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CHAPTER I 

THE DEVELOPMENT OF THE PROBLEM 

Introductio:r1 

The position of school superintendent is recognized as essential 

to the organizational structure of public 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 

positiono In most states the board of education of the local school 

district selects the person to be employed as superintendent. Although 

many boards of education select school superintendents each year, the 

b~haviors and personal 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 position of superintendent will be attempted in 

this study. The importance, legal status, and changing concepts of the 

superintendency as well as the responsibility for selection of the 

superintendent of schools should be considered in further clarification 

of the problem. 

l 
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Current Importance of the School Superintendency 

The position of superintendent of schools ha.s become increasingly 

important since its establishment in the 1830'so The superintendent 

has, over the years, assumed the stature of chief executive officer 

of the board of education. The superintendent is responsible for ma.king 

policy recommendations to the boardo 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 Statesol School district reorganization, 

the enormous increase in public school enrollments, added demand for 

special services to school children, expanded academic programs, and 

other current problems of education, all are indicative of the need for 

co~petent leadership in the position of local school superintendentso 

Legal 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 authorities 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 

1David To Blouse, Statistics of State School System. U. s. Office 
of Education Circular No. 285 (Washington, 1948-49), 8 pp. 
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loeal superintendent was appointed, a special act of the legislature was 

secured authorizing such action. later., there was general legislation 

authorizing the position and defining functions of the superintendent~ 

Morrison2 states that the duties and responsibilities , which by law 

have been placed directly upon the superintendent., have in general not 

been those through which leadership in an educational system i.s evidenced. 

The areas in whicp the board usually acts only upon the recommendation of 

the superintendent of schools deal largely with the general supervision 

of the schools a.rid with attendance laws. In a few stat es , the areas in 

which the board usually acts only upon the recommendation of the super-

intendent of schools pertain to such matters as the appointment of 

teachers., attendance officers, and other employees; suspension of pupils ; 

purchase of textbooks and supplies; and the transfer, promotion, 

suspension, and dismissal of teachers. Morrison reports that those things 

which are done independently of the board of education relate frequently 

t o t he preparation of certain reports, keeping of certain records , issuance 

of t ransfer cards and work certificatesi and other routine matters. 

Seyfried.3 , in his study of the contractual st at us of California super-
.,/1~~-· 

intendents of schools, presents a somewhat similar picture. These 

studies provide evidence that the more significant duties and respon-

sibilities of the superintendent of the schools have been and are largely 

e.xtrastatutory. Laws of a few states 3 which make the school administrator 

the chief executive officer of the board of education~ constitute an 

2J. C. Morrison, The Legal Status of t he City School Superintendent 
(Baltimore, 1922)., p. 1620 

3J. Ee, Seyfried: The Contractural Status of California City School 
Superintendents (University of California Publications in Education, Vol. 
7, No. 2i .@alifornia, 193V) pp. 63-1440 
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important step in delegating larger statutory authority to himG 

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 nw~ber of matters can be 

taken only upon the recommendation of the superintendent of schools. 

Geissinger4, in a study of the legal status of the city superintendency 

in four states, finds the s~perintendent gaining in strength through 

his power of recormnendation and through his power of counter-signature 

in many official reports including the budget. Although many persons 

favor these trends, other question them. Dudley5 believes that the 

responsible executive who has powers delegated to him by the board of 

education rather than by law may in the long run provide better leader-

shipj since he depends more largely upon public understanding and thus, 

is more likely to foster the development of intelligent public opinion. 

Changing Concept ef Administration 

The public school administrator is no longer regarded merely as a 

s~perintendent of instruction or even of schools, in the narrow sensea 

Rather, he is attaining recognition as a leader of educational life in 

his communit;y-o The school administrator of today is more than a 11manager. 11 

He is a leader in planning for conrrnunity or commonwealth improvement. 

He is by no means always the overt director of the activityo He is 

often a covert agent in initiating and facilitating community action. 

4J. B. Geissinger, Evolution .2f. ~ Legal Status of the City Super­
intendent £!. Schools in Selected States (Pennsylvania, 1946), pp .. 2640 

51., Lo Dudley, The School~~ Community {Cambridge, 193.3).il 
pp., 176. 



This new concept of administration is nowhere better exemplifi ed 

than in the emergence, within the last two decades , of the urban-rural 

community school superintendency. Out of the school district reor gan­

ization movement, in which several districts are merged into a larger 

5 

and more efficient administrative unit, came a demand for an administrat or 

who could unify a newly established school communit y, who could l ead in 

t he community planning of a school program compat ible with the local 

cult ure, and who could also carry all the t echnical pr ofessi onal r esponsi­

bilities commonly borne by school administrat or s. 

Responsibility for Selection of the Superintendent 

The evident importance of the scho0l superint endency as a position 

of community and educational leadership plac es with the boar d of education 

t he 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 indivi dual board 

members and that a consensus be reached conc er ning which candidate 

should be employed by the local board in a par t icular situation. The 

factors which influence board members to select one applicant and reject 

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

ncritical11' factors. 

Statement of the Problem 

The problem of the study is to identify t he behaviors and personal 

characteristics of applicants which influence board members to select 

one applicant for a superintendency and reject others. The selection of 
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one applicant from among a number of applicants because of particular 

behaviors 'or characteristics esta~lishes these behaviors or characteristics 

as critical 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 pattern of personal character­

istics and behaviors of successful and unsuccessful applicants for 

Oklahoma public school superintendencies will be developed. This model 

of characteristics and behaviors will be compared with those identified. 

by researchers and authorities in the field to determine if arry new 

characteristics or behaviors have been identified in this study. A 

basic,ass~ption of the study is that a board member who participated 

in the selection process can accurately report why he voted for or 

against an applicant for the superintendency. 

Significance of the Study 

The proposed study will supplement and strepgthen the existing school 

administrator job analyses reported in the literature in that it will 

point up the relative importance of administrator behaviors and character­

istics 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 be valuable for: 

1. counseling prospective students of schdol administration; 

2. determining areas which demand emphasis in the professional 

preparation of school superintendents; 

3. aiding boards of education in evaluating their practices in 
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employment of superintendents; 

4o determining in-service education needs of superintendents; and 

'" aiding 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 9 without the knowledge of factors actually 

associated by school board members with the selection of superintendentsP 

applicants may not know how to present their qualifications in a manner 

conducive to their selection for the position. In other words» in­

formation concerning 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 frequently throughout the study are 

defined as follows: 

School Administrator~ 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 school" 

School Boa.!:Q 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 

candidate's selection as a superintendent. 

Critical Factors. 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. o 

8 

From a modest beginning in the 1830 1s, the public school superinten­

dency has developed into a position requiring exceptional competence in 

the exercise of professional educational leadership. 

Crea~ed as a result of local forces and needs, the local school 

superintendency has gradually become incorporated into the legal 

structure of education 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 the superintendent has become the chief 

executive of the board of education and the educational leader of his 

community-. 

The selection of a person to occupy the important position of 

public school superintendent in each school district is the responsibility­

of the local board of education. Ghoosing a superintendent requires 

that judgments be made by the individual board members who subsequently 

vote for or against the candidate for the position. The factors 

influencing board members to vote for one candidate and against others 



are the problem of this study. The study will identify the 1t:critical!I 

factors associated with the selection or rejeetion of public sehool 

superintendents as reported by school board members in certain Okla­

homa schoolso 

Information concerning these faetors deemed critical by indi­

vidual board members who have actually participated in the selection 

of a superintendent may be utilized by super:Lntendents 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 II. 

9 

Methods and procedure employed in the research with a description of the 

research design, selection of the respondents, and treatment of the da~a 

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, identification, and influence 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 

11experts" through discussion, have listed competencies which were deemed 

necessary for successful administratorso 

Much information dealing w:i,th the desirable and undesirable qualifi-

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 qualities 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 community and not any part or faction of it, 
and he must deal equal justice to all. As the representative of 
the whole commu.nity he will be wise not to ally himself at all 
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 school 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 ro~tine 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 to 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 inciting 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 accomplish any really fundamental reform; and that 
it i~ usua~ly geGessary to rush important matters to an immediate 
consideration. 

Edmondson recommends eight qualities to consider when comparing the 

abilities of prospective school administrators: 

lo Culture 

2. Resourcefulness and vision 

3. Administrative ability 

4. lnterest in people 

5o Scholarship 

6. Ability to stimulate others 

7o Frofessional knowledge 

6E. P. Cubberly, Public School Ad.ministration (Revised and enlarged 
edition, Boston, 1929), pp. 138-39. 



80 Ideals and professional spirit? 

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 trainingoS 

In his book entitled rrschool Administration11 , Moehlman indicates 

as general requirements for the successful administrator: 

o. o. the ability to view a problem as a 111hole 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 
purposej the ability to understand people and their motive, and 
the ability to have a broad tolerance for differences in ideas 
and points of viewo An administrator must have a sense of humor 
which provides balance and perspective; he should be able to 
project ideas and practices to professionals and laymen alike, 
and he should have a desire for this specialized work. 

Administration demands sound health, emotional stability, 
objectivity, a pleasing personality, a broad general professional 
education, a sound social and educational philosophy, physical 
and moral courageJ and maturity developed through experienceo9 

12 

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 schoolo 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 peopleo It is signifi= 
cant that, in these schools so many different men show such striking 
similarities. These superintendents think of the whole staff, 
including 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 those who can or will try to do the job at hand. 

7 J. B. Edmondson, J .• Roemer, and F. Lo Bacon, The Administration 2£ 
~ M;odern Secondary School (New York, 1949), pp. 81-82. 

8Ibid • ., p. 8.3. 

9Arthur B. Moehlman, School Administration (Second Edition, Boston, 
1951)., p. 107. 



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 solution to problems 
comes from t_his method. This personal demonstration of their be-

I/ 

1.3 

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 recognized 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 out 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. 

Certain 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 ad.ministratorso 

The Committee on Certification of Superintendents of Schools of the 

.American Association of School Administrators recommends that the minimum 

legislative requirements for persons entering the school superintendency 

be the following:: 

1. Twenty-five years of age 

2. United States Citizenship 

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

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

5o Three years of successful experience in the class room, 
adminis13:ative or supervising position in public schooi 
systemo 

10A1fred Ho Skogsberg, Administrative Operational Patterns (New York, 
1950 ), p. 25. 

