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VALIDATING A BEHAVIORAL PROFILE FOR

EFFECTIVE EDUCATIONAL LEADERSHIP

CHAPTER 1

Introduction

The challenge of leading organizations of any type in
a complex and rapidly changing world requires new levels of
effectiveness for leaders. Understanding tbose challenges
and assisting today's organizational leaders is a topic of
great interest to many researchers. Identifying and develop-
ing leaders adequate for the future tasks of the organization
is a critical responsibility of those charged with organiza-
tional survival and growth in the 1980's and beyond.

Leadership styles appropriate for the past may be in-
adequate for today's changing environment.1 The effects of
rapid social changes are uniquely experienced by leaders of
educational organizations. Declining enrollments, decreasing
levels of public funds allocated to education, and disillu-

sionment over the outcomes of public education are some visible

1Michael Maccoby, The Leader: A New Face for American

Management, (New York: Simon and Schuster, 1981), p. 14.




signals that radical changes are occurring. Complex changes
in public laws mandating levels of service for special con-
stituencies spark conflict over what services must be reduced
to meet these new demands. All of these factors and more

are shaping the future of educational institutions. The iden-
tification of persons with the potential to assume leadership
roles, during these times when public educatior is under at-
tack, is critical to the survival of public educational sys-
tems.

The need to explore substantial issues concerning edu-
cational leadership was recognized by Leslie Fisher, State
Superintendent of Public Instruction in Oklahoma. He created
the Commission for Future Educational Leadership in January,
1980. The membership included a representative group of lead-
ers selected from among Oklahoma's institutions of higher
education, public schools, the Oklahoma School Board Associa~
tion, and the state-wide Parent-Teacher Associations.

The goal of the Ccmwrission was ". . . to help adminis-
trators increase their dimensions of impact and leadership
competencies for changing and improving our state and local
community's future."2

Among specific goals of the Commission, training pro-

grams prior to certification were selected as the highest

2Oklahoma Commission for Future Educational Leadership,
"Philosophy: To Discover New Horizons in Oklahoma School
Administration,” Oklahoma State Department of Education, 1980,
p. 1. (Mimeographed.)
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priority area for study, and an Internship Committee was form-
ed to evaluate educational leadership.3 This study was under-
taken as a response tn the need expressed by the Commission
to validate the skills and competencies identified by the

Internship Committee as essential for effective administrators.

Background Information

The trends in studies of leadership reported by Morphet,
Johns, and Reller suggest studies conducted before 1945 were
ﬁrimarily devoted to identifying personal traits of leaders.
A prominent theoretical assumption was that people were either
leaders or followers, and those traits possessed by leaders
were absent in followers. ''Leaders are born, not made'" was
the prevailing belief of the time. The misconception was
that leadership as an acquired characteristic could anot be
developed in a person.4

This myth was largely dispelled by Stogdill in 1948.
He conducted a survey of 124 studies and summarized his find-
ings on the relationship of personality traits to leadership.
He concluded that '"The qualities, characteristics, and skills

required in a leader are determined to a large extent by the

3Ibid.

4Edgar L. Morphet, Roe L. Johns, and Theodore L. Reller,
Educational Organization and Administration: Concepts, Prac-
tices and Issues, (Englewood Cliffs, New Jersey: Prentice-
Hall, 1974), pp. 128-160.
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demands of the situation in which he is to function as a leoad-
er."5
Meyers conducted a similar feview in 1954, analyzing
some 200 studies carried out during the preceeding 50 years.
His conclusions about the relationship of personality traits
to leadership were comparable to those of Stogdill. He ob-
served "that the personal characteristics of leaders differ
according to the situation. ULeaders tend to remain leaders
only in situations where the activity is similar. No single
characteristic is the possession of all 1eaders."6
McGregor observed that leadership research since the
1930's had changed in that researchers had begun studying
the behavior as well as the personal characteristics of lead-
ers. He was in agreement with other researchers in that '"a-
mong the characteristics essential for leadership are skills
and attitudes which can be acquired or modified extensively
through 1earning."7 An important contribution to the litera-

ture of educational administration was Halpin's model, first

published in 1957. It described four components of leadership

5R. M. Stogdill, '"Personal Factors Associated with
Leadership: A Survey of the Literature,'" Journal of Pscyhology,
XXV (January, 1948), 35-71, cited by Paul B. Jacobson, James D.
Logsdon, and Robert R. Weigman, The Principalship: New Per-
spectives (Englewood Cliffs, New Jersey: Prentice-Hall, 1973),
p. 132.

6Morphet, Johns, and Keller, Educational Organization
ar:i Administration, pp. 139-140.

7'Douglas McGregor, The Human Side of Enterprise, (New
York: McGraw-Hill Book Company, 1960), p. 180.




activity: "(1) the task, (2) the formal organization, (3) the
work groups, and (4) the leader.“s Argyris, reviewing the
leader in a work group situation, indicated that "If the group
is effective, it will primarily be the respounsibility of the
leader."9
Wilson's 1980 study was conducted to identify factors
discriminating between superintendents who were successful

10 He described the characteristics

and others who were not.
for a "good leader'" based on his study of sixteen successful
superintendents in Ohio. For example, '"self-confidence' and
demonstration of "human relations skills" were related to
successful educational leaders.

Snell's study dealing with the personality traits of
superintendents indicated that, "Success was measured on the
basis of one objective criterion, salary; amd on the basis
of subjective opinion ratings awarded each superintendent
by his School Board president, one of his high school princi-

pals, and one of his elementary school principals."11 The

8Andrew W. Halpin, "A Paradigm for the Study of Adminis-
trative Research in Education,” Administratiwve Behavior in
Education, p. 161. Edited by Campbell and Gregg. (New York:
Harper and Rowe, 1957.)

9Chris Argyris, Intervention Theory and Method: A
Behavioral Science View, (Reading, Massachusetts: Addison-
Wesley Publishing Company, 197G), p.-62.

10Robert E. Wilson, "The Anatomy of Success in the Super-
intendency,"” Phi Delita Kappan, (September, 1280) pp. 20-21.

11Lynn Everett Snell, Personality Traits Contributing to
the Success of Arkansas Superintendents, Ed.D. dissertation.
University of Arkansas, 1971. (Ann Arbor: University Micro-
films International, 1981.)




findings were in agreement with those previously reported
in that skill in all phases of human relations, as well as
intelligence and good personal adjustment were critical to
the success of the superintendent.

The literature reviewed indicated that research re-
garding successful superintendents is limited in geographical
scope and is still largely trait oriented. No studies were
found which addressed the specific research problem of com-
paring the skills and competencies expected of administrators
to actual skills and competencies demonstrated by incumbent
superintendents rated as successful.

' The most recent comprehensive study describing compe-
tencies regarded as critical for practicing administrators
in Oklahoma was conducted by Parker and Seaberg in 1979.12
The purpose of their research was to identify a specific set
of educational experiences that would be relevant to students
of administration as a core part of their pre-service training
program.

The conclusions of the Parker and Seaberg study pro-
vided the foundation for further research by the Internship
Committee of the Oklahoma Commission for Future Educational
Leadership. The Internship Committee deﬁeloped a detailed
plan entitled '"Direct Experience for the ImproVement of Edu-

cational Leadership, Internship Study Report." The study

12John_H. Seaberg and Jack F. Parker, '"Program Prepara-~
tion Priorities for Educational Administration,'" UCEA Review,
(1979): pp. 31-36.
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consisted of a total of thirty~-two structured interviews that
were conducted to answer the question: During the nexi twenty
years, what functions must the Oklahoma school administrator
be capable of performing as an effective educational leader?
The sample included one superintendent from each of the
Oklahoma Associ;tion of School Administrators (OASA) districts.
Selection was based on a Commission sub-committee's assesment
of the superintendents' "known comnmitment to improving admin-
istration.”

The responses from the structured interviews were com-
pared to the Parker and Seaberg study. The findings in both
studies could be divided into three broad areas: working with.
people, financial management, and understanding power struc-
tures. These findings were restructured into objectives in
three major categories: technical skills and competencies,
human skills and competencies, and conceptual skills and com-
petencies.13

While the results of this report could form the basis
of a pre-service leadership development program, the Intern-
ship.Committee recommended to the Commission that further
steps be taken to validate the profile of the administrator.

