,

A man that would be outstanding in any community.



Ability te accompliéh what he set out to do.
Seemed qualified for the leadership the position called for.

A gocd leader in school activities.
TEACHER ASPECTS

A good teacher.=2

The man hired has a teaching field necessary for a superintendent
in our school.

The only applicant that could teach math.
Outstanding ability as a teacher.
Qualified to teach Science.

Experience in coaching basketball,
Demonstrated ability as a teacher,
Teaching field fit our curriculum.

Oubtstanding ability as a coach.
CURRICULUM

Knowledge of high school curriculum.

Always showm a major interest in a well balanced and well planned
gsghool program.

Interested in all departments of the school,
Worked well with the L=H Club.

Had some excellent ideas for improving curriculum.
Used teachers in their major field if possible.

General attitude toward all phases of the school program was good.
SPEECH

A good. speakers

Ability to carry on a good conversation
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When he talked to us we enjoyed being with him.
Speech was good.

An excellent speaker.

A good voice.

Tone of voiece was good.
BOARD ATTITUDES

Interested in our board policies.
Cooperative

Willing to back decisions of the board of education even though
his ideas might conflict with theirs at times.

Interested and concerned in finding out our present policies and
expectations.

Had always had the confidence of the board.
Willing to cooperate with the school board in all policies.

Strict adherence to rules and regulations.
- PRESSURE AND POLITICS

Treated everybody alike but didn't play politics,
Stayed out of politics.

The ability to stand firm on what he believed. His decisions weren't
influenced by a few individuals.

I felt that he would administer his duties according to what he felt

wag right or wrong and would not let pressure groups within the PTA
influence him,

BUTLDING OR SCHOOL PLANT ASPECTS

The suggestions he gave for improving our school plant.
Interested in things relating to progress and building up our school.

The kind of school plant and system he had.
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The attitude of the faculty and student body was excellent and this
attitude was reflected in the nice appearance of the physical plant
itself,

PERSONAL FRIEND

I knew him personally,

I knew him personally for many years.

I was already acquainted with our new superintendent of schools
and believed him to be our best applicant.

NATIVE OF COMMUNITY

A native of this community. '

A home town boy and needed a jobe
SALARY

Salary wasn't main interest.
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FACTORS ASSOCIATED WITH THE SELEGTION OF A SUPERINTENDENT AS
INDICATED BY BOARD MEMBERS VOTING AGAINST AN APPLICANT

#A number following a statement indicates the number of times a

statement was made by board members. Statements without numbers were made
only onee.

PRESENTATION OF APPLICATION

Talked too much.=5H

Seemed to lack self confidence.mS

Was very nervous.=3

Seemed to try to shut some of his past out.-2

Bragged too much.=2

Too sold on himself.~2

Tried too hard to sell himself on his ability to handle the jobe=2
Willing to do most anything to get the position.

Talked too much making his abilities sound windy.
Boisterous and not too gentle mannered.

Overbearing and had a tendency to push himself forward.

So aggressive in his applications and further correspondence that -
you at oncs were suspicious.

Seemed too eager for the job.

Too much egc.

This man was big I and little You.

Tried too hard to sell himself.

Wanted the job too badly.

Too enthusiastic.

Put the personal flattery to the Board of Education.
Talked too much about his school troubles.

Too forward in tel;ing of his achievements.

Overeonfident;n
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Talked toc much about what he had done or could do.

Took it for granted that he could improve on the preceeding super-
intendent regardless of the reason for the retirement.

Presented too many letters of recommendation and newspaper clippings
of past deeds and achievements, many of which were irrelevant, with
their presentation occupying the greater part of the afternoon.
Didn't seem sure of himself,

A poor mixer.

Not at esase with people.

Couldn't look at me and talk.

Would not speak for himself, but depended on a friend to recommend
him. '

Kept telling, "how he told somecne off.M

The applicant came to see me and when he was ready to leave his

car wouldn’t start. I found out from the conversation that followed
that he had been having the same trouble for some time. Didn't

seem very business like for him to come with his car in faulty
operation knowing he was having this trouble before.