11Committee on Certification of Superintendents of Schools, The 
Superintendent .2f. Schools ~ !!!!, ~ (Washington, D. O., 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. 11 It constitutes a challenge 

to all the resourcefulness, intelligence, patience, tolerance, and tact 

an individual hasottl2 

The Committee on Certification of Superintendents of Schools 

questioned 503 lay people and school employees regarding traits desired 

in their "next superintendent. n Replies from these lay people disclose 

twelve traits referred to in the following frequencyl3: 

1. Character 

2. Business ability, finance, etco 

3. Administrative or executive ability 

4. Personality 

;. Educational leadership 

6. Sociability 

7. Comm.unity leadership 

8. Speaker 

9. Culture 

10. Writer 

11. Married and children 

12. Religion 

413 

391 

383 

378 

361 

328 

291 

201 

158 

96 

84 

47 

12committee on Certification of Superintendents of Schools, Standards 
ill, Superintendents ,2! Schools (Washington., D. C., 1940), Po 56. 

l3Co:mmittee on Certification of Superintendent of Schools., p. 47. 
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The educational leader of the future must be competent in the respects 
I 

indicated below, according to the 1952 Yearbook of the American Associa-

tion of Schoo;J. Administrators: 

First, the educational leader of the future should be competent 
in community leadership as it concerns the development of basic 
educational policy 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 democratic leadership •••• 

Fifth, the educational leader of the future should be highly 
competent in making the case for the necessary facilities of 
education •••• 14 

In addition to the above mentioned broad areas of competence deemed 

necessary for the successful future school administrator, certain o~her 

qualities described as being a result of inherited characteristics and 

of personal and professional development are presented in the Yearbook. 

They are as follows: 

o ••• intellectual 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.15 

The Fourth Report of the National Conference of Professors of Ed.uea-

tional Ad.ministration presents a list of 11Musts 11 as qualifications for the 

14.American Association of School Administrators, The American School 
Superintendency, Thirtieth Yearbook (Washington, D. c., 1952), pp. 389-91o 

l5Ibi 1191 . d., Po -' o 



administrative leader: 

He must have a broad general education 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 of 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 research9 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 educational 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 financial 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 •••• 16 

16 

The report continues into the realm of 11personal qualifications II by stat-

ing that the list of 11Musts 11 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.nl7 The personal 

qualifications are stated thus: 

An administrator is a person with vision •••• An administrator is 
increasingly competent in employing democratic and democratic­
tending techniques by group action •••• 

16National Conference of Professors of Educational Administration, 
Administrative Leadership (Ithaca, 1950.) 3 pp. 25=26o 

17Ibid., p. 27 o 



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

An administrator fosters a psychological atmosphere in which 
democratic leadership can flourish. For good or ill, an admin­
istrator affects most critically the psychological-emotional 
''tone" 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 success of the group's 
efforts •••• 

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

An administrator is responsible but not ever-burdened by his 
responsibility., •• 18 

Weaver presents a 11check 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 resources 
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 people and to determine ways in which these organ­
izations 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. 

4. He keeps in close contact with the school vocational 

18Ibid., pp. 29-30. 
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service counselor's 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 
succeedo 

5. He serves on the public relations cormnittees of such 
organizations as the Boy Scouts of America or the Camp 
fire Girlso 

6. He maintains contact with the c1v1c recreational conunittee 
and with young people"s social conunittees 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 agricultural 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 assistance to parents who are trying to solve 
problems which relate to the activities of their child­
ren.19 

Between 1925 and 1930 many studies of the supervisory function of the 

school administrator were made in an effort to discover and suimnarize 

the activities of the school administrator. Illustrative of these is 

18 

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

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

19R. B. Weaver, 11 Check-List Showing How to Identify a Super""' 
intendent of Education, 11' School Executive. June, 1943, p. 62., 

20w. F. Dyer, Activities of~ Elementary School Principal for 
Improvement of Instruction (New York, 1927), pp. 102. 



19 

' . 
population. 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,21 and Billett,22 who report the activities of high 

school principals; Ayer23 and Melby,24 who study the supervisory activ­

ities of the superintendent; 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 Coloradots First Class School Districts; 11What would 

21 . . Jo M. Hughes, E. C. Melby:: Supervision of Instruction!!! 
High School, (Northwestern University Contributions to Education, 
No. 4 ZChicago, 193.Ql), 191 PP• 

22w. H. Billett, F. E. '.&nglehardt., and w. H. Zeigel, Administration 
!.!!!. Supervision, U. s. Office of Education, Bulletin No. 17 (Washington, 
1933), 207 pp. 

2.3F. C. Ayer, "The Duties of Publio School Administrators, 11 

American School Board Journal, Feb., Mar., Apr., May, Je., Aug., Oct., 
Deo., 1930 and Feb., Mar., and May 1931o 

24E. O. Melby, "A Critical Study of the Existing Organization and 
Administration of Supervision, 11 Public Schools, 1929, 158 pp. 

25 A. S. Barr, !n, Analysis £l :!J.!!. Duties and Functions .£i Instruct-
ional Supervisors, University of Wisconsin, Bureau of Educational 
Research, Bulletin No. 7 (Madison, Wisconsin, 1926)., 176 pp. 

26 
N. H. Fitch, !u, Analysis 2f. the Supervisory Activities !ill£!.~-

nigues of !:h!. Elementary School Training Supervisor in State Normal 
Schools~ Teachers Colleges, Contributions to Education, No. 476 
(New York., 1931)., 130 pp. 
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count with you as a board member in selecting a new school administrator?" 

According to the opinions given him by school board members, a man 

desiring to be superintendent in these districts should have these quali-

.f'ications: 

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 have had five years of administrative experience. 

4. 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.27 

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:o (1) Personal Attributes; (2) Professional Competence 

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 11 good 11 or a 11bad 11 one, the board member 

was asked to qualify his answer by determining whether the item was 

1tVery Important 11 , 11Important 11·, or ''Unimportant. 11 The three classifi-

cations determined the weight given to 11 good 11 or "bad'' answer. 

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

of choice are: 

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



lo Here is a man with whom all like to work. 

2. He is skilled at delegating responsibilityo 

3. He is morally upright. 

4. We can rely on his wisdom in the choice of school employees. 

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

60 He makes decisions promptly and wisely. 

7o He likes children and appreciates their viewpoints. 

S. He has been successful for several years as an administrator. 

9. He uses good English. 

10. He is anxious to conserve the taxpayer 1s money, yet maintain 
a good educational program. 

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

12. He would get things done. 

13. He bas had several years of successful teaching experience. 

14. His educational preparation meets our requirements. 

15. He has special skill in school finance. 

16. He acts interested in sincerely wanting this position. 

17. We like the sincere way in which he talks. 

18. He makes a favorable public appearance. 

19. He desires professional growth, achievement, and recog­
nition for his staff and for himself. 

20. He is a courteous listener and responds well to our 
questions.2$ 

A second study in this area was conducted by Baker29 who attempted 

28Ibid., pp. 47-480 

29J. E. Baker, 1rThe Selection of Superintendents of Schools by 
Boards of Education" (Unpublished Ph.D. Thesis, University of Chicago, 
1951), p. 11+. 
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to answer the questions: "If you apply for a superintendency, what will 

you be asked, and what does.the school board look for in candidates for 

the superintendency?n· 

In thirteen midwestern states, Baker solicited information from the 

22 

individual members of each of 654 school boards. These school boards had· 

selected a superintendent during the previous three years. Each of the 

654 school boards employed a staff of ten or more teachers. 

The following qualifications of the applicants are those believed by 

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

superintendento 

No., of 
Boards 

1 .. Range of professional experience 540 

2. Salary terms acceptable 5.39 

J. Ability to discipline students and 
teachers 512 

4. Aggressive leadership in improving 
program 

5. Advanced degrees in educational 
administration 

6. Ability to supervise instruction 

7. Skill in financial matters 

8. Age of candidate 

9. Size of community where candidate 
was working 

10. Ability of candidate to work well 
with staff 

11. Experience with school building 
program 

12. Relationship with parents group 
and the public 

453 

427 

422 

412 

.392 

.390 

382 

.328 

:,24 

65.,4 

64.,5 

6.3.0 

60.,0 

59.,6 

50.2 



130 Health and energy of candidate 

l4o Supervision of maintenance and 
custodial service 

150 Personal habits of candidates 

16. Church membership 

17. Professional leadership in areas 
outside local system 

18. Personal appearance 

19. Scholastic record 

20. Certificates held in specific 
teaching subjects 

21. Teaching skill 

220 Success in handling athletic 
program 

23. Writing and speaking ability 

24. Membership in civic and fraternal 
organization 

.304 

299 

270 

245 

245 

240 

201 

198 

190 

187 

167 

151 

25. Business experience outside of school 
experience 135 

26. Issuance of a multiple term 
contract 

27. Published articles and materials 

28. Political beliefs and learnings 

107 

43 

20 

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

23 

graphs are directed. :toward an analysis of school administrator activitieso 

The first and largest of the three areas includes research studies 

directed toward a determination and listing of the actual duties of the 
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administrators. A second area contains studies which describe the 
" 

status of the school 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 qualifications, 

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 "criticaltt· factors which board members associate 

with the selection of an_Oklahoma public school superintendent? The 

definition of the population 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 appliaation, adequate 

in solving the problem, and defensible in practice was desired. 

The study reported by Yarbrough31 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 situations. The present study was founded on actual situations 

in which board members had selected a superintendent. 

In the study reported by Baker32 an instrument was used in which 

board members indicated by checking a prepared list of requirements 

31Yarbrough, Loco cit. 

32n-k T- ·1t .uci. er, .Ll\i>Co C o 
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what they looked for in applicants for the superintendency. The instru­

ment used had the aided recall 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 prompts a particular 

response by suggestion. 

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 publ~c 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 school 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 comparedo Schools found 

to have had a change in superintendents were considered as coming under 

the conditions of 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 Oklahoma 

are presented in Table I. 