The results of the Internship Study Report indicated a high

degree of consensus among incumbent educational leaders in

13Internship Study Report, '"Direct Experience for the
Improvement of Educational Leadership," prepared by Gladys B.
Dronberger, (1981): pp. 52-55. (mimeographed.)



Oklahoma regarding the skills and competencies expected for
successful administrators. However, unless these character-
istics could be demonstrated to be a part of the behavioral
profile of effective educational leaders, questions regarding
the validity of the expected skills and competencies would
remain unanswered.

The literature of educational administration does not
yield generalizable competencies considered to be applicable
to all educational leaders. Indeed,- the emphasis in the most
recent literature is on the situational nature of leadership.
This study was undertaken as an effort to determine whether
or not it is possible to validate a particular set of compe-
tency based criteria with the observed behavior of practicing

administrators who were identified as successful.

Statement of the Problem

This study was designed to investigate the degree to
which skills and competencies expected to characterize suc-
cessful educational leaders compared to the skills and com-
petencies obserbed in incumbent educational leaders nominated
as successful. The questions to which the research was di-
rected were:

1. How does the composite behavioral profilé observed
for successful educational administrators c&mpare to the com-

posite behavioral profile observed for a random control group?



2. How does the composite behavioral profile observed
for successful administrators compare to the composite behoav-
ioral profile expected as defined by the Oklahoma Commission
for Future Educational Leadership?

3. How does the composite behavioral profile observed
of the sample of successful Oklahoma administrators compare
to the composite behavioral profile observed for the sample
of national administrators?

4. How do the behavioral profiles observed for all

administrators compare to one another?

Definition of Terms

For the purposes of this study the following operational
definition of terms were used:

1. "Behavioral profile' was defined as a descriptive
statement of those characteristics which may be expected to
be observed on the basis of their probable relationship to
either the primary motivational traits of the individual (be-
havioral profile obserﬁed) or the underlying traits required
for performance of a specific function (behavioral profile
expected.)

2. '"Behavioral profile observed' referred to the de-
scriptive statement of characteristics obtained from the com-
pletion of the data gathering instrument by members of the

sample of successful educational leaders.



3. "Behavioral profile expected" referred to the de-
scriptive statement of characteristics derived from the list-
ing of human, technical and conceptual skills and competencies
designated as important for successful school administrators.
The results of the thirty-two structured interviews conducted
with members c¢f the Oklahoma Commission for Future Educational

Leadership were contained in the Commission's Internship Study

Report.

4. '"Demographic characteristics of successful educa-
tional Jleaders'" referred to selected personal, professional
and district information obtained from respondents with the
Personal Data Sheet. These characteristics were presented
as a "composite demographic profile" of the respondents.

5. '"Successful educational leaders" referred to those
persons selected for the research sample based upon peer nomi-
nations. For members of the national sample selections were
made from a nominated panel of 100 administrators published

in the Executive Educator. For members of the Oklahoma sample,

the criterion was appointment to the Oklahoma Commission for
Future Educational Leadership.

6. '"Composite'" referred to those respective combina-
tions of either demographic charactéristics, behavioral pro-
file observed, or behavioral profile expected. Procedures
for the combination of data in each case were explained as
each term was introduced. Composite scores were used to per-

form the statistical comparisons necessary to evaluate the
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research questions. All raw data for each catcgory were in-

cluded in the appendices to the study.

Investigative Procedure

This study investigated one dimension of leadership
effectiveness by comparing expected and observed character-
istics of leaders. It was designed to provide some insight
into the correspondence between stated expectations and ob-
served characteristics.

A sample of fifty-eight school administrators was
selected for an in-depth analysis of motivational character-
istics and behavioral styles. It included twenty nominees
from Oklahoma and thirty-eight persons selected from a na-
tional sample. The national sample was selected from the
February, 1980, Executive Educator article, entitled "Top

One Hundred Administrators,”14 in which peer nominations were

used as the criterion.

The criteria for selecting the thirty-eight members
of the national sample were the degrge to which they repre-
sented the various geographical regions of the United States,
the type of district (rural, urban, suburban), and the size
of the district based upon average daily attendance.

The criterion for selecting the twenty members of the

14"Top One Hundred Administrators,' American School
Board Journal, {September, 1979), p. 41.
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Oklahoma sample was nomination to the Oklahom2a Conmission

for Future Educational Leadership. Each member had been pre-
viously selected to be representative of all areas of the
state, various size of school districts, and rural, urban,
and suburban communities.

Data-gathering instruments were mailed to each of the
fifty-eight persons in the sample. A cover letter of expla-
nation from the Executive Director of the Commission and pre-
paid return envelopes were included to encourage a quick re-
sponse. A personal data sheet requested information regard-
irg both the administrator and the district. The data-
gathering instrument used was the "Appraisal of Perscnal
Potential" developed by Ken Neils.15

Based on a unique scoring system developed and vali-
dated by Neils, raw scores from the Kuder Personal Preference
Inventory and the Kuder Vocational Preference Inventory are
combined into a total construct of the individual's personal-
ity. Individual results describe the '"Primary Motivational
Traits" of the person based upon the 15 primary motivational
traits identified from the scores on the two Kuder Inventories.
These traits are then statistically interacted on a probability
basis and expressed upon a comprehensive grid of the behav-

ioral requirements of the vocational world. Each behavioral

15Kenneth G. Neils is Chairman of the Board of Potentials
Development, Inc., a Montana based consulting organization.
Neils has devoted twenty-five years to research and develop-
ment of the Appraisal of Personal Potential.



characteristic in the profile is rated on a 1 to 5 scale vary-
ing in strength of motivation and/or expression for that in-
dividual.

The behavioral description or vocational code derived
from the Appraisal is built upon the Dictionary of Occupational
Titles (D.O.T.) system of classification and coding of job
requirements into the major categories ot Interest, Tempera-
ment, Data, People, and Things. The specific operational
definition of each trait subheading within these categories
has been comprehensively defined by the D.O.T.16

In addition to the i1ndividual results obtained from
the sample, the "Job Analysis and Coding System," also devel-
oped by Neils, was used. This system utilizes behavioral
definitions identical to those of the Appraisal of Personal
Potential. The required functions of a specific role are
analyzed for the underlying worker traits necessary to per-
form the function. The results of the analysis are expressed
as a "job" code utilizing the D.0.T. factors of Interest,
Temperament, Data, People, and Things.

The 1list of skills and competencies developed in the

Internship Study Report were converted into a behavioral pro-

file expected utilizing the Job Analysis ana Coding System.
This listing converted the skills and competencies identified

into a rank-order listing of characteristics.

16Dictionary of Occupational Titles 4, Superintendent
of Documents, (Washington, D.C.: U.S. Government Printing
Office, 1977): pp 1369-1371.
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Statistical Design

Recults from both the Appraisal of Personal Potential
and the Job Analysis and Coding System were each transformed
into a composite weighted index by Neils. Comparisons between
the index value from the Job Analysis and Coding System (rep-
resenting the requirements of the role) and the index value
from the Appraisal of Personal Potential (representing che
potential of the person) could then be made. This transfor-
mation of the raw data into a composite score permitted the
use of inferential and descriptive statistical techniques
to evaluate obtained results.

Results were analyzed relative to the following hy-
potheses:

le There will be no significant difference between
the composite behavioral profile observed for the
sample of successful administrators (BPpp) when
compared to the criterion of the composite be-
havioral profile expected (BPg), and the composite
behavioral profile observed for the control group

(BPgp) when compared to the criterion of the
composite behavioral profile expected (BPE).

HO: BPOA = BPOC
HZ: There will be no significant differences between

the composite behavioral profile observed for the
sample of successful administrators (BPpa) when
compared to the criterion of the composite be-
havioral profile expected (BPg).

H.: BPO

o* = BP

A E

H3: There will be no significant difference between
the composite behavioral profile observed for the
sample of successful Oklahoma administrators (BPOAl)
when compared to the criterion of the composite



behavioral profile expected (EPg), and the composite
behavioral profile observed for the sample of suc-
cessful national administrators (BPppo) when com-
pared with the criterion of the composite behavioral
profile expected (BPg).