CHARACTER, HABITS AND MORALS

A poor character.-5

Poor moral habits.=l

Dishonest.=3

Undesirable habitg,«?2

Too lazye.=2

‘Dishonest with the students.

Would cheat when grading a student's paper,
Too friendly with the women, |

A poor reputation.

Moral reputation as a teacher where he was teaching was poor.
Had a bad temper,

Smoked.



Admitted the frequent use of alcohcl.

Very nasty about his language.

Held company with the wrong kind of people.
Would not pay his bills.

Not, dependables
ADMINISTRATIVE ASPECTS

Couldn't cooperate with the other teachers.=3
Inability as an administrator.-2

Couldn't get along with people.~2

Didn't know how to approach a problem.

Was not definite in the program he had outlined in order to have the
confidence of those who would be employed in the system.

Spoke more of his ability as a baseball player than an administrator.
Inability to delegate authority.

Failed to keep harmony prevailing in the school faculty.

Did not ssem cooperative.

Let other teachers boss and tell him where %o head in.

Lacked decisiveness in dealing with his teachers.

Was just plain hazy on some important parts of our overall school program.

Waszn't able to voice his opinions on the responsibilities of a school
superintendent.,

A poor set of rules and regulatioms for all to follow,
Didn't have the ability to organize and administer.,
Poor judgmente.

Poor ideas on leadership.

Hired an extra teacher with school money.

One track mind.
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Did not keep a good set of records.

Wanted to be cooperative but showed no stability to take a position.

CIVIC, COMMUNITY, SCHOOL AND STUDENT ATTITUDE

Civics

Dabbled in outside affairs toc much to suit me.

More interested in Civic organizations than he was in school duties

and activities.,

Didntt believe in taking part in commumity affairs. He stated
that he avoided completely taking part in civic affairs, that
painting was his hobby and all of his time away from school was
devoted to this hobby.

Communitys

Did not want to live in the community.-3

Lacked community interest.-3

Spoks some very disparging remarks about his home town minister,

Had never lived in this community before.

Wanted to change the community from the customs they had instead
of adjusting himself to their customs,.

Lack of interest in the patrons.

Abtitude toward the community.

Schoolz

Did not show enough interest in school,-3

Was not willing to aceept previous school policies,

Ran down the school's past administration.

Was not enough interested in our financial standing.

Had gone back to teaching from some other job in industry.
Poor attitude toward school.

Student Attitude:

Chose "Teachers pets.'.
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EXPERIENCE

Lacked experience in school managemente=5

Changed jobs too often.=3

Past record as superintendent was poor.-2

The lack of experience in larger schools.-2

Seemed to move around every years

Served as superintendent. only one year in his past position.
Novexperien@@ in administrative work,

Unsuecessful experience,

Experienced in city work and our school was rural. I was afraid
he wouldn't fit in with our community.

Hadn't accomplished much in the school he was leaving.
Years of experience.

Had been in a bad school fight.
SALARY

Wag more interested in salary than school.=9

Wanted too much money.=5

Primarily interested in pay.

Financial requirements inconsistent® with the size of the school.

Applied for this job starting out by telling me that we weren't

paying nearly as much as we could pay. That he would like to have

the job bub we would have %o pay him much more than our present man gets.

Asked a salary that our budget would not allow.

Indication of more interest in cash reimbursement than welfare of
school children.

Stated a salary which seemed a little too high to us considering
the fact we furnished a nice rent free house for a superintendent to
live in.



APPEARANCE

A poor psrsonal appearanceoQY

S1loppye=2

Slovenly dressed,

Extremsly untidy in appearance.

Not neat and well groomed.

Personal appearance was not what I expected in a séhool superintendent.
Deaf.

Poor health.
AGE

Too olde=9
Too young.=3

Did not fit my age requirements.
JOB ATTITUDES

Had other business interests.-3

Moved from previous job because he was not willing to accept integration.-
" Well qualified, but didn't seem to care much whether we hired him or not.
Lack of sincerity in presenting his application.

I had a candidate who was within a few years of retirement, who

came to us well recommended. He was leaving his school because a

near by governmment installation had made necessary its enlargement.

He made the remark that he did not want to do utne work 1t involived.

Was looking forward to retirement and social security.