TABLE I 

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

27 

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

Adair 5 0 
Alfalfa 10 3 
Atoka 5 0 
Beaver 6 2 
Beckham 10 2 
Blaine 9 2 
Bcyan 15 3 
Caddo 17 4 
Canadian 7 l 
Carter 14 l 
Cherokee 2 0 
Choctaw 6 3 
Cimarron 4 l 
Cleveland 4 0 
Coal 5 0 
Comanche 9 2 
Cotton 5 2 
Craig 7 l 
Creek 14 2 
Custer 8 l 
Delaware 6 0 
Dewey 7 3 
Eilis 4 l 
Garfield 13 2 
Garvin 9 l 
Grady 15 2 
Grant 9 2 
Greer 9 3 
Harmon 6 3 
Harper 5 2 
Haskell 4 2 
Hughes 11 2 
Jackson 10 l 
Jefferson 9 l 
Johnston 11 1 
Kay 6 0 
Kingfisher 9 2 
Kiowa 10 2 
Latimer 4 l 
Leflore 15 3 
Lincoln 11 l 
Logan 7 l 
Love 7 3 
Major 5 2 



Counties 

Marshall 
Ma.yes 
McClain 
MqCurtain 
McIntosh 
Murray 
Muskogee 
Noble 
Nowata 
Okfuskee 
O:\{lahoma 
Okmulgee 
Osage 
Ottawa 
Pawnee 
Payne 
Pittsburgh 
Pontotoc 
Pottawatomie 
Pushmataha 
Roger Mills 
Rogers 
Seminole 
Sequoyah 
Stephens 
Texas 
Tillman 
Tulsa 
Wagoner 
Washington 
Washita 
Woods 
Woodward 
Total 

I I 

TABLE I (continued) 

Noo of School 
Superintendenciesg 

2 
6 
8 

10 
8 
5 

13 
7 
6 
9 

12 
13 
16 
7 
7 
9 

13 
11 
15 
7 
5 
8 

15 
7 
9 
9 

10 
14 
6 
6 

1.3 
7 
8 m 

No .. of Cha:nges: 

l 
l 
4 
2 
2 

·l 
2 
3 
2 
3 
1 
l 
3 
0 
l 
2 
5 
0 
2 
0 
2 
l 
3 
2 
3 
2 
2 
l 
l 
0 
4 
2 
0 

1.30 

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 countie~ listed, 66 had one or 

more changes in superintendentso Four counties -- Cho,ctaw., Harper, Marsha;1, 
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and McClain -- had a 50 per cent turnover in superintendentso 

One hundred thirty of the 666 superintendencies in Oklahoma 

evidenced changes in superintendents for the 1956-57 school yearo 

These changes represent a turnover in approximately 20 per cent or one-

fifth of all the superintendencies 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. Each potential respondent was to be mailed a 

questionnaire at his home address. 

Returns from this total population could not be anticipated. 

Reference to l?arten,35 Remmers,36 and other authorities on mailed 

questionnaires 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 studyo Because of this possible bias, the returns actually 

received would not necessarily be representative o.f the total population 

contacted. Therefore, several questions were included in the instrument 

concerning personal and situational tn;f'.ormat±'Oh about the respondents 

which would permit further definition of the population from ~hich the 

data of the study would be receivedo 

Development of the Questionnaire 

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

'$$ 

33:Mildred Parten, Surveys, Polls, and Samples {NewYork, 1950) 1 371 PPo 

34tJ. H. Relillll1ers, Introduction to Opinion and Attitude Measurement 
{New York, 1954), 321 PPo 
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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. 

11 Critical11' 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. Critical 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 11critical 11 factors 

reported by board members will be made to develop a model of personal 

characteristics and behavior of successful and unsuccessful applicants. 

In the questionnaire used for the study, the respondent was asked: 

trAs 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. II 

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 doo An example of 

behavior and an example 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. 11 .Also, the questionnaire sug­

gested that a football coach might relate a characteristic of a suc­

cessful candidate for a scholarship as follows: ttHe was a big 1boy• 

weighing over two hundred pounds with the weight being evenly dis­

tributed over his body.n 

The second part of the questionnaire stated: 11 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 unsucces~ful applicant that influenced you in voting against him.n 

On both questions 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 

member of the board of education, and highest level of formal education 

attainedo 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. 

A letter designed to answer pertinent questions concerning the 

study and its purpose was prepared to accompany the questionnaire 

(Appendix A)o The letter stated that no individual would be identified 
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or quoted in t.he completed study. Careful consideration of the question­

naire was requested so that its value might be enhancedo 

In order to reduce to a minimum biases which might invalidate 

respoll,se~, prelinµ.nary critiques of the questionnaire were made by 

members of a county school master's organizati9n, 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 proof of the adaptability of the questionnaire to the 

problem was desired. So, the questionnaire, the accompanying letter, 

and a stamped return envelope were mailed to twenty board members from 

the list of potential respondentso Eight board members completed and 

returned the questionnaire from this preliminary mailing. These respon­

ses were complete and coherento Sq, additional questionnaires with 

accompanying stamped and return addressed envelopes were prepared and 

mailed to all of the potential respondents. 

Certain weaknesses o:f the open-end questionnaire are recognized 

and will be mentioned later in this chapter. 

Treatment of the Data 

Fer the purposes of the study a pattern o:f 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 .Prooedures;,and by prospective super­

intendents in preparing :for a superintendency. 



Answers to the questions concerning personal and situational 

characteristics of the board members were treated as follows: The 

responses were taken from the questionnaires and tabulated on sheets 

of graph paper especially prepared for ease in handling the data. The 

board member's age was given. The number of male and the number of 

female respondents was determined. The Dictionar~ of Occupational 

Titles was used to det~rmine 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 the questionnaires were placed on cards two inches in width 

and four inches in length for sorting and studying. The statements were 
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keyed to the questionnaires. f!ach questionnaire was numbered. The state-

ments taken from the questionnaires carried the same number as the ques-

tionnaire from which it was takeno 

The commonly related areas were determi"ned by ident;ification 9f a 
i 

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 areaa For 

instance, 27 statements were made that referred to ageo Obviously, an 

area entitled nAge 11 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 tt.A.d.ministrative aspects 11 

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 connnonly related areas according 

to the frequency of statements within each area~ The complete data 

were also summarized and reported as a pattern. The complete statement:.s 

of board members relative to a successful and an unsuccessful applicant 

for a superintendency are given in Appendix B., 

Limitations of the Study 

Certain limitations of the research design should be recognized.,. 

_4ffiong these are the evident limitations of the open-end questionnaire. 

The open-end questiormaire is difficult to design so that it will elicit 

the type of information desiredo 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 sure rintendent and the date responses were 

recorded on the questionnaireso Superintendents are ordinarily elected 

prior to July first of each school year and assmi;a office on July firsto 

The questionnaires were mailed after the superintendent=elect had served 

the school district for five or six monthso Board members may have 

allowed personal contact with their superintendents during this time 



to influence their response$o 

Summary 

One hundred thirty of the 666 schools in Oklahoma had board members 

who were potentiirul respondents for the study.. These ]JO a:;,chools re­

present 66 of Oklahoma's 77 counties. Six hundred fifty-two board 

members were potential respondents for the studyo 

An open-end questionnaire was designed i'or the study to obtain 

from each board member an original response of factors that could be 

termed ''criticaln in the selection of a superintendent. Board members 

who had selected superintendents for the 1956=57 school year were asked 

to describe in their own words specific acts or characteristics on the 

pa:rt of a successful applicant that influenced them in voting for him. 

A similar response was re~uested for a vote against an unsuccessful appli­

cant. Since board members who had selected a superintendent during the 

1956=57 school year were to be the potentiail respondents for the study, 

they were expected to describe a recent, typical caae rather than a 

particularly old, unusual, or atypical one. 

Relevant statements of board members were taken from the question­

na:ires and sorted into areas found to be the most suitable for studying 

the data. Areas were sugges.ted by factors that had been grouped into 

common themes. A word or phrase which described the general theme 

of the statements in each grouping was chosen as an imrea title. 

Frequency of s,tatements in each of the areas 3 as identified in the 

study3 will be reported. The complete data will also be summari~ed and 

reported as a pattern within the identified areas. 



CHAPTER IV 

FINDINGS 

As; indicated in ChElipter III, the findings of the study are presented 

under two divisionso Selected personal and situational information 

relevant to the reporting board members which further defines the 

population is presented in the first divisiono Findings relative to the 

it·criticalttt factors associated with the selection of a superintendent in 

certain Oklahoma public schools, as reported by board members, are 

presented in the second divisiono 

County superintendents of the 77 counties in Oklahoma were asked 

to provide the names and addresses of board members in the school districts 

of their county wherein there had been a change of superintendents in 

the school year 1956-570 The questionnaire 'With accompanying letter and 

return address:ed envelope was mailed to each potential respondent after 

names and addresses of potential respondents were received from county 

superintendents. 

From the first mailing, 116 questionnaires were returnedo Of these, 

111 were complete, 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 deceasedo !. follow-up was necessary be­

eause the number of questionnaires returned represented only 17 per cent 

of those board members requested to complete the questionnaire. 

Ae,companying the second set of questionnaires was a special letter 
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addressed to the president of the board of education of each school coming 

under the conditions of the studye He was requested to make a special 

effort to get members of his board to fill in and return the questionnairese 

From this second mailing 69 completed questionnaires were returned. 

This brought the total of returned and completed questionnaires to 180. 

Possible bias in later returns would not permit continued mailings 

until every board member contacted had completed and returned a question-

naireo 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 were1,used ··in' the stwiyo This :represents 

approximately 33 per cent of the selected sample. 

TABLE II 

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

Mailings: 

1st 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 536 467 430 430 

The Board Member and His School, , 

Failure to receive returns from all of the potential respondents 
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indicates a possible bias of the data to be used in the studye 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 questions concerning personal and 

situational information about the respondent which would permit further 

definition of the population from which the data for the study were 

receivedo This personal and situational information is presented in 

order that 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 questionnaire and 

a recipieµt of a superintendency application in 1956-57? Information 

pertaining to the following items was requested~ Age, sex, occupation, 

marital status, number of children in school, years experience on board 

of education, and highest level of formal education attained by the 

reporting board member. 

Sex. Two hundred thirteen men and four women responded to the -
questionnaire. 
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Ag~. 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 

46.4 with the median age falling in the 40 to 49 age range. Evidence 

is readily apparent from the distribution that the board members are 

mature citizens who might be expected to apply the experience of 

years to their responses. 