H.: BP

o? BPpay = BP

OA2

H4: There will be no significant difference among the
behavioral profiles observed for the sample of
successful administrators (BPpaji) when compared
to the criterion of the composite behavioral pro-
file expected (BPR).
HO: BPOA(i) = BPOA(i) = . . . = BPOA(n)

Data analysis techniques were selected to test the
observed differences between means of the samples. One-tailed
t-tests were used with adjustments for unequal sample sizes
and distribution with dissimilar standard deviation for Hl’
HZ’ and H3. A one-way analysis of variance was used for H4
with adjustments for unequal cell sizes. Tests of statistical
significance were established at p 5_.05. The practical signi-

ficance of the observed results was explored in detail.

Significance of the Study

Demonstrating a high degree of correspondence between
the composite behavioral profile obser&ed and the composite
behavioral profile expected will provide an additional level
of validity for the profile of effective educational leader-
ship developed by the Internship Study Report. This profile
can then serve as the foundation upon which both selection

of potential educational leaders and the design of training
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experiences to enhance their skills can be based.

Organization of the Study

The introduction, background information, statement
of the problem, definition of terms, investigative procedure,
hypotheses to be tested, significance of the study, and or-
ganization of the study have been presented in Chapter I.
Chapter II contains the selected review of literature and
Chapter III presents the methodology. The analysis and inter-
pretations of data are presented in Chapter IV. The summary,
findings, implications, and conclusions are contained in

Chapter V.



CHAPTER II
REVIEW OF SELECTED LITERATURE

Introduction

The purpose of this chapter was two-fold. First, se-
lected portions of relevant theory, research and practice
which appear in the professional literature on administrator
preparation were introduced. Second, reference to the litera-
ture reviewed fundamental concepts relevant to the theory
underlying this study.

The chapter was organized around three major areas
of research for the purposes of presentation:

1. Administrator Preparation: This section consisted
primarily of findings and recommendations of many national
associations or multi state commissions that conducted large
scale, long term research studies concerned with improvement
of educational administrator programs. Also included were
references to individual works which dealt exclusiﬁely with
administrator preparation.

2. Internship Programs: With Emphasis on Current

University Programs and Oklahoma's Proposed Program: This

17



13

section included an overview of general characteristics of
Internship programs common in a number of state universities.
Concepts regarding educational advantages as well as problems
concerning internships were reviewed. The information deal-
ing with current intern programs was gained through a survey
made by the Oklahoma Commission for Future Educational Leader-
ship, Internship Committee.

3. Leadership Characteristics of School Administrators:
Reviewed under this sub-title were selected findings of past
studies regarding general characteristics of successful lead-
ers and effective school administrators.

A computer-based search of Education Research Informa-
tion Center (ERIC) and Current Index to Journal in education
(CIJE) was conducted on the subjects of leadership skills
and competencies for school administrators, internship pro-
grams currently in use in selected universities, and general
characteristics of successful school administrators, especially
those of superintendents.

The literature search indicated that the study of
leadership qualities and the process designed for the develop-
ment of leadership skills has provided theories applicable
to public educators as well as leaders in other fields. Allied
with leadership studies were commentaries concerning broad
changes in contemporary society, the impact of those changes
on social institutions, and the.need for the preparation of

leaders to meet new challenges.
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One contemporary cducational theorist, Karl Weick,
expressed a view of education as a "loosely coupled'" system
and indicated that school districts have long been mismanaged.
His view was that school administrators must recognize the
unique nature of the system and that they are the '"glue'" which
holds the system together. How well the administrator is
able to accomplish goals, said Weick, depends on . the "elo-
quence of the educational administrator."1

Prewitt, in an analysis of the growth of the human
resources management field expressed a belief that managers
today can no longer rely on "maintenance techniques and pro-
cedureé" of the past. Her thesis was that current and future
management must be '"dynamic, well informed, planned, coordi-
nated and proactive" and that those efforts are the key to
the survival of social institutions. Human resources manage-
ment, said Prewitt, should be '"based on a more refined under-
standing not only of individual and group behavior and needs
in the workplace but of the organizational variables which
shape, direct and sustain (or extinguish) that behavior."2

Leaders of different types of organizations have
recognized the need for fundamental change in their method
of operating. The recent interest of American managers in

"the Japanese style of management" is a response to an ill

1Karl E. Weick, "Administering Education in Loosely
Coupled Schools," Phi Delta Kappan, June 1982, p. 676.

2Lena B. Prewitt, "The Emerging ¥Field of Human Resources
Management," Persounncl Administrator, My 1982, pp. 81-87.
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defined but acutely-felt organizational and personal dissatis-
faction. Ouchi noted that neither additional money nor more
investment in research would solve the problem but that "It
will only be remedied when we learn how to manage people in
such a way that they can work together more effectively."3
Gordon Lippitt has researched and written extensively
on the process of organization renewal or controlling an or-
ganization's adaptation and growth in a changing environment.
Lippitt wrote of the new challenges facing organizations and
their leaders . . . managing effectively with limited resources.
Observing that all resources have been permanently reduced
in availability, and that those resources available are more
costly, he described the current period as one in which or-
ganizations are required to move toward an improvement in
quality of life. He noted that '"leaders of all institutions
are coping with this transition more slowly than it is oc-
curring. They are still managing with the values, organiza-
tional structures and leadership styles that characterized
the industrial growth era."%
The practical demands for greater effectiveness in

educational administration have led to a variety of programs.

Among the most recent was the Oklahoma Commission for Future

3William_Ouchi, Theory 2: How American Business Can
Meet the Japanese Challenge (Reading, Mass.: Addison-Wesley
Publishing Co., 1981), p. 5.

4Gordon L. Lippitt, "Managing Effectively With Limited
Resources.”" BNAC Communicator 2 (Spring 1982): p. 2.
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Educational Leadership created in 1980. Among the goals enu-
merated by Leslie Fisher in chartering the Commission was
to affect the professional status of the future superinten-
dent. Fisher noted:

In route to achijieving the best educational system

in the United States the Commission will impact

the professional stutus of the superintendent with

the aim that superintendents will become more highly

qualified and more effective leaders with a keener

awareness of the issues we face in our society.5

A major portion of the Commission's task during its

early months was to establish a consensus frame of reference

for the characteristics of the effective superintendent. The

Commission's publication Internship Study Report described

the extensive field research conducted by the Commission staff
during the summer, 1980.6 Cecil Yarborough, Executive Direc-
tor of the Commission, requested additional research which
would validate the profile of the effective educational ad-
ministrator by examining the characteristics of successful
incumbent school administrators.

This study was based upon data gathered during the
Commission's March, 1981, evaluation of both Oklahoma and
national educational administrators. It went beyond the scope

of the Commission's interest, however, in that it specifically

5Leslie Fisher, 'Statement of Philosophy,'" Oklahoma
Commission on Future Educational Leadership.' State Department
of Education, 1980.

6Internship Study Report, "Direct Experience for the
Improvement of Educational Leadership," prepared by G. Dronberger,
(1981): pp. 44-45. (mimeographed.)



addressed the empirical validation of the description of the
ideal superintendent. The Commission's work in general has
been guided by a careful review of current theory and research.
However, this chapter will develop a broader historical frame-

work within which these outcomes can be evaluated.

Administrator Preparation

There was a significant shift in both theory and prac-
tice in preparation of educational administrators in the post
World War II era. Prior to 1950, most administrator prepa£a-
tion education focused on a "how to" approach to performing
the necessary functions of a joh. The 1950's began an era
of attention focused on theory based upon the social science
disciplines. Training programs for administrators were re-
modeled based upon newly developed theories. In addition,

a major movement among educators involved a number of pro-
fessional associations to study the problem of administrator
preparation.

A major force in both funding and directing these ef-
forts was thevW. K. Kellogg Foundation. The Foundation's

1960 report, Toward Improved School Administration: A Decade

Of Professional Effort to Heighten Administrative Understanding

and Skills, 7 reviewed efforts during the period 1950-1960, to

7w. K. Kellogg Foundation, "Toward Improved School
Administration,'" (Battls Creek, Michigan, 1961.) p. 7.
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better train and equip school administrators. The major par-
ticipating organizaticns funded by the Kellogg Foundation
included:

1. University Council Tor Educational Administration
started in 1959. The University Council for Educational Ad-
ministration received substantial grants to improve the qual-
ity of administrator preparation programs. Membership in
UCEA is composed of major universities in the United States
and Canada. The University of Oklahoma, Oklahoma State Uni-
versity and Tulsa University are members. Alsc affiliated
with UCEA are selected school districts that participate in
a UniQersity—School District Partnership Program.