Indicatied he would not be without a job if not chosen, which
indicated to me that he really wasn't too interested in the job.

The tsacherage wasn't large enough for his family,



BOARD ATTITUDE
Left the idea that school board members weren't supposed to know much
about running school, just turn it over to the superintendent.
Criticizes his past board members,
To him the Board of Education was only a group to pay all bills.
Repeatedly disagreed with opinions of his past board members.
Very firm in his opinions regardless of circumstances.
Intended to have the entire say on all sghool matters.
Felt like the bcard should leave all decisions to him,
Wanted too much authority.

Had been in the system before and started out by saying what he would do
and who he would dismiss if hired.

Wife was teacher also and he didn't apply for a job for her, but mads

the statement that if he were hired he would work her in the system
somewhere.

EDUCATION AND GENERAL QUALIFICATION

Didn't meet the qualifications.-l
Education was inadequate.-2
Did not seem capable.
Showed lack of culture.
A poor background.
A poor philosophy in general,
DISCIPLINE
Seemed to put himself on a level with high school pupils in certain
actions and activities.

Too lenient in his attitude toward school discipline.

;Gave ma the opinion or impression of running a disorganized and poorly
diseciplined school, and this is exactly what we found upon visitation.
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Did not get proper respect from high school students,

Seemed unsure of the matter of handling discipline problems among
students,

Lacked the ability to enforce discipline in school,

Inability to consider the good of the student now and in the future
to the best of his ability regardless of outside pressure.

I thought a superintendent should hold himself apart from the children
completely.

Tco wrapped up in his own child to take full responsibilities of other
children,

RELIGION

Wasn't a Christian.-3

Did not attend church,.

Was a member of a Roman Catholic Church,
Had chureh prejudices.

Was of a Jewish Religion,

Left the impression he intended to teach one certain religion in
school.

Religious belief which would not be accepted in the community.
PERSONALITY

A poor personality.~5

An infericrity complex.

A backward disposition.

A poor personality that left the impression he would be unable to cope
with situations that might arise.

PRESSURE AND POLITIKING

Did too much politiking.-2

Used hls friends as pressure.
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Used dubious means to influence me, such as their memberships and
agtivities in clubs, etc.

Seemed to dwell on influential people he knew,

Tried to pressure me through mutual acquaintances to consider him fox
the position,

One applicant, hounded at me three or four times a week for five
weeks giving me references (all of which I checked, and none were
real good and some were very poor) wanting to meet with the board or
call a meeting of the board and get the hiring done so he could get
started.

Tried to impress me by political pull he had and the fact that he

was on a state board. I got the impression that he mighit be so busy
with his politics that he wouldn't have time to run the school,

RECOMMENDATIONS AND REFERENCES

References were poor.=3

Stories didn't seem to check with his references.

People in his home town did not know him.well.

Produced poor references from former schoblso

Didn't produce any past recommendations from his past employees.

Had poor recommendations.

MARTTAL STATUS OR FACTORS INVOLVING FAMILY

Sjllglee
Poor marital status.

We found he had a wife who had been a trouble maker in the schocls
he had taught in.

Family didn't qualify.
Let his wife, who was not a teacher, interfere with his work.

Wife had to have a teaching position in the system and did not
think her field was suitable for our needs.
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SPEECH

Inability to express himself publicly.-3
Couldn't meet the publice
Difficult for him to speak before a group.

Carried on a poor conversation.
LEADERSHIP, SCHOOL AND COMMUNITY

Lacked salesmanship.
Was not a leader,
Was too egsily satisfied.

Reserve attitude was not acceptable as a group leader.
BUILDING OR SCHOOL PLANT ASPECTS

Had a poor school plant.=2

Let his school run down until it was in bad condition.
CURRICULUM

Too mach athletics in school,
Too little athleties in school.

A grievance toward some departmentss
PUBLIC RELATIONS

A poor public relations man.=2

Inability to meet the public.
TEACHER ASPECTS

Absent from his classes most of the time,=2

Neglects his teaching.



NATIVE OF COMMUNITY

A 9local man.”

Enown toc welle I wanted a man that wasn't known with some new idease.
PERSONAL FRIEND

None were mentioned in this category.
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