TABLE III 

AGE OF REPORTING BO.ARD MEMBERS 

Age: Number: 

20-29 3 

30-39 44 

40-49 97 

50-59 49 

60-69 12 

70 or over 3 

Did not give age 9 

Total 217 



Occupations. The occupations of the reporting board members by 

areas as listed in the Dictionary of Occupational Titles are reported 

40 

in Table IV. The largest,, group, 131 in all, represented the agriculture, 

fishery, forestry and kindred occupational areao A majority of the 

reporting board members were apparently engaged in agriculture ·and kindred 

occupationso 

TABLE IV 

OCCUPATIONS OF REPORTING BOARD MEMBERS 

©eeupation: 

Agriculture, fishery, forestry and kindred 

Clerical and sales 

Professional and managerial 

Skilled 

Servietf 

Unskilled 

Semiskilled 

Retired 

Total. 

Numberi. 

131 

~ 

21. 

!6 

Jl4 

7 

3 

3 

m 



Marital Status. Two hundred fifteen of the reporting board members 

were married. Two were widowso 

Children in School. The number of children of board members 

attending school is s.et forth in Table v.. Approximately 80 per cent 

of the respondents had children attending schoolo The number varies 

from one to seven, with 186 reporting two or less • .: 10nly131 ;feportedt,:u1 

more than twoo 

TABLE V 

NNMBER OF CHILDREN IN SCHOOL OF THE REPORTING BO.ARD :MEMBERS 

Number of Childrem Board Members: 

0 45 

l 66 

2 75 

3 14 

4 ~3 

5 l 

6 2 

7 l 

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 144 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 

NUMBER OF YEARS EXPERIENCE ON BOARD AS REPORTED BY BO.ARD MEMBERS 

Years Experience on Board~ 

0-3 

4-6 

7-9 

10-12 

13 and over 

Total 

Number of Board Members 
Reportingg 

73 

54 

45 

23 

22 

217 



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 12th 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 

des:ired. 

TABLE VII 

HIGHEST LEVEL OF EDUCATION ATTAINED BY REPORTING BJARD MEMBERS 

Educational Attainment: 

l-8 

Elementary graduate 

9-12 

High School graduate 

College, 1-4 

College degree 

Did not report 

Total 

The Board Member's School 

Number Reporting~ 

3 

27 

33 

67 

44 

36 

7 

217 

How large were the schools represented by the reporting board 

members? To answer this question the respondent was asked to give the 

number of teachers and school enrollment of the school he represented. 

The school enrollment of the schools represented by the reporting 
\ 

board members is presented in Table VIII. More schools in the 100-199 

enrollment group were represented than in any other group. The median 



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 

were predominantly from smaller schools. 

TABLE VIII 

SCHOOL ENROLLMENT OF SCHOOLS REPRES.ENTED BY THE REPORTING 
BOARD MEMBERS 

Enrollment: Number of Schools: 

99 and under 23 

100-199 65 

200-299 35 

.300-399 25 

400-499 20 

500-599 10 

600-699 3 

700-799 4 

800-899 5 

900-999 3 

1000-4999 18 

5000 and over 6 

Total ·217' 

The number of teachers employed .by the schools represented by the 
......... 

reporting board members is presented in Table IXo · The largest number 

of schools representedwere:,ini1the 7;.;.10 :~eacher, gr9up. The median 

school was in the ll-15 teacher group. The mean of the number of teachers 



of the schools represented by the report:ing board members was 23e7• 

The ct"ata in :T~ble · 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 

Nwnber of Teachersi Number Reporting~ 

1-6 13 

7-10 74 

11-15 48 

16-20 28 

21-25 7 

26-30 5 

31-35 10 

. 36-40 4 

41-45 7 

46-50 4 

51 and over 15 

Not reporting 2 

Total 217 
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The size of the schools reported in the study and presented in Tables 

VIII arid IX may jndicate the reason for mention of certain factors in the 

study that a.re unique in schools of this sizeo For example, one board 

member reported he voted against a candidate because he could not t each 

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 viewpoint reveals that 88 of the 
I 

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. 



TABLE X 

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

Administrative aspects 
Experience 
Education and general qualification 
Character, habits, and morals 
Civic, community, school, and patron attitudes 
Personality 
Appearance 
Presentation of application 
Religion 
Discipline 
Public relations 
Marital status or factors involving family 
Recommendations and references 
Job attitudes 
Age 
Leadership, school and community 
Teacher aspects 
Curriculum 
Speech 
Board attit.udes 
Pressure and politics 
Building or school plant aspects 
Personal friend 
Native of community 
Salary 
Total 

Statements in Area: 

88 
70 
69 
68 
65 
53 
39 
38 
36 
23 
21 
21 
19 
17 
13 
11 
10 
7 
7 
1 
4 
4 
3 
2 
l 

09b 
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Experience factors were mentioned by 70 board memberse This would 

indicate the importance of a proper background of experience for a person 

preparing for a superintendencye 

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., 

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

by 65 board memberse 
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Personality, appearance, presentation of application, religion, dis­

cipline, public relations, marital status or factors involving family, 

recommendations and references, job attitudes, age, leadership in school 

and community., teacher aspects., curriculum, speech, board attitudes, 

pressure and politics, building or school plant aspects, personal friend, 

n~tive of community, and salary are the remaining areas within which 

factors were mentioned in order of frequency of mentiono Factors in the i, &reas were mentioned from a range of 88 statements for administrative 

l!lspects to one statement for salaryo 

Summation of the statements made in the area of administrative as­

pects and each of the other areas is given under the dlvision entitled 

IIIPattern for a Successful ,Applicant to a Superintendency811 on page 53 0 

The areas mentioned the greatest number of times are surnm.ariz,ed for 

the pattern in order of frequency mentioned111 

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 moreo The questionnaire allowed for free response and a board member 

should have mentioned only factors that were 11·critical"' in his selection 

of a superintendento Apparently, more than one factor can be termed 

!tcritical"1 for a bo8l'd member to decide to vote for or against a candidate. 

The hturning pointtt for the respondent was apparently the result of a 

combination of factorso 

The board members with the number of ncriticalill factors given as 

influencing them to vote for an applicant are presented in Table XI. 

This table contains information that indicates that most board members 



vote for an applicant because of more than one "critical~ fact;9;r. On 

the average the applicant of 1956-57 could expect three tt;critical.tt 

fa:ctors to influence his success in securing a position as a super= 

intendent. 

TABLE XI 

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

Number of Fa:ctors 
Reported& 

1 
i 
.3 
»,, 
5 
€, 
7 
Total 

Board Members 
Reportingg 

Total Cumulative 
Factorsi; 

35 
9(1) 

138 
]8(0· 

JJ.30 
10~ 
n 

b9b. 

The i5 areas within which the number of statements made by board 
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members as influencing them to vote against an applicant are identified 

in Table XIIo Two hundred ninety-six statements were given as factors 

by board members as influencing them to vote against an applicant. 



TABLE XII 

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

Area: Statements in Area: 

Presentation of application 46 
Character, habits, and morals 28 
Administrative aspects 25 
Civic, community, school, and patrons attitudes 24 
Experience 21 
Salary 21 
Appear ance 15 
Age 13 
Job attit ude 11 
Boar d a.tti t ude 10 
Education and general qualification 10 
Discipli ne 9 
Religion 9 
Personality 8 
Pressure and politicing 8 

· Recommendations and references 8 
M.ari·tal status or factors involving family 6 
Speech . 6 
Leadershi p:, school and community 4 
Building or school plant aspects 3 
Cur r i.culum 3 
,Public relations 3 
Teacher aspects 3 
Nati ve of community 2 
Personal friend 0 
Total 296 

Fort y- s ix of 296 statements or 46 of 217 board members mentioned 

present at ion of appli cation as being 11 critical 11 in influenc'ing them to 

,o 

vot e against an applicanto This is by far t he most frequently mentioned 

factor. Character, habits, and morals ranked second, being mentioned 

28 t imese Factors concerned with the presentation of an application have 

not been r eport ed in any of the studies reviewed, but t he imp9rtance 

attached to the presentation of an application is obvious when it is 

ment,i oned by 46 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 fre,quently mentioned 

area of factors influencing a vote for an applicant, i~ 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 24 respondents ranking fourth in frequency of mention in Table 

XV. 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 

£or 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 position. 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 community. 

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 in-

fluencing a board member to vote for an applicante 

The source of the 296 "critical" factors given by board members 

as influencing them to vote against an appliGant are presented in Table 

XIII.. An average of lo36 statements per respondent were madeo The 

data in Table XIII would indicate that on the average only>one or two 

11critica1uu factors were responsible for failure of an applicant in 

securing a position as superintendent. 

TABLE XIII 

SOURCE OF 296 iHCRITICAV8 FACTORS GIVEN BY 217 REPORTING BJARD 
MEMBERS WHO VOTED AGAINST AN APPLICANT 

Number of Factors 
Reportedg 

0 
l 
2 
3 
4 
5 

Board Members 
Reportin.gg 

30 
106 
61 
15 

2 
3 

217 

Total Cumulative; 
Factorsi 

0 
106 
122 4, 

8 
15 

296 

Only 296 statements were made as factors influencing board members 

to vote against an applicant while the same 217 board members mentioned 

696 factors as influencing them to vote for an applicanto Apparently 

board members will report more iicri tica111 factors for successful candi-

dates than for unsuccessful candidatese 
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~ttern for a Successful Applicant to a Superintendency. 

In Tables X and XII board members' statements of 11criticalll: factors 

are grouped into common areas .. Those statements relating to the admin­

istrative qualifications of the applicants are grouped under the cate­

gory "Administration;" these statements relating to the in-service ex­

perience of the applicants are grouped under the category 11Experience;u 

and similarly for each succeeding group of statements pertaining to a 

common areao 

The data collected reveal that the board members 1 statements of 

"critical!! factors fall into the same categories whether favorable or 

unfavorable to the applicantso However, a statement favorable to an 

applicant in any category was usually the opposite of a statement 

which was unfavorable to an applicanto 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 

stated9 the incidence of these behaviors and characteristics, both 

with respect to number and prominence, cause members of boards of 

education to accept or reject applicants for the position of super­

intendent in their school districts. 

For the purposes of the study, a summation of the 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 a.re presented for contrasto The number of favorable 

and unfavorable statements in.each area is reported. The language 

used in the summary is that of the responding board memberso 



Administrative aspects. Eighty=eight responses for successful 

applicants fell into this area. The successful applicant was able to· 

organize a· good teaching staff o • 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 to keep his spending within the finances available and yet do 
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a good job. He had the knowledge and ability to be· a good administrator 

and operated a well balanced, progressive 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 staffo He had poor judgment, did not keep good re­

cords, and had a poor set of rules and regulations for all to follow. 