In the past twenty-three years since it was founded,
UCEA has made significant contributions to administrator pre-
paration which involve the following.

a. Broadening content of preparation programs
for educational administrators.

b. Extending use of more effective methods of
inquiry in educational administration.

¢. Shifting educational administration from an
anecdotal crientation to a more scientific one, leading to
generalizations about organization and leadership.

d. Developing new instructional materials for
administrator programs.

e. Helping foster exchanges in research and in

program development between professors and administrative



leaders in the United States and their counterparts in other
countries.

f. Continuing efforts toward standards of excel~
lence in research and in preparaticn programs for administra-
tive personnel in educational administration.8

2. American Asscciation of Schocl Administrators whose
Association's Planning Committee recommended that they begin
"studies and programs looking toward further professionalism
of the superintendency through improved training programs,
refined standards of selection by boards of education, and
fuller and wider participation in the activities of the pro-
fessioh."9

3. National Conference of Professors of Educational
Administration which became a permanent association following
the 1947 AASA convention. Their 1949 meeting was held with
the aid of Kellogg funds and has remained active in studies
and programs in improving preparation for educational adminis-
trators.

4. The Council of Chief State School Officials, com-
posed of state level educational officials, was subsidized
by Kellogg funds to hold a national conference. The outgrowth

was a series of conferences which emphasized state departments

8An Overview, The University Council for Educational
Administration, 29 W. Woodruff Avenue, Columbus, Ohio, p. 1.
(a phamplet)

9Kellogg Foundation, "Toward Improved School Administra-
tion," pp. 10-11.
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of education as important in the preparation and support of
their states' administrators.

A major direction developed through the efforts of
the Kellogg Foundation was an intense evaluation of the com-
petencies needed by administrators to function effectively.
Much of this work centered around the 'critical incidents
technique," a study of competencies which were '"job centered"
rather than person centered.lo Job function was regarded
as a group of critical tasks which must be performed in order
to achieve a particular purpose or goal. Specific beliefs,
knowledge, and skills influenced the behavior of the adminis-
trator as he performed these critical tasks. A '""competency
pattern” in educational administration was developed comprised
of eight critical task areas:

1. Instruction in curriculum development

2. Pupil Personnel

3. Community School Leadership

4, Staff Personnel

5. School Plant

6. School Transportation

7. Organization Structure

8. School Finance and Business Management

The development of the '"competency pattern' sparked

a number of research efforts. A University of Tennessee study

101pid., pp. 46-47.



identified behavioral characteristics of school administra-
tors associated with both effective and ineffective adminis-
trators.11 Individuals were evaluated upon the basis of per-
sonality structure, and job functions were reviewed in terms
of their correlation to personality constructs. A University
of Mississippi study identified common elements necsessary
for competency in each of the eight critical task areas in
the competency pattern.12 Interrelationships were defined
within the competency pattern from which statements of ef-
fective administrator behavior could be made. In neither
of these studies was a direct correspondence between observed
behavibral characteristics and job requirements possible.
During the 1950's Columbia University developed a "tri-
dimensional concept of educational administration."13 This
model focused upon the job of the administrator which required
knowledge of key content items; the person and his capacities
which included physical, intellectual, emotional and psycho-
logical characteristics; and his behavior which was determined
by his habits, skills, and reflexes. Both the job and the
individual were modified within the social setting in which
leadership occurs. The social setting influenced the behavior

of the administrator, but also helped to determine the nature

of the job.

11:pia., pp. 47-4s.

121hi4., pp. 48-40.

13ypid., pp. 49-50.



The School Community Development Study conducted by
Ohio State University focused upon the identification of fac-
tors which influenced lecadership behavior within the total
school-community setting. Nine areas were identified that
presented problems in terms of administrative behavior:

1. Setting Goals

Making Policy

Determining Roles

Appraising Effectiveness

Coordinating Functions and Structures

Working with Community Leaders

Using Community Resources

Involving People

O 0 N O O M~ W N

Communicating

Two dimensions of administrative behavior were identi-
fied in the study, "initiating structure" and '"consideration."
The first was defined as those behaviors occurring between
the superintendent and his subordinates. Elements included
the establishment of work groups, procedures, organizational
patterns and communication channels. '"Consideration'" focused
upon behavior concerned with friendship, warmth, respect,
and trust, again as these were seen between the superintendent
14

and his subordinates.

Halpin's model for analyzing leader behavior was

14Ibid., pp. 49-50.
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partially based upcn the Ohio State University study. He
investigated the relationship between the two identified
leader-behavior dimensions ("initiating structure' and '"con-
sideration'") and the two identified group goals of '"achieve-
ment'" and "maintenance.'" Halpin, in his contribution to ad-
ministrative behavior research, defined administration as
it related to the task, the organization, the work group and
the leader. Using this earlier model coupled with those con-
cepts mentioned above, he developed a new model for analyzing
leader behavior. Halpin's "paradigm" was viewed as a major
contribution in bridging the gulf between leadership theory
and tﬁe functions of educational administration. It became
evident that an effective administrator must be a group lead-
er possessing skills necessary to achieve the goals of the
formal organization while often needing to deal with the goals
of the informal organization. Halpin's model was considered
the stimulus for later research of administrator behavior
and subsequent changes in administrator preparation programs.15
Administrator education received attention from the
Kellogg Foundation which resulted in the establishment in
1950 of eight university centers. The centers, located in
various regions of the United States had as their purpose to
study the process of and develop experiments in preparation

of school administrators. The centers were to disseminate

15pndrew W. Halpin, "A Paradigm for the Study of Adminis-
trative Research in Education," Administrative Behavior in
Education, p. 161. Edited by Campbell and Greg. (New York:
Tairper and Row, 1857.;
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their ideas to professionals throughout the country.

A 1960 dissertation at Ohio State University evaluated
the eight CPEA administrator preparation centers and noted
the following trends in the university programs:

1. There was greater emphasis on recruitment and se-
lection.

2. Courses became more grounded in principles and
theory.

3. Internships had received wider and more varied use.

4, TField experiences of different kinds had become
more important.l6

Interest in internship programs as integral parts of
administrator preparation became a central interest of univer-~
sity programs during the 1960's., In 1862 the National Asso-
ciation of Secondary School Principals (NASSP) requested and
received assistance from the Fund for the Advancement of
Education for a pilot project for administrative internships.
"The project aimed to develop principals who would assume
more vigorous instructional leadership of schools and become

the agents of change."17

16Leonard Arden Brubaker, "A Study of the Preparation
Programs for Educational Administrators at the Eight CPEA
Centers.”"” (Unpublished Ph.D. dissertation, Ohio State Uni-~-
versity, 1960.) Cited in W. K. Kellogg Foundation, Toward
Improved School Administration, (Battle Creek, Michigan, 1961.)
p. 17.

17L. J. Trump and L. S. Karasik, The First 55, ED 100 028,
National Association of Secondary School Principals, (Washington,
D.C., 19G7) p. 5.
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Recommendations of the NASSP program included the fol-
lowing: .

1. A full year internship should be dpne after the
completion of most coursework.

2. Interns should be selected by & representative
committee.

3. There should be a state director of internships
to serve as a central clearinghouse for better recruitment,
selection and placement.

4, Internships should be a cooperative relationship
among universities and between school districts, universities
and thé state.

5. Interns should sign working agreements.

6. Internships should start with a general orientation
seminar.

7. There should be an emphasis on change.

The NASSP report noted: "The first 55 regard improving
instruction as their top priority job . . . Interns, like
students, learn by doing . . . The free-wheeling role of the
intern, combined with the emphasis on change, gives this in-
ternship special strength . . . n18 Trump and Karasik, report-
ing on the overall results of the program, indicatec interns
who participated increased their incomes, and the e:xperience

helped them secure jobs beyond their original expectations.

181pi4., p. 8.
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The interns contributed to improvements in the schools in
which they served, changed the curriculum in the universities
and provided the impetus for new intern programs in eight
universities.19
By the conclusion of the 1960's internships had become
a staple commodity in most advanced university administrator

preparation programs. In the following sections, major char-

acteristics of selected internship programs was examined.

Internship Programs with Emphasis on

Current University Programs

Although the concept of field based experience as a
complement to university based preparation had initial appeal,
a2 number of significant management problems have become ap-
parent. Among these are the process of candidate selection,
the problem of ensuring the quality of experience at different
sites, and designing a means of assessing measurable improve-
ment outcomes from field based experience. Culbertson stated
a rationale for internships when he wrote that '"the intuitive
familiarity of the administrator for dealing with the problems
of the school organization will be developed through experi-
ence and association with other administrators who share

experiences with him."20

191pid., p. 16.

2OJack Culbertson et al., (Eds.), Social Sciences Content

for Preparing Fducaticnal Leaders, (Columbus, Ohio: Merrill,
1973.), p. 361.
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Stout addressed this issue from an opposite perspective,
however.z1 He noted that the homogeniety among administrators
signaled a probiem regarding internal controls on recruiting
procedures and resulted in a pool of persons whose orienta-
tion is so consistent and similar that few fresh ideas have
opportunity to surface. The changing requirements of the
setiting in which the educational administrator functions sug-
gested a need for recruiting applicants from various back-
grounds and the development of a different set of selection
criteria from those currently used by universities. Stout
noted that most often selection criteria relate to tenure
in education and the consequent acceptance of dominant occupa-
tional mores, but did not seem related to such other important
areas as successful completion of a training program or suc-
cessful performance in later jobs.22

- Heller (1974) discussed administrator preparation and
the nature of leadership. He noted that frequently those
responsible for preparing others have limited practical ex-
perience in the area. He concluded that the nature of prepara-
tion programs had not changed at a pace consistent with the

requirements of the job function and that experiences often

were overly structured. He recommended that preparation

21R. T. Stout, New Approaches to Recruitment and Selec-
tion of Educational Administrators, ERIC/CEM-UCEA Series on
Administrator Preparation, (UCEA 29 West Woodruff Avenue,
Columbus, Ohio: 1973).

22

Ibid., p. 33.



programs include a definition of purpose, include administra-
‘tive internships for a year, and share supervision between
an experienced administrator and a university supervisor.23

Blake (1980) conducted a survey of administrative in-
ternships which included a review of their history. During
the 1950's internships had become a part of a limited number
of training programs for administrators and by 1958 were
consistently included in approximately 207 of administrator
training programs. His study of twenty universities showed
that most interns were selected after admittance to either
a degree program or an administrative certification program.
The program format was classified as either the internship
plan format or the competency based format.z4

Silver (1978) noted one of the key problems with the
competency based internship program was reacping agreement
on the competency selected. She stated, "Not only do we not
know which ‘'competencies' are related to administrator ef-
fectiveness (however defined), but we are unable to measure

those 'competencies' which we believe to be important."25

23M. P. Heller, Preparing Educational Leaders: New
Challenges and New Perspectives, Fastback 36, Phi Delta Kappan
Educational Foundation, (Bloomington, Indiana, 1974), p. 32.

24R. F. Blake, The Administrative Internship: Current
Trends, Paper presented at the Annual Conference of the American
Association of School Administrators, (Anaheim, California:
February, 1980), p. 36.

25?. F. Silver and D. W. Spuck, (Eds.) Preparatory Pro-
grams for Educational Administrators in the United States,
University Council for Educational Administration, (29 West
Woodruff Avenue, Columbus, Ohio: 1978), p. ?




Defining competencies and developing means of effecc-
tively measuring performance in those competencies presented
majcr difficulties for those charged with preparing adminis-
trators. Universities have continued in their efforts to
design programs to improve the quality of educational leade'-
ship. The Internship Committee in the Oklahoma Commission
for Future Educational Leadership completed a 1981 survey
of states throughout the nation to gain information about

internship programs currently in use. The details of that

study were presented in the Commission's Internship Study
Report. Major trendé consistent across these programs in-
cluded:

1. Specialized selection criteria

2. Coordination between local experience site super-
vision and university supervision

3. Concentration upon certain identified competency
areas

4, Attention to the multiple social, economic, politi-
cal and organizational factors which influence leadership
effectiveness.

5. Demonstration of competency through written, verbal
and performance measures.26

As a result of the survey, the Oklahoma Commission

de&eloped objecti&es for interns through interviews with Oklahoma

26Internship Study Report, '"Direct Experience for the

Improvement of Educational Leadership," prepared by G. Dronberger,
(1981): pp. 44-45. (mimeographed.)
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educational leaders in June, 1980. The objectives were simi-
lar to those of the Parker-Seaberg Study in which working
with people, financial management and understanding power
structures ranked high in importance.

The findings from the commission's structured inter-
views were stated as objectives by the Internship Committee.
They were presented as a list of eight areas of competencies
that were categorized as either technical, human, or concep-

tual skills.27

These will be presented in Chapter III, as
they relate to the method used in developing a job code from
the competencies.

Having reached a relative consensus on the skills and
competencies expected of effective educational administrators,
a foundation was established upon which both selection and
program design could be based. However, with shrinking budg-
etary resources available for administrator development, an
ability to improve the probable outcomes of persons selected
for administrative internships becomes a central focus for
theAfuture. Shifting from the content of the job to the
characteristics of the individual requires attention to the
theory and literature of leadership. Generally, lists of
characteristics of individuals regarded as successful have

been used to provide indicators of skill, attitude or be-

havior as screening devices with applicants. The following

271pid., pp. 52-55.
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scection describes those characteristics which previous re-

search identified as important.

Leadership Characteristics of

School Administrators

As internship programs were developed, it became nec-
essary for the designers to describe the end product of their
efforts. Characteristics desired in successful administrators
became evident as evaluation methods were developed to measure
the accomplishments of the interns. However, many of the
early efforts to describe leadership characteristics were
directed toward personal traits that were not easily measured.
More recent studies tended to describe behaviors that could
be observed and evaluated.

Mintzberg summarized ten roles that managers perform
during the full enactment of their managing position. The
roles were categorized under the three headings of Interper-
sonal, Informational and Decisional. The roles listed under
Interpersonal include that of a figurehead obliged to perform
legal or social duties; leader role responsible for motivation
and activation of subordinates; and a liaison role in which
the manager developed a network of contacts and informers.

The "Informational" category included three roles: the role
of monitor in which information is sought and received, the
disseminator role in which information is transmitted.and

the spokesman role in which manager served as the organizational



expert.. In the third category termed "Decisional," Mintzberg
listed four roles for the manuger which are as follows: the
"entrepreneur'" who initiated and supervised projects; the
"disturbance handler'" who took corrective actions as needed;
the ''resource allocator" who made or approved organizational
decisions; and the ''megotiator'" who represented the organiza-
tion at major negotiations.28

In contrast to leadership studies which focused on
the roles or activities of the individual, Hopper and Bills
(1955) was characteristic of the branch of leadership re-
search which focused upon traits. These authors argued that
all traits other than intelligence were acquired and there-
fore could be developed or modified by training. Further,
they contended that the traits were not really personality
traits, but were in fact skills and competencies.z9 Heller
(1974) identified negative behaviors correlated with loss
of position by administrators:

1. Has difficulties in getting along with others.

2. Has unacceptable looks and grooming.

3. Does not use alternative ways to solve problems.

4. Avoids making decisions.

5. Does not change with the community

28Henry Mintzberg, The Nature of Managerial Work, (New
York: Harper and Rowe, 1973), pp. 92-93.

29Robert I.. Hopper and Robert E. Bills, "What's A Good
Administrator Made Of?* The School Executive, 74 (1955),

pp. 93-95.




6. Does not delegate authority.
7. 1Is not public relations conscious.
8. 1Is lacking in proper decorum.
9. Has problems in bargaining.
10. Has no written school board policy.so

Parker and Seaberg (1979) reported on the responses
of thirty-two superintendents within their sample who selected
ten competencies as the most important for superintendents
to possess. The following ten competencies are those which
may be acquired through instruction and experieﬂce:

1. Develop an understanding of decision-making proc-
esses.

2. Develop competence in selection, development, and
evaluation of personnel.

3. Develop an understanding of the budgeting process
and financial reporting. |

4., Develop competence in public relations.

5. Develop an understanding of the legal responsibil-
ities of administrators.

6. Develop competence in dealing with groups.

7. Develop commitment to ethical administration.

8. Develop an understanding of taxes and how they
relate to educational finance.

9. Develop an understanding of administrative theory.

3OM. P. Heller, Preparing Ecucational Leaders: New

Challenges and New Perspectives, (Bloomington, Indiana:
Fastback 36, Phi Deita Kappan Educational Foundation: 1974),

pp. 22.
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10. Develop an understanding of the nature and use
of community and other sources networks.31

The Parker and Seaberg study presented a current as-
sessment of educational administrators regarding those job
functions most critical to success. The high level of per-
formance and effectiveness which would characterize an in-
dividual who demonstrated these competencieé clearly raises
the question of which type of individual is capable of such
performance, and how does one efficiently select those most
likely to fulfill this role.