He couldn't get along with people or provide leadership. In general, 

he did not have ability of an administratoro 

]ESPerience. Characteristics and behavioral patterns reported for 

successful candidates in this area totaled 70. The successful applicant 

had a record of several years successful experience as a teacher, prin­

cipal$ or superintendent. In many instances this successful experience 

had been in the school to which he was elected superintendent. 

A total of 21 responses of factors was made for unsuccessful appli­

cants in this area. The unsuccessful applicant lacked experience in 

school management. He had changed jobs often and had a poor past record 

as superintendent. He had not accomplished much in his previous posttion. 

Education and general qualification. Characteristics and behaviors 

·in this area were mentioned 69 times for successful ~pplicants. The 

successful candidate had th~ required educational background with a good 

transcripto He had good common sense or "practical intelligencett wit,h 
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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 general qualifications. He showed lack of proper education, culture., 

and general background. 

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

app~icants were made in this area-. The successful candidate was a person 

of good character,·had good personal habits, and was a good moral person 

being honest in ali matters • 
. , 

Twenty-eight responses for unsuccessful applicants were made in 

this 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. 

Civic1 colllil1Ullity, 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 community. He was interested in the community. The success-

... ful. t?sadi ••e "Was 1.nterested 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 students am 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_oooperation 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 unsuccessful applicants. The unsuccessful candidate did not meet 

the general qualifications. He showed lack of proper education, culture, 

and general backgroundo 

Character2 habits, and morals. Sixty-eight responses for successful 

app~icants were made in this area,. The successful candidate was a person 

of good character 9 · had good personal habits , and was a good moral person 

being honest in all matters. 

Twenty=eight responses for unsuccessful applicants were ma.de in 

this area. The unsuccessful applicant had a poor character with poor 

moral habits. He was dishonest.9 lazy, had a- bad temper, used t obacco , fre-

quently used alcohol , vulgar with his language, too friendly with t he : 

women3 and was undependable. 

Civi c ~ comrnunityJ school9 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 c ommunities in which he had worked and was able to adjust 
; - . . 

and fit int o the community. He was interes~ed in the community. The success 

ful candidate was interested and willing to work in the best interests of 

the schooL He wa-s willing to shoulder more than his share of responsi-

. bi lities and was interested in all activities of the school. He was 

interested in the s t udents of the school. He placed their interests 

above all else. He had the ability to work with students arx:l. command 

their respect and, .:liking. He was a good influence in molding the lives of 

his student s. He had a good attitude toward people and was able to obtain 

the -goodwill amt eooperation of the people in his community. 

-~. 



Twenty ... four responses were identified in this area for unsuccessful 

candidateso The unsuccessful candidate either dabbled too much in civic 

affairs to the neglect of his school or · avoided completely taking any - . . 

part · in ci vie affairs o -He was not interested in the community and did 

not want to live in ito He wanted to change the customs of the community 

rather than adapt himself to the customs o This candidate did not show 

enough interest in the schoolo He spoke disparagingly of the past school 

adlnin~strat;on., was unwilling to accept previous school ·policies, and 

was not interested in the school's financial standmg. He had poor attitude 

toward school, in genera.lo 

. Per..sonali ty'. Fifty ... three responses concerning personality of 

successful candidates were made. The successful candidate was modest, 

not too eager to brag or boasto He was considerate of others and al-

ways courteous o He was a gentleman in every respect with a good sense of . . 

humor and a pleasant personality •. 

Eight r~sponses concerning the personality of unsuccessful candi­

dates were madeo The unsuccessful candidate had a poor personalityo 

He had an inferiority complex and a backward dispositiono 

. Appearance. Thirty-nine responses for successful applicants were 

made in this areao The successful candidate had a good personal appearanceo 

He was neat, clean, and modestly dressed. 

Fifteen responses £or unsuccessful applicants were made in this area. 

The unsuccessful applicant had a poor personal appearanceo He was 

slovenly dressed and extremely untidr in appearanceo In one case he 

was partially deaf" and in another had poor heal th. 

Presentation of applieationo .T)lirty..;eight responses for successful 

candidates we;-e made in this area. The suceessful candidate pis.de a good 
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presentation for himself o ~e macle a straight forward., honest approach to 

the board of education in presenting himself. · He could sta:te his plans., 

policies., and convictions firmly and convincingly. He was eager and will­

ing to apply himself to i'naking. a ~uccess. He showed confidence in himself 
" .... . = . 

and_ his principles.o 

Forty-six responses were made for the unsuccessful candidate in this 

areao The unsuccessful ca~didate literally talked h:l.w3elf out of a job 

in many cases. He was boastful., overbearing 3 and conceited. If he did not 

make one or all of the foregoing mistakes he was just the opposite and 

appeared to lack confidence, was nervous., and seemed to shut out some of 

his paste 

Religiono Thirty-six responses were made for the successful appli­

. cant in this area. The su?cessful applicant was a Christ.ian., active in 

church work., and of the Protestant faitho He was interested in the 

spiritual welfare of the community. 

The unsuccessful candidate had nine responses made concerning him' in 

' 
this area. He was not a Christian and did not attend church. If he 

belonged to a church, it was one whi.ch would not be accepted in the 

communityo I_n one case the unsuccessful applicant left the il'llpression 

he intended to teach one certain religious faith in school. . . 
Discipline. Twenty-three responses as factors for voting for an 

applicant were made in the area of discipline. The successful candidate 

was a gQod disciplinarian. He was capable of handling children and 

obtaining their full cooperation. He was firm yet congenial. 

Nine responses were made for unsuccessful applicants in 'this area., 

The u,isuccessful candidate was not capable of. commanding the respect of 

the students. For various reasons he was unable to handle discipline 1n· 



the school. 

Public relations. Twenty-one responses concerning the successful 

applicant fell into this areao The successful applicant had the ability 

to maintain good public relations. He had the ability to meet and mix 

with the people. 

Three responses were made in this area concerning unsuccessful 

candidates. The unsuccessful candidate had poor public reJations. 

Marital status or factors involving family. Twenty-one responses 

relative to the successful candidates were made in this area. The 

successful candidate was married and had childreno He had a family 

with children in school. His family was active in church. In the smaller 

schools, he had a wife who was capable and qualified to 'teach. 

Six statements for unsuccessful candidates were made in this area. 

The unsuccessful candidate was single. He had poor marital status. 

His wife or family interfered with his worko 

Recommendations and references. In this area 19 responses were made 

concerning successful applicantse He had good recommendations and references 

from former board manbers 1 the state department of education, and others. 

In this area eight statements concerning unsuccessful applicants were .. .. ' 

made. He had poor recommendations and references. 

Job attitudes. Seventeen responses for the successful applicant were 

made in this area. He was very sincere. He had a sincere desire to have 

the job. He was conscientious about his work and happy in it. He worked 

hard at doing a good job. 

Eleven responses concerning the unsuccessful appli9ant fell in this 

area. He was not sincere in wanting the job. He had other business interests. 

He had moved because of integration. He thought of the job as a place 



to retire. In one instance the teacherage was not large enough for his 

family. 

Ageo Thirteen responses concerning age were made for successful 

applicants. Hif! age met the requirements of the board members. He 

was middle-aged or younger. 

The same number of responses, 13, was ma.de for unsuccessful appli­

cants. The unsuccessful applicant was too old most of the time and in 

only three cases was he too young. 

Leadership2 school and community. Eleven responses for successful 

candidates were mentioned 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 a,ttempted to do 0 

Four responses for unsuccessful candidates in this area were madeo 

He lacked leadership ability. 
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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 a particular 

field. 

Three responses for unsuccessful candidates were mai e in this area. 

The unsuccessful candidate neglected his classes and was absent from them 

most of the t:ime. 

Curriculum. Seven responses for successful applicants fell into 

this category. Th~ successful applicant had a knowledge of and was de­

sirous of improving the curriculum. He showed an interest in a well 

balanced and well planned c urriculwn. 

Three responses for llll.successful 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. 

Speec~. " Seven responses for successful applicants fell into this 

' areae The candidate had a good voice and was an excellent speaker. He 

was a good conversationalist. 

Six responses were made in this area by board members voting against 

a candidate. The candidate could not express himself publicly. He 

carri ed on a poor conversationo 

Board atti tudes. Seven responses concerning successful candidat es 

fel l int o t his cat egory. The successful candidate was i nterest ed in and 

concerned about findi.~g out the present pol icies and expectat ions of 

t he board of educati ono He was will ing to work with t he board of educa= 

t ion and back their decisions even though his ideas might conflict with 

t heirs at timeso 

Ten r esponses concerning quali ties and behavior of unsuccessful 

candidates fel l int o this classificatione The unsuccessful candidate 

criticized hi s past board memberso He had the idea that school board 

members were not supposed to know much about running the school, but 

were t o turn it over to the superintendent . 

Pressure and pol iticso Four responses concerning successful applirm 

cants fel l int o t his area. He administered his dut ies according to the 

di ct at es of his consci ence and did not let pressure groups or politics 

influence hime 

Ei ght responses for unsuccessful applicants fell into this category. 

The unsuccessful candidate did too much "politiking 11 e He used dubious mea 

to infl uence board members)) such as membership in clubs~ personal friends., 

or political pul l from different sources. 

12,uilding or school plant aspectso Four responses were classified 
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in thi.s category for successful applicants. The candidate was interested 

in and had good ideas for improving our buildings and school plant. He 

kept and maintained a good school plant • 

. Three responses were classified in this area for unsuccessful applicant 

The 1msucc~ssful applicant had a poor or run do}m school plant. 

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

date because the candidate was a personal friend. 

successful candidate because he was a native of the community. 

Two board members stated they voted against a candidate because he was 

a nati ve of the community and lmown ·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 

ar ea of salary. The unsucc essful applicant was-more interested in salary 

t han t he school. He asked for a salary that the budget could not afford 

and whi ch was . i nconsist.ent , with · the size of the ; schoolo 

Sunnnary 

Six hundred fifty-two board members were potential respondents to the 
.. . -

study. Aft er three mailings of th~ 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 situational information 
. - . 

concerning the respondent was requested and is reported for further defi-.. .. .. ~""" - . ~ . 

nition of the population respondi~ to the study. This information may 
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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 46.4 years. The 

median age fell in the 40~49 years of age ra...~ge with 97 of the 217 report-

ing board members being in this category. 