Wilson's 1980 study was conducted to identify factors
discriminating between superintendents who were successful
and others who were not. He presented a list composed of
personal traits and skills. The successful superintendent
was described as personable and friendly, highly moral, hard
working, strong willed but flexible, unexcitable, healthy,
could handle stress, was a political strategist and a risk-
taker. While Wilson's study presented a group of personal
characteristics of individuals, there is no clear cut method
of comparing these characteristics to descriptions of the
competencies required for effective functioning.32

The literature has indicated a need for specific research

31John H. Seaberg and Jack F. Parker, '"Program Preparation
Priorities for Educational Administration,' UCEA Review, (1979):
pp. 31-36.

32Robert E. Wilson, "The Anatomy of Success in the Super-
intendency," Phi Delta Kappan, (September, 1980), pp. 20-21.
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directed toward a comparison of skilis and competencies ex-
pected of administrators to those actually demonstrated by
successful practicing administrators. 1In view of the Com-
mission s charge to develop models of pre-service training
for educational leaders, research is needed to ensure that
the outcome of training designs developed were compatible

with the requirements of the role as it existed in practice.



CHAPTER III

METHODOLOGY

Introduction

This chapter describes the investigator's procedure
in obtaining data to evaluate the research problem. The as-
sumptions, limitations and decisions necessary to accomodate
the research conditions will also be described. Information
within the chapter will be presented under the following head-
ings:

Statement of the Problem

Instrumentation and Investigatiﬁe Procedure

Operational Definitions

Sample

Data Gathering Techniques

Data Preparation Procedures

Statistical Design

As noted in Chapter 11, the bbdy of literature regard-
ing educational leadership in general, and the preparation
of educational administrators in particular, reflected few

studies specifically designed for deVeloping a validated

41
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profile for effectiveness. The more theoretical explorations
of leadership effectiveness frequently yield hypotheses which
can be experimentally tested, but results often lack utility
in organizational decision making. Conversely, those field
based efforts to identify the correlates of successful per-
formance often produce results which may not be applicable

to other field settings.

The importance of demonstrating an approach which will
assist in the field of administrator preparation cannot be
overestimated. The pool of available talent considering
educational leadership as a career contiﬁues to shrink. The
costs for training candidates for educational leadership are
escalating rapidly at a time of shrinking resources. Finally,
selecting an administrator who subsequently fails to demon-
strate the level of effectiveness required for a particular
district can have overwhelming political, financial, and or-

ganizational consequences.

Statement of the Problem

This study was designed to investigate the degree to
which the skills and competencies expected to characterize
successful educational leaders correspond to the skills and
competencies actually observed in incumbent educational lead-
ers regarded as successful. The research guestions to be

evaluated were:
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1. How does the composite behavioral profile observed
for successful educational administrators compare to the com-
posite behavioral profile observed for a randcm control group?

2., How does the composite behavioral profile observed
for successful administrators compare to the composite behav-
ioral profile expected as defined by the Oklahoma Commission
for Future Educational Leadership?

3. How does the composite behavioral profile observed
of the sample of successful Oklahoma administrators compare
to the composite behavioral profile observed for the sample
of national administrators?

"4, How do the behavioral profiles observed for all

administrators compare to one another?

Instrumentation and Investigative Procedure

This study was designed to make a direct comparison
"between a limited sample of effective educational administra-
tors, and the expected profile of educational administrators
developed by the Oklahoma Commission for Future Educational
Leadership as the "blueprint" for administrator training pro-
grams. If a high degree of correspondence can be demonstrated
between the behaVioral profile of effective educational ad-
ministrators and the behavioral profile expected as described
by the Commission, greater validity can be attributed to the
Commission's behavioral profile as a foundation upon which

applicants can be selected and training programs designed.



This study was built upon two key assumptions:

1. There exists an identifiable group of practicing
educational administrators who are generally regarded by their
peers and other expert observers to be models of "effective
educational administrators."

2. There are some descriptions of those character-
istics required for effective educational leadership which
are both generally accepted by experts in the field, and are
in current use as criteria for decision making in both select-
ing potential applicants for administrator training programs
and designing the educational experiences for those who are

acceptéd.

A. TFoundation of Methodology

This section will introduce the concepts and methods
used in gathering data for this study. Although each instru-
ment is described in detail later in the chapter, a brief
overview may assist the reader in comprehending the entire
process.

The system used in this study was developed by Ken
Neils. Recognizing the need for a system that would enable
management to compare directly the motivational interests
and potential of an individual with the functional require-
ments of organizational roles led Neils to deVelop this éys—

tem. It consists of three independent, but directly comparable,



components:

1. The "Appraisal of Personal Potential" (described
more fully below) provides a detailed description of the
characteristics of the individual. It is an analysis of the
motivational characteristics and vocational potential of the
individual irrespective of his current performance in any
organizational setting, and independent of any other reference
group or individual.

2. The "Job Analysis and Coding System" (described
more fully below) was developed as a framework within which
an analysis could be made for any role within an organization.
This is an analysis and description of the underlying worker
traits required for successful performance in a particular
organizational role.

3. An ability to directly compare (or "match") the
motivational characteristics and potential of an individual
with the functional requirements of a specific role or task
is made possible by the development of both the Appraisal
of Personal Potential and the Job Analysis and Coding System.
The matching is based upon the '"worker tfaits" listed in
Appendix A and B of the Dictionary of Occupational Titles

prepared by the U.S. Department of Labor (1977).1 Using this

broadly accepted standard for job analysis, and developing

a system for assessing indiVidual potential according to the

1Dictionary of Occupational Titles 4, Superintendent
of Documents, (Washington, D.C.: U.S. Government Printing
Office, 1977), pp. 1369-1371.
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same framework, makes the process of matching the individual
with the organizational requirements one in which direct cor-
respondence is achieved.

The issues of validity and reliability for the measure-
ment processes will be addressed below as both the Appraisal
of Personal Potential and the Job Analysis and Coding System
are described in greater detail. It is important to note,
however, that central to the purpose of this study is a stand-
ardized assessment of observed individual characteristics
and characteristics expected of effective educational leaders.
The investigator selected this system and the instruments
contained therein because of its unique property to make this

direct comparison.

B. Appraisal of Personal Potential

The Appraisal of Personal Potential is a measurement
system which converts motivational characteristics of the
individual into a behavioral profile or description. The
process is accomplished in three major steps.

1. The individual completes the Kuder Personal Pre-~
ference Inventory,2 and the Kuder Vocational Preference In-

ventory.3 Standard scoring techniques for these interest

2Kuder Preference Record Personal, Form AH, Developed
by Frederic Kuder, Science Research Associates, Chicago, Illi-
nois, (1948).

3Kuder Preference Record Vocational, Form CP, De?eloped
by Frederic Kuder, Science Research Associates, Chicago, Illi-
nois, (1948).
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inventories, developed and validated by Kuder are utilized.
The result is a group of five scales from the Kuder Personal
Preference Inventory and ten scales from the Kuder Vocational
Preference Inventory which are placed on the standard Kuder
Profile Grid showing percentile rankings of each of these
fifteen scales. These sources are regarded as motivational
traits of the individual. The fifteen Kuder scales are listed
below.
The five from the Kuder Personal Inventory are:
1. Group activities
2. Preference for stable situations
3. Dealing with ideas
4, Avoiding conflict
5. Managing others
The ten scales from the Kuder Vocational Inventory
are:

Outdoor

Mechanical

Computational

Scientific

Persuasive

Artistic

Literary

0 3 o ua w» W N B+
L4

Musical

2. These traits are then combined based upon the



assumption that all motivational traits of an individual are
simultaneously influential, interactive, and interaffective.
Consequently, relative to any given situation, specific traits
are reactive with the environment, which results in specific
behavior. Relative to each individual, there is a listing
of "primary motivational traits." There are fifteen possible
motivational traits which are listed and defired below. Note
that some combinations are opposites (e.g., Gregarious and
Non-gregarious), so that a total of fifteen possible traits
exist.

a. Gregarious: nneed to be in the company of others,
avoidance of alienation or isolation from others. Association
with others is one of the first priorities of all activities.

b. Non-gregarious: Independence, even avoidance

of the company of others. Association is motivated when ac-
tivity happens to require involvement with others for that

particular occasion.

¢c. Benevolence: the need to sacrificially give

of self in the interest of others; tc be aware of the needs,
problems and wishes of others; to cause good and gain for

others.

d. Self-oriented: concious of self relative to

all else: what is going for self, what is going against self,
how they add up; with satisfaction when things are going well,
with frustration and stress in direct proportion to how nega-

tive things are seen.
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e. Persuasive: strong motivation to have direct
access to the listener, cause the listener to willingly ac-
cept what has been said, and act on it if that was the intent.

f. Need of harmony and compatibility: avoidance

of all contention, hostility or controversy - or the threat,
suggestion, or suspicion thereof. Stress is in direct rela-
tion to negative interpersonal relations.

g. Dogmatism: strong personal opinions and posi-
tions - and determination to stick to them; to make up one's
own mind; to prefer that others agree with self rather than
agree with them.

h. Managerial: the motivation to reach objectives
by directing the talents of others; to function in a given
organizational position and role in which, and from which,
the responsibility and authority of 'the office' can be im-
personally exercised.

i. Philosophical: basic consciousness of the es-

sential nature of being and beings; consciousness of the
existence, meaning, purpose and destiny of mankind, people,
pérsons and self; awareness of eyents, relationships and cir-
cumstances in a much larger context of meaning and time; to
see daily activities in that context.

j. Scientific: a motivation to methodically inves-
tigate specific phenomena; to be theoretical, analytical,
curious, to utilize scientific principles, methods and tools

for discovery.



k. Attachment to the familiar: tolerance, even

preference for routine; avoidance of sudden, radical, unan-
nounced or unexpected change; sentimental attachment to, and
contentment with familiar people, places, things and activities.

1. Need of change and variety: ability to take

change in stride, to quickly go from one thought or activity
to another; avoidance of routine or the status quo; an im-
patience with sameness in surroundings or activities.

m. Attention to detail: natural and automatic

attention to detail; the ability to concentrate on, and work
with detail as vocational activity. This is an essential
clerical trait.

n. Tangible problem solving: preference for work-

ing with known factors of known problems toward known or ex-
pected areas of solution. This applies to 'real' problems
rather than theoretical.

o. Visual orientation: awareness of beauty, beauty

versus ugliness, attractiveness of that which is seenj; color
and shades of color; spatrial measure: size, shape, distance,
" dimension, perspective, -~ -c.

P- Auditory rerception and expression: awareness

of sound, its source and meaning; consciousness of sound as

a primary channel of perception and expression; love of music
as motivation for musical activity, whether it be listening,
singing or playing.

g. Mechanical orientation: consciousness of what




makes things tick; the natural ability to sense how things
work; the motivation to work with and/or on equipment, tools
appliances and machines.

r. Literary interest: the motivation to obtzain

information through visual media, whether it be books, maga-
zines, movies, television or other means; the motivation or
willingness to obtain information through secondary channels
rather than through first-hand exposure.

s. Natural orientation: love of nature, natural

things, things being natural (self included); outdoors and
outdoor activity; tolerance of conditions affecting physical
comfoft.

In the output for the Appraisal for Personal Potential
those predominant traits are listed for the individual. A
sample copy of this listing is attached as page N1 of Appen-
dix A.

3. These primary motivational traits are then matched
against a behavioral description of the requirements of the
Vocational world. The Appraisal of Personal Potential con-
sists of seven pages of operationally defined categories rang-
ing from broad headings (e.g., "leadership potential") to
measures of general aptitude, to a specific statement of the
motivational orientation of the person.

The Dictionary of Occupational Titles has operationally
defined "worker traits" in the specific categories of Interest,

Temperament, Data, People and Things relative to specific



roles and functions. A listing of those traits as they appear
in the Appraisal of Personal Potential is shown on pages 5
and 6 of Appendix A. Within each major section, specific
characteristics are both stated and labeled. Based upon the
interaction of the primary motivational traits of the indi-
vidual, a listing is created within each category which ranks
each trait in order of importance. These traits expressed
collectively are referred to as a '"vocational code.'" For

the purposes of this study ''vocational code' as used in the
Appraisal of Personal Potential will be described with the
term "behaVioral profile." An example of a vocational code
for an individual appears on page 8 of Appendix A.

This process of con&erting raw scores on the Kuder
scales to a behavioral profile of the individual is accom-
plished through a computer based matching process. Each mo-
tivational trait relative to all other motivational traits
for the individual is given a relative weight and order. These
"weighted traits'" for the person are then compared to the
requirements for a specific role. This process has been re-
peatedly validated by comparing behavioral profiles for spe-
cific poles against the behavioral profile of large popula-
tions of individuals. In addition, the ultimate Validity
of any Appraisal rests upon the understanding and acceptance
of the results by the individual who is the subject of the
Appraisal. Neils reports that in over twenty-five years of

experimentation and systems application with the Appraisal,



validity as measured by individual review and agreement exceed
99 percent of all individuals appraised. Note the Validation
Notice affixed on the front page of Appendix A.

Thorndike and Hagen note '"in appraising the validity
of an interest inventory as a description of how the individ-
ual feels about activitiess and events in the world about hkim,
the main issue is the truthfulness of his responses. There
isn't really any higher court of appeal for determining a
person's likes and preferences than the individual's own state-
ments."4

With reference to the reliability of measured interests,
Tyler notes ‘''one of the most striking things that extensive
research has shown is that the patterns of likes and dislikes
identifying a person as a member of a certain occupational
group are very stable aspects of his personality . . ." and
that interests and values are not superficial and are less
changed than many ‘'deeper psychological traits.'"5

The process of developing an individual's béhaﬁioral
profile assumes the underlying validity and reliability of
both the Kuder Personal and the Kuder Vocational Preference
Inventories to the point where each of the fifteen scales

is posted and plotted on the standard Kuder Profile Grid.

4Robert L. Thorndike and Elizabeth Hagen, (2nd Ed.),
Measurement and Evaluation in Psychology and Education, (New
York: John Wiley and Sons, 1961), p. 329. .

5Leona E. Tyler, The Psychology of Human Differences,
(3rd Ed.), (MNew York: Appleton-Century-Crofts, 1969), p. 188.




54

The development of the primary motivational traits is based
upon the standardized interaction of these scales from the
Kuder inventories. The specific behavioral profile is a con-
sistent matching of primary motivational traits to the stand-

ard definition of each category within the Appraisal itself.

C. Job Analysis and Coding System

The behavioral profile of the individual is expressed
on the Appraisal of Personal Potential utilizing the detini-
tion of "worker traits'" developed in the Dictionary of Occupa-
tional Titles. The Job Analysis and Coding System uses the
identical definition of underlying worker traits to define
characteristics required for the effectiﬁe performance of
a specific role. Each role is defined according to the major
categories of Interest, Temperament, Data, People and Things.
Within each category a rank-order listing of characteristics
is developed which represents the priorities of the job. This
list is developed through an analysis of the actiéities re-
quired within the role. The forms and instructions for com-
pleting the Job Analysis are attached as Appendix B.

Through the process of rating each factor according
to its relative level of importance within the function, a
unique behavioral definition of job requirements is deﬁeloped.
The development of this '"job description' is accomplished
through analysis of a specific role as it uniquely appears

within an organization.
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D. Matching Vocational Codes With Job Codes

The results of the Appraisal of Personal Potential,
in particular the behavioral profile of the individual, and
the results of Job Analysis and Coding System as a job de-
scription of critical functions of a specific role, provide
a basis upon which the individual can be "matched" to the
job requirements. Both the Appraisal of Personal Potential
and the Job Analysis and Coding System utilize a '"common
language" based upon the "worker trait" coding system from
the Dictionary of Occupational Titles. The precision of both
instruments then allows a matching within the categories of
Interest, Temperament, Data, People and Things. The extent
to which common traits exist within each category, and the
extent to which the order of appearance of those traits is
similar, the probability is increased that the individual
has the motivational potential and orientation to effectively

function within the job.