Two hundred fifteen of the reporting boar d 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 3 had 

two chi ldren in school. 

The average years experience on the board of education of . reporting 

board members was 5.3years with 144 of the 217 reporting' board 

members reporting four years or more experience. 

The average educational attainment of reporting board members was 

that of senior in: high school. The median educational attainment was 

graduation from high school • 
. 4 

Most of the board members .)) 168 in all ,11 represented schools with an 

enrollment of less than 500 with the largest group 3 65j represented .in 
' ' 

t he 100=199 school enrollment group. 

One hundred sixty- three of the 217 reporting board members served 

in schools that hired 20 or fewer teachers. The largest group, 74., 

,represented the 7~10 te.kher school. 

Fac tors associated with the selection of a superintende~t as in­

dicated by board members voting for and against applicants are summarized 

under 25 headings., Each heading represents an area of factors identified 
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by the grouping of faqto!i:'s according to common themes. The number of 

factors which fall into each area _ is reportecfo A stuey of the source of 

the factors reveals that an average of approximately three faGtors per 
' -· . - . ,. . 

board member was reported for successful candidates with 696 total 

fac t ors being reported. Ari average of 1.36 factors per board member with 

a total of 296 stateme~ts for lUls~c.ce~sful candidates was reported. 

~erson.al _characteristics and behavioral patterns reported by board 

members voting for arid against an applicant have been summarized far 

contrast under the 25 areas developed for the study. Contrast reveals 

~~a t-s almost wit~out exception.I) per_sonal characteristics and behavioral 

patterns of tU1successful applicants are exact opposites of those reported :} 

for -successful applicants. 



CHAPTER V 

SUMMARY., CONCLUSIONS., AND RECOMMENDATIONS 

SUMMARY 

This study attempted to identify ttcritica1u, factors associated 

with the selection of a superintendent in certain Oklahoma IPUblic 

s,chools as reported by employing board members. 

An instrument 'was designed to collect the original information 

used in the studyo 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 llcritical" factors. The t1critica1 11: factors were 

characteristics or behaviors of an applicant that caused a ''turning 

pointil in the board members attitude toward the applicant and a sub­

sequent vote for or against., 

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 

year9 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 
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of the data presen~ed in the study. 

To further define the population of the study, selected personal and 

situational information was requested.and is reported. This information . . . . ~ 

was .. u~t:1d in. interpreting the data in relation to characteristics of the 

respondents. 

Two hundred thirteen men and four women responded to the question-
... ,, .... , '" , - .. ' " 

na;re. Thei~ average ~ge was 46.4 years. The_median age fell in the 
'!· j ~· ~ " 

40-49 years of age range wi~h 97 of the 217 reporting board members falling 
. ... .... -

in this category. Two hundred fifteen of the reporting board members 

W:~~e···mai:-ried and .. two were widows. One hundred seventy-two of the 217 

re~orting ~oard menib~rs had one or more children in school. Seventy• 

five had two children in school. On.e hundred forty-four of the report-
........•.. , ... 

ing ·board members reported four or more years experience as a board 
',•,,.,, ............ ,,. .· " ., .. -

member. The average experience was 5.3 years. The average educational 

attainment was that. of· senior in high school. The median educational 
... , ..... , . ..: " ........ . 

at~ainment was graduation from high school. Most of the board members, 
":·:···--·· 

168 in all, represented schools with an enrollment of less than 500 with 
........ , ............ ·,... .. . . .. ,. ... .... . .. . . ' . 

the largest gl;'wp., 65., represented in the 100-199 school enrollment 
•J•,,• .. ...... u .• . . .. 

~~up. One hundred sixty-three of the 217 reporting board members 

served in schools that hired 20 or fewer teachers. The largest group., 74., 

represented the 7•10 teacher school. 

Factors associated with the selection of a superintendent as indi-

.~~~e~ ~!_ ~?ard members V?ting for or against an applicant were identified 

and reported in 25 areas. Areas were actually generalizations l,ihiCh 
. - ... ... .. . . " ~ .. ... - . ,. 

C ' 

!RP.e.~~~ -~he lll?st .!:~?~icable r,or org~izing and reporting the material in 

the study. Six hundred ninety-six factors were reported by board members 
• , •• oY • ~· ••• ,. •• ,., •• -· "'" ' • • 

as influencing them to vote for applicants. Only 296 factors were given 
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as reasons for voting against a candidate. 

A summation of characteristics and behaviors pertaining to successful 

candidates f'or a superintendency as reported by respondents in the study 
.. , ........ ,. • ' • • • • • ··~ ' ', •··; ... >:• • , •• ... .. • 

revea1. they were almost -exact oppos_i~es ~- of ·those reported for the un-
.,. • '•.·.,· •••••• "'' •• ·, •• , .,. ' , •• ,. • ..... .... ,,, -~::::-- -- ...... , ••• h • • ...... . 

successful candidates. Using the tenninology of the reporting board 

members, a summation of characteristics and behaviors influential in the 

success of ·applicants in securing a superintendency as indicated in 

Chapter V are reported as follows: 

Organizes a good teaching staff 

Able to supervise his teaching staff and command their respect and 
admiration 

Has a broad lmow:ledge 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 Ufriction 11 

Has a record df .several years successful exp'erience as··a· teacher, 
principal; or superintendent usually in the school to which he was 
elected superintendent 

... 

Has the required educational background with a good transcript 

Has good· co:mmo:rCserise or "practical intelligence" with outstanding 
abilities and qualifications in general 

Has good character, good personal habits., a·nd good morals being 
honest in all matters 

Works and cooperates with civic organizations 

Well liked by the communities in which he has worked 

Able to adjust and fit into the community 

Interested in the community 

Interested and willing to work in the best interests of the school 

Willing to shoulder more than his share of responsibilities 

Interested in all activities 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 work with students and command their respect and 
liking. 

A good influence in molding the lives of his students 

Has a good attitude toward people 

Able t9 obtain the good will and cooperation o.f the people in his 
comntunity 

Modest, not too eager to brag or boast 

Considerate of others arrl always courteous 

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

Has a good personal appearance 

Ne~t, clean, and modestly dressed . ' ... 

Makes a good presentation for himself 

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

Can state his plans, policies, and convictions firmly and convincingly 
.. ' . 

Eager and willing to apply himself to making a success 

Shows confidence in himself and his principles 

A Christian active in a Protestant church 

Interested in spiritual welfare of community 

A good disciplinarian 

Capable of handling children and obtaining their full cooperation 

Firm yet congenial 

Maintains good public relations 

Has the ability to meet and mix with people 

Married and has children 

Has a family wi~h 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 

Has 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 decisions 
even though his ideas might conflict with theirs at times 

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

Interested in and has good ideas for improving ou:r buildings and 
s,chool plant 

A personal friend 

Was not primarily interested in salary 

The foregoing summation was developed by combining and summarizing 

statements of board members which essentially reported the same thing. 

Tbis summation is further reinforced by statements of characteristics 

and behaviors of unsuccessful applicants which are almost exact oppositeso 
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filertain 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 

~uestionnaire is even more difficult to interpret and report by the re­

searcher o. 

Another biasing influence of the study was the period of time 

elapsed between the election of a superintendent and the responses given 

to the questionnaires. Superintendents are ordinarily elected before 

July first of each school year and assume office on July first. The 

questionnaires were mailed aifter·the·superintendent-elect had served 

five or six months. Board members may have all.owed personal contact 

with their superintendent during this time to influence their responses • 

.. Conclusions 

If the data in this study can be considered representative of 

Oklahoina. public schools., the evidence provided in the study warrants 

the conclusion that personal characteristi~a 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 

Oklahoma. Further, 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 

e.ause him to vete against an applicant. In most cases., more than one 

factor can be termed 11critieal• for a board member to decide to vote 

for or against a candidate for the superintendency. A further conclu­

sion is that characteristics and behavior of applicants for a superin­

tendency., which are considered critical by board members, are not 



significantly different from those reported by other researchers and 

authorities. 

Recommendations 

This study has suggested further investigation into various as­

pects of related research concerning the public school superintendent. 

These include: 
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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 may exist between characteristics 

of the reporting board member and his school and factors reported by 

him as influencing his selection of a superintendent 

These three reconunendations are indicative of the complexity af 

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 memqers 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 
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of School of Education faculty members at Oklahoma 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'f.illing t:he accompanying information 
sheet will certainly, be appreciated. Careful consideration in filling 
in each i.tem will lend to the value of the study. No individual 
will be identified or quoted. It is believed that the study will 
ina:ke a, r ea.,l contribii£ion tc, the improvement. of the school boards 
functio~.1:1.~~;~~~;n~.i~~ ~~out~ve officer. 

With··appreoia.ti-cm for your prompt attention to this matter., I 
am 

Cordially yours., 

Lo 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 ------------~-~ 
4. 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. 

1. 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 
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characteristic on the part of the successful applicant 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 commentso 



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 unsuccessful applicant that in­

fluenced you to vote against himo 

Please use all the space necessary or desired in making your comments. 

II. 
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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. 

ADMINISTRATIVE ASPECTS 

A. Faculty: 

Ability to get along with the teaching staff was outstanding.-9 

C~uld 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 ability to get along with others, including the 
ability to supervise both teach,r and student. 

Organize a good teaching staffo 

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

Could command the respect and admiration of his fellow teachers. 

Bo Finance; 

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 school was in debt and I preferred him by his references he 
furnished. 



Re~ommended very highly by the clerk of school board where he 
served as superintendentj as exceptionally good on school 
financing. (sic) 

Business acumen .. 

Able to handle finances and operate within his budget. 

Kept good records of all business pertaining to school work. 

Helped impro,re other schools within the state by setting an 
example of what ca~ be done even with financial limitations. 

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

Know'J.edge was good in business. (!Sic) 

Financdal responsibility-, .. 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 schoolo 

I was in a position to observe his knowledge of school finances. 
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Had previously proved himself in the handling of school financial 
business., 

A successful business manager in t,he schoolo 

c. General statements concerning aclministratiom 

The ability to be an administratore=1 

Ability to operate the schoolo=2 

Possessed a broad knowledge of school administrationo=2 

Gave us an outline of his teaching policieso 

Only interest is administrationo 

Philosophy on administration was goode 

The knowledge he expressed on all phases of school administration 



Keeps a good set of rules and regulations for all to follow. 

The··ability to organize. 

Demonstrated ability as an administrator and business man. 

Knew school administration 

Well understood the administrative work of running a school. 

Able to run a progressive school without any friction. 

The executive ability that he demonstrates continuouslyo 

Capable of handling school problems. 

E.ffioient in maintaining a good school. 

Ability to properly delegate authority. 

Ran the school and did not listen to petty or minor gripes. 

Makes his own decisions. 

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 business 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 smoothlyo 

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

Ideas of running a school were sound. 



EXPERIENCE 

The record of his past experience was very good.-7 

Previous experience in operating a schoolo=6 

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 alrighto 

Past experience and administrative ability were sufficient. 

Super:intendent for twelve years in his previous school. 

Recommendation of past experience was good. 

A highly successful record as a teachero 

Several years of past experience. 

After an eleven year tenurej we couldn~t find one person that was not 
a strong supporter of him. 

An experienced mano 

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 schoolso 

Had been in the school system he was leaving for seventeen years. 

Previous record of being superintendent twelve years at his first 
school and six years at his secondG 

Had been our high school principalG 
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Experience as a teacher, principal, and superintendent. 

Formerly been principal of our school under a very good superintendent 
with whom he cooperated very well. 

Had taught in our grades for four yearso 

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 
school. 

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 
sehool 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. 



Taught and was coach in our school for several years. 

Had serV"ed as a teacher in the school for six yearso 

I was in a position to observe his school worko 

Past record as a superintendent was goodo 

Taught in our school for six years .. 

Several years of teaching experience. 

Record of success as a teacher and administratoro 

Served successfully as our pri.ncipal for two years. 

Personal experience was good. 

The good record he had made in the school system he was leaving .. 

At the time he was elected superintendentj he was our principal~ 

This man had been in his previous school for thirteen years. 

EDUCATION AND GENERAL QUALIFICATIONS 

A.. Educatiom 

Education was suf'ficient for the position.-2 

The degree of education this person has is found to show that he 
should be qualified for the posit,ion so far as an education is 
c:oncerned. .. 

Education was suf'ficiento 

Had the education required for a superintendente=3 

Qualified for the position as far as education was concerned~·=~! 

Well educat,ed. 

Educational qualifications are high .. 

Academic background was goodo 

Record of knowledge was goodo 

Scholastic record was goodo 

Transcript of college was goodo 
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Had necessary degrees. 

Gave his viewpoints on education in general. 

Degree was sufficiento 

Had acqui~ed the proper educational background. 

B. Common Senseg 

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 good sense of value. 

Had a good business head on him. 

Had the ability and "horse sense" to cooperate and solve school 
problems .. 

Had good sound judgment. 

82 

Showed mental alertness» which includes insight on community affairs, 
as well as formal schooling9 or it may be expressed as UPractical 
Intelligence n • 

c. Generalg 

Quali.fied.=20 

Outstanding as a boy growing up. 

Teaching qualifications were up t,o st,andard for this position. 

Professional. 

Some outstanding qualifications. 

Qualified in all phases of school administration. 

Good qualifications.=4 

A good all-round man. 

I think he is a good man for the job. 

Met the qualifications specified by the board of education. 
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A very capable man as to qualifications. 

Had all necessary qualifications for 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 

A. Charaoterg 

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. 

B. Habits:: 

Good habits.-3 

Conduct was good. 

Did not smoke .. 

Prompt. 

Very kind. 

c. 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~ 



Moral qualifications were goodo 

A good moral man 

Moral standards and that of his family were good., 

A good moral reputation. 

High ideals. 

D. Honesty: 

Honest .... 14 

Treats each pupil as he would want to be treatedo 

.Answered all questions without evasion. 

Truthfule 

Honest in money matterso 

Treats the other man as he would want to be treatedo 

Can bet.rusted. 

A straight forward man. 

Considerate of all the people and treats all alike. 

CIVIC, COMMUNITY, SCHOOL~ STUDENT, AND PATRON ATTITUDE 

Ao Civic& 

Int,erested in all community improvemento 

A good social worker in his community • 

.An a10tive member of the boy scout committeeo 

Willing to work and cooperate with civic organizations. 

Believed in working with any organization that promoted a better 
underst,anding and filled a needed place in community affairs .. 

B. Community~ 

Take part in county affairs. 

Active in community affairs.=2 



Well liked in the communityo-2 

Tried to stay clear of community disagreements. 

Well liked where he came from. 

Able to cooperate with the communit,y. 

Wants to be a part of the community and works at ito 

Ability to adjust himself t,o conditions and fit into community. 

Has good st,anding in the community. 

Ability to work out community problems with the full cooperation 
of the pa.t,rons. 

Liked by everyone. 

The whole town was behind him. 

The people where he was working liked him. 

Worked well in the community. 

Conununity interests. 

Ability to get along with the community. 

Active in community affairs. 
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Interest, of community at heart. 

c. Schooli 

Good over all attitude toward better schoolso 

Looked ahead to the future of· the school as well as the present. 

Interested in the school. 

Genuine interest in the school system. 

Temperate in all phases of school work. 

Main interest was the school and community. 

Willing to accept more than his share of responsibilities in i.C'1sgard 
to problems that arise in school. 

Very interested in the school problems and activities. 

Wil11ng to vvork for the betterment of the schoolo 



Jnteresrted in all activities connected with the school. 

:b. Students& 

Ability to get along with the pupils.-2 

Can command the respect of the students. 

Helpful to all children. 

Abil:i.ty to under'stand boys and girls.~ and deep interest in them. 

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

Abilit,y to get along with the pupils.-3 

Good influen.ce 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 wello 

Had good attitudes towards child.reno 

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

E. Patronsg 

Good at working with people and helping work out their problems. 

Ability to get along with patrons. 

Ability to work with people of all ages. 

Ability, eagerness9 and desire to cooperate with all people in town. 



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 communityo 

Good attitude toward all people in general. 

An unusual ability to obtain the good will of the people of the 
commun.ity-. 

PERSONALITY 

A. Humblej considerate, courteous& 

Manner was courteous.-2 
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.. Had consideration for me and my work and ~ade appointment for lat.er 
discussion.., 

I was influenced more by the impression of the successful applicantus 
unassuming personality. During his interview he expressed confidenee 
in his ability to adequately meet the requirements of the position 
without creating the impression of egotism, arrogance or superiorit.y, 

A regular fellow. 

Had the quality of accepting defeato 

Isnrrt overbearing and has a smile for everyoneo 

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

Did.nut think he knew i.t 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 humilityo 

Treats the other fellow as he would want to be treatedo 

Can give as well as takeo 

B. General& 

A very nice personality.=34 



A 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 
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The appearance of being an all around good leader for the community. 

Good looking. 

A good forceful appearance. 

Appearance gave one the impression that he was dedicated to his work. 

Well dressed. 

Well polished. 

Appearance was sufficient for the position. 

Modestly dressed. 

Presented an appearance of efficiency. 

0PRE~ENTATION OF APPLICATION 

A. Confidenceg 

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 
principleia~ 



B. Willingness to worki 

Very alert.-2 

Eager to make good.-2 

Willing to work.-2 

A very aggressive type person. 

Applies himself to making a success. 

Seemed to be very ambitious. 

Progressive. 

WiUing to work to achieve his goal. 

Full of ~igor and vitality. 

Energetic. 

Al:ways trying to improve the school from every standpoint. 

c. Generali 

Presented himself well.-2 
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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 himselfo 

Had a better way of selling or putting over his programo 

Showed apparent willingness to hear what you had to say.9 then give 
a frank, plain, to-the=pOint answer. 

Spoke as one having experience. 

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

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

Very def:L~ite in his opinion of what would be necessary in order 
to have a good school system. 

Positive thinking in regard to what a good school system should have 
for the future. 
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Could discuss sch9ol problems with an air of authorityj or that of one 
who knew what he was talking abouto 

During the period of; time in the interview used in asking questions, 
he would answer very promptly and strictly to the point anything 
asked concerning his duties as superint.endento 

Could state his plans and policies firmly and convincinglyo 

Didnnt have too much to say in his own behalf but when questioned 
he gave direct answers and didnit try to straddle the issue as too 
many applicants do. 

Knew what he was doing. 

Seemed to know what was expected of a superintendento 

Had a mind of his avmo 

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 chur\Gh worker .. 

Tolerant of religious viewso. 

Attends church regularlyo 

Family are all church members. 

A man with Christian idealso 

A good church leader. 

Demonstrates a Christian spirit. 

Had religious standingo 

Worked well with the church • 

.An active church member; also taught as. S. Class., 

He and his family were church-going people. 
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Had Christian charactero 

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 student,s.=3 

S1ohoo:1 was orderly and well disc,iplinedo-2 

Good wit,h t,h.e pupilso 

Capable o:t: obt.,aining the full cooperation of studentso 

Firm with pupils 9 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. 

Abil:it,y to maintain discipline among the students. 

Know how and when to discipline children. 

Capable of handling children. 

Ability t,o enforce discipline. 

A very good disciplinarian.-5 

Believed in st,rict discipline which our school needso 

Philosophy on discipline was goodo 

Convinced me that he could say yes or no and stay with ito. 

PUBLIC RELATIONS 

1'he ability to maintain good public relations.=? 

A good mixer in the community.~2 

The ability to meet people.=2 



Friendly.~2 

Could meet people. 

Positive attitude in public relations. 

Knew how to deal with peopleo 

Always has a smile for everyone. 

Ability to get along with people i.~ school and out of school. 

Coul.d serve the school and also please the patronso 

F:ri.endly and a good mixero 

Seemed to be able to meet st.rangers easily. 

MARITAL STATUS OR FACTORS INVOLVING FAMILY 

A. Marital Status& 

Marriedo""2 

Had a wife and three childreno 

A family man .. 

Has a 111fi£e and family. 

Is a married man with childreno 

B. Factors involving family~ 

Had ~hild.ren in schoolo=2 

Had a nicie familyo 

Had reared a fine familyo 

A family man with six children at home. 

Wife was capable and qualified to teach. 

Family fit well into the community. 

Had a good home lifeo 

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 directing and accompanying vocal music. 

Family fits into church work well. 

He and his family were church-going peopleo 

Family are all church members. 

RECOMMENDATIONS AND REFERENCES 

A. Recommendationss 

Recommendations were very gooci.-4 

Highly recommended by the State Department.-4 

Recommendations from former board members.-2 

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

Highly recommended by his past superintendent. 

Had the qualifications the State Board requires for a superintendent. 

Had association and rating with the different State agencies per­
taining to educationo 

Very highly recommended by superintendents who were a success and 
were in contact with himo 

B. Re.tere.ncesi 

Had good references.-4 

JOB ATTITUDES 

A. Sinceri tyg 

Very si.ncere.-5 

Showed sincerity in school work.-2 

Showed apparent sincerityo 



I was plowing almost! mile from the road. He walked through 
plowed ground and apparently was very sincere about the job. 

A sincere desire to have the job. 

B. General~ 

Very conscientious 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 

A, You.nga 

A young man.-4 

Young, ambitious and ready to get the job done. 

B. Middle ageg 

A middle aged mano-7 

c. Generalg 

Age met my requirements.-2 

LEADERSHIP~ SCHOOL AND COMMUNITY 

A leader in his fieldo-4 
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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 teacherso 

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

A man t.hat would be outstanding in any community. 
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Ability to accomplish what he set out to do. 

Seemed qualified for the leadership the position called for. 

A good leader in school activities. 

TEACHER ASPECTS 

A good teacher.-2 

The man hired has a teaching field necessary for a superintendent 
iri 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.. 

Outstanding ability as a coach. 

CURRICULUM 

Knowledge of high school curriculum. 

Always shown a major interest in a well balanced and well planned 
school program.. 

Interested in all departments of the school. 

Worked well with the 4-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 speaker .. 

Ability to carry on a good conversation 



When he talked to us we enjoyed being with him. 

Speech was good. 

An excellent speaker. 

A good voice. 

Tone of voice was good. 

.OOARD 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 al~rays had the confidence of the boardo 

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 politicso 

Stayed out of politics. 

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

I felt that he would administer his duties according to what he felt 
was right or wrong and would not let pressure groups within the PTA 
influence him. 

BUILDING 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'o 

PERSONAL FRIEND 

I knew him personallyo 

I knew him personally for many yearso 

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

NATIVE OF COMMUNITY 

A native of this community. · 

A home town boy and needed a job, 

SALARY 

Salarywasn"t main interest. 



FACTORS ASSOCIATED WITH THE SE1.EOTION 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 once. 

PRESENTATION OF APPLICATION 

Talked too much.-5 

Seemed to lack self confidence.-, 

Was very nervous.-3 

Seem~d 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 job.-2 

Willing to do most anything to get the position. 

Talked too much making his abiliti.es 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 once were suspicious. 

Seemed too eager for the job. 

Too much ego. 

This man was big I and little You. 

Tried too hard to sell himselfo 

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 telling of his achievements. 

Overconfident~, 
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Talked too 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 achievements9 many of which were irrelevant, with 
their presentation occupying the greater part of the afternoon. 

Didn't seem sure of him.self. 

A poor mixer. 

Not at ease with people. 

CouldnVt look at me and talk. 

Would not speak for himself, but depended on a friend to recomme...~d 
him.. 

Kept telling, 19how he told someone off." 

The applicant, came to see me and when he was ready to leave his 
car wouldnnt start. I found out from the conversation that followed 
that he had been having the same t~ouble 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.-4 

Dishonest .... :, 

Undesirable habits.-2 

Too l.azy. =2 

Dishones·t 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. 
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Admi:tted the frequent use of alcohol. 

Very nasty about his language0 

Held company with the wrong kind of peopleo 

Would not pay his bills. 

Not; dependable$ 

ADMINISTRATIVE ASPECTS 

Couldn't cooperate with the other teachers.~3 

Inability as an administrator.=2 

Couldn't get along with peopl.e.-2 

Did.nit .know how to approach a problem. 

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

Spoke more of his ability as a baseball player than an administrat,ore 

Inability to delegate authority. 

Failed to keep harmony prevailing in the school faculty. 

Did not seem cooperative. 

Let other ·teachers boss and tell him where to head ino 

Lacked decisiveness in dealing with his teacherse 

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

Wasn't able to voice hi.s opinions on the responsibilities of a sc;hool 
superintendent .. 

A poor set of rules and :regulations for all to follow. 

Didnnt have the ability to organize and administer. 

Poor judgment. 

Poor ideas on leadership .. 

Hired an extra teacher with school moneyo 

One track mind .. 
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Did not keep a good se-t of records,, 

Wanted to be cooperative but showed no stability to take a position3 

CIVICj) COMMUNITYj) SCHOOL AND STUDENT ATTITUDE 

Dabbled in outside affairs too much to suit me. 

More interested in Civic organizations than he was in school duties 
and activities. 

Didlu.'t believe in taking part in community affairse He stated 
that he avoided completely taking part in civic affairsJ that 
painting was his hobby and all of his time away from school was 
devoted to this hobby. 

B. Comnnmityi 

D:id not want to live in the conunun.i.ty.-3 

Lacked community interest.-3 

Spoke some very disparging remarks about his home town ministero 

Had never lived in this community before. 

Wanted to change the community from the customs they had inst,ea.d 
of adjusting himself to their customs. 

Lack of interest in the patrons. 

At,titude toward the community. 

Did not show enough interest in school,i,-3 

Was not, w:Llling to accept previous school policies. 

Ran down 'the school's past administration. 

Was :not enough interested in ou:r. financial standingb 

Had gone back to teaching from some other job in industryo 

Poor attitude toward school. 

D. Student Attitude~ 

Chose 11Teachers pets. 11 , 



EXPERIENCE 

Lacked experience in school management.=5 

Changed jobs too often.=3 

Past record as superintendent was poor.=2 

The lack of experience in larger schoolso-2 

Seerned to move around every yearo 

Served as superintendent only one year in his past positiono 

No experieno1a in admini1Strati ve work. 

Un.successful experience o 

Experienced in city work and our school was rural. I was afraid 
he wouldn 1·t fit in with our community. 

Had.nut accomplished much in the school he was leaving. 

Years of experience. 

Had been in a bad school fighto 

SALARY 

Was more interested in salary than school.=9 

Wanted too much moneyo=5 

P:rimari.ly interested in paya 

Financial r·equirements inconsistent, with the size of the school .. 

102 

Applied for this job starting ou·t by telling me that we were.nut, 
paying nearly as much as we could pay. That he would like to have 
the job but we would have to pay him much more than our present mau get:so 

Asked a salary that our budget would not allawo 

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. 
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APPEARANCE 

A poor personal appearanceo=7 

Sloppy.=2 

Slovenly dressed. 

Extremely untidy in appearance. 

Not neat and well groomed. 

Personal appearance was not what I expected in a school superintendento 

Deaf'., 

Poor health. 

AGE 

Too oldo-9 

Too yovng.-3 

Did not fit my age requirementso 

JOB ATTITUDES 

Had other business interests.=3 

Moved from previous job because he was not willing to accept intreg:ir,?.,t,iono= 

· Well qualified9 but didn u 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 retirement9 who 
came to us well recommendedo He was leaving his school because a 
near by government installation had made necessary its enlargement .. 
He made the remark that he did not want to do T,ntJ work it invo.Lved. 

Was looking forward to retirement and social security. 

Indicated he would not be without a job if not chosen, which 
indicated to me that he really wasnut too interested in the job. 

The teacherage wasn1 t large enough for his family. 



104 

BOARD ATTITUDE 

Left the idea that school board members werennt 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 memberso 

Very firm in his opinions regardless of circumstances. 

Intended to have the entire say on all s$hool matters. 

Felt like the board should leave all decisions to him. 

Wanted too much authorityo 

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 didnVt apply for a job for her9 but made 
the statement that if he were hired he would work her in the system 
somewhere. 

EDUCATION AND GENERAL QUALIFICATION 

Didn't meet the qualifications.-4 

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 disciplineo 

'Gave me the opinion or impression of running a disorganized and poorly 
disciplined school, and this is exactly what we found upon vi.sitatio,n. 
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Did not get proper respect from high school studentso 

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

Lacked the ability to enforce discipline in schoolo 

Inability to consider the good of the student now and in the future 
to the best of bis ability regardless of outside pressureo 

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

Too wrapped up in his own child to take full responsibilities of ot,her 
children. 

RELIGION 

Wasnut a Ch:ristiano-3 

Did. not attend church. 

Was a member of a Roman Catholic Churcho 

Had church prejudices. 

Was of a Jewish Religiono 

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

Religi.ous belief which would not be accepted in the community. 

PERSONALITY 

A poor personality.-, 

An tnf eriori ty complex. 

A backw"ard dispositiono 

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

PRESSURE AND POLITIKING 

Di,d too much politiking.-2 

Used hi.s friends as pressureo 
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Used dubious means to influence me$ such as their memberships and 
activi.ties in clubs., etc .. 

Seemed to dwell on influential people he lmew .. 

Tried to pressure me through mutual acquaintances to consider him for 
t,he 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 t,o impress me by political pull he had and the fact that he 
was on a state boardo I got the impression that he might be so busy 
with his politics that he wouldnut have time to run the schoolo 

RECOMMENDATIONS AND REFERENCES 

References were pooro-3 

Stories didn 1 t seem to check with his references. 

People in his home town did not know him well. 

Produced poor references from former sohoolso 

Didnnt produce any past recommendations from his past employees. 

Ha.d poor recommendations. 

MARITAL STATUS OR FACTORS INVOLVING FAMILY 

Single., 

Poor marital status. 

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

Family didn 1t 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. 



SPEECH 

Inability to express himself publicly.-3 

Couldn 1 t meet the public. 

Difficult for him to speak before a group. 

Carried on a poor conversation. 

LEADERSHIP~ SCHOOL AND COMMUNITY 

Lacked salesrr.a.nship. 

Was not a leader. 

Was too easily satisfied. 

Reserve attitude was not acceptable as a group leader. 

BUILDING OR SCHOOL PLANT ASPECTS 

Had a poor school planto-2 

Let his school run down until it was in bad conditiono 

CURRICULUM 

Too much athletics in school. 

Too little athletics in school. 

A grievance toward some departments. 

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. 
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NATIVE OF COMMUNITY 

A ,01ocal man." 

KnO'Wn. too well. I wanted a man that wasn't known with some new ideas. 

PERSONAL FRIEND 

None were mentioned in this category. 

,, 
~· 
' 
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