E. Summary

For the purposes of this study, the Appraisal of Per-
sonal Potential and the Job Analysis and Coding System pro-
vide a methodological basis upon which the research problems
can be addressed. Behavioral profiles haﬁe been de?eloped
from Appraisals for a sample of successful educational ad-

ministrators. The functional requirements for effective
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educational administrators as developed by the Oklahoma Com-
mission for Future Educational Leadership in its Internship

Study Report-6 have been converted to a job description of

the ideal administrator utilizing the Job Analysis and Coding
System. A direct comparison between the behavioral profiles
of successful educational administrators, and the behavioral
profile "expected'" for successful educational administrators
will provide the basis upon which research conclusions can

be made.

Operational Definitions

For the purpose of this study, the following operation-
al definition of terms was established:

1. "Behavioral profile observed" referred to the vo-
cational code of an individual as expressed by his/her results
from the Appraisal of Personal Potential. This profile con-
tains the categories of Interest, Temperament, Data, People
and Things stated in rank order of importance.

2. "Behaﬁioral profile expected" referred to the Vo—
cational code developed by application of the Job Analysis
and Coding System to the list of human, technical, and con-
ceptual skills and competencies developed through the thirty-

two structured interviews conducted with members of the

6Internship Study Report, "Direct Experiences for the
Improvement of Educational Leadership,' prepared by Gladys B.
Dronberger, (1981): pp. 52-55.
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Oklahoma Commission for Future Educational Leadership and

reported in the Commission's Internship Study Report.

3. Where the phrase '"composite" appears as a qualifier
for either "behavioral profile observed" or "behavioral pro-
file expected" the phrase referred to the respective combina-
tion of vocational codes observed or expected in order to
facilitate the data analysis to be conducted. Where such
composite profiles are included, the process for their devel-

opment is described.

Sample

For the purposes of this study, the criterion for ''suc-
cessful educational administrators" was established on the
basis of peer nomination. The purpose in evaluating the
leadership styles of effectiﬁe incumbent administrators was
to accomplish one of the central goals of the Oklahoma Com-
mission for Future Educational Leadership, "an in-depth
analysis of the characteristics and orientation of practicing
administrators."7

The sample of fifty-eight school administrators was
selected for an analysis of behaﬁioral profiles. The sample
included twenty nominees from Oklahoma and thirty-eight per-

sons selected from an existing national sample of effectiﬁe

7Oklahoma Commission for Future Educational Leadership,
Philosophy: To Discover New Horizons in Oklahoma School Admin-
istrators,'" Oklahoma State Department of Education, 1980, p. 1.
(mimeographed.)
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educational administrators.

A. Oklahoma Sample

Twenty superintendents from Oklahoma were selected as
sample members. The sample size of twenty represented an
approximate population of 50 who were nominated to the Okla-
homa Commission for Future Educational Leadership. Thié pre-
vious selection had been made to provide representation with-
in the Commission for each geographical area within the state;
school districts of various size; and rural, urban, and sub-
urban communities. Demographic characteristics of the Okla-

homa sample were presented in Table One.

B. National Sample

An additional group of thirty-eight administrators,
primarily superintendents, was selected as members of the
national sample. The sample size of thirty-eight represented
a population of one hundred since choices were made based

upon the February, 1980, Executive Educator article, "Top

One Hundred Administrators." This group of one hundred had
been nominated by readers through a full page notice in the

American School Board Journal, September, 1979. The nomina-

tion page was entitled "Wanted: North America's Best School
Administrators'" and invited readers to respond if they knew

of . . . "a school superintendent who has developed and



CATEGORY
A. URBAN

ouU-1
ouU-2
ou-3
ouU-4
QuU-5

MEDIAN
B. SUBURBAN

0s-1
05-2
0s-3
0S-4
0S§-5
05-6

MEDIAN
C. RURAL

OR-1
OR-2
OR-3
OR-4
OR-5

MEDIAN

KEY
OU = OKLAHOMA URBAN

TABLE ONE

SELECTED DEMOGRAPHIC CHARACTERISTICS OF OKLAHOMA ADMINISTRATCRS
SOURCE: PERSONAL DATA SHEET FROM RESPONDENTS

DISTRICT DATA PERSONAL/PROFESSIONAL DATA
TOTAL POSITION/ YEARS  TIRST POSITION
TOTAL PROFESSIONAL TOTAL DEGREE YEARS IN IN IN
ADA PENSONNEL SITES AGE/SEX REC'D POSITION DISTRICT DISTRICT
39, 145 ' 2,500 100 41/M Ed.D./71968 SUPT/2 2 SUPT
4,000 230 10 48/M MA/1967 SUPT/S S SUPT
3,704 221 5 50/M Ed.D./1974 SUPT/4 1 SuUPT
6,600 425 17 43/ Ed.D./1972 suPT/2 2 SuUPT
49,000 2,900 94 42/M Ed.D./1970 . SUPT/4 4 SUPT
6,600 . 125 17 13 1970 4 4
8,500 576 17 53/M Ed.D./19066 SUPT/9 5 sueT
1,602 117 3 47/ Ed.D./1970 SUPT/4 4 surT
18,000 1,060 22 51/m M.S./1957 SUPT/3 27 TEACHER
1,017 74 3 29/M M.S./1976 SUPT/1 1 suPT
4,167 260 11 42/M Ed.D./1978 SUPT/2 2 SUPT
8,422 484 14 54/M Ed.D./1967 SUPT/8 8 SUPT
6,294.5 372 12.5 49 1968 35 4.5
2,410 172 7 49/M Ed.D./1967 SUPT/13 i3 suPT
4,500 266 8 40/ Ed.D./71973 SuUPT/8 1 SUPT
2,050 145 7 52/M M.S.71962 SUPT/18 12 ASST SuUPT
1,664 120 5 43/M Ed.D./1974 SUPT/14 7 SUPT
1,339 90 4 3/m M.S./1969 SUPT/4 2 SUPT
2,050 . 172 .7 43 1969 14 7

NOTE: ‘EACH PERSON IN SAMPLE SELECTED THE CATEGORY TO WHICH HIS DISTRICT BELONGED,

05 = OKLAHOMA SUBURBAN

OR = OKLAHOMA RURAL

65
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motivated the stafi of school executives into a team of top
flight administrators" so that these persons could become
candidates for "North America‘'s Best School Administra.tors.”8
A recommendation form was printed on the reverse side of the

notice to be completed and mailed to the Executive Educator.

The thirty-eight national members selected for this
study were chosen to be representa*ive of Various geographi-
cal regions of the United States, from both large and small
districts, and from rural, urban, and suburban communities.
The investigator contacted members of the staff of the

Executive Educator to secure any additional information on

the "Top One Hundred Administrators' project. Nothing was
available other than the data which were published in the
February, 1980, article.
TABLE TWO
Number of Appraisals of Personal Potential Mailed

to Each Group and Percentage of Return

Group Number Number Percentage

Mailed Returned Returned

Oklahoma Super- 20 16 80%

intendents ‘

National Super- . 38 24 63%

intendents

Total Sample 58 40 71.5%

8

"Top One Hundred Administrators," American School
Board Journal, (September, 1979), p. 41.
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Demographic characteristics of the national sample were pre-

sented in Table Three.

Data Gathering Techniques

Data gathering instruments for the Appraisal of Per-
sonal Potential were mailed to each of the fifty-eight persons
in the sample. This consisted of copies of both the Kuder
Personal Preference InVentory and the Kuder Vocational Pref-
erence Inﬁentory with instructions for completion, as well
as a cover letter from the Executive Director of the Okléhoma
Commission for Future Educational Leadership explaining the
purpose of the study. Prepaid return envelopes were included
to encourage a quick résponse. A Personal Data Sheet was
included as part of the survey requesting the following per-
sonal information: ége, sex, position, title, years in posi-
tion, years in district, first position with district, highest
professional degree and when receiVed. Information was also
collected on the characteristics of the district including
average daily attendance, total number of certified personnel,
and total number of school sites. Information from both the
Oklahoma and national sample are included in Tables One and
Three, respectively.

Members of the sample were adVised that indiﬁidual
results would remain confidential, and that each participant
would receive a copy of his/her results. Each participant

was invited to request more specific information from the

’



CATEGORY
A. URBAN

NU-1/NE
NU-2/M7
NC-2/SE
NU-4/SE
WU-5/SE
NU-6/MW
HU-7/SW
NU-8 /MY
NU-F/SE
KU-10/SE
NU-11/MW
NU-12/SE

MEDIAN

R. SUBURBAN

NS-1/MW
NS$S-2/5E

NS-3/NE

NS-4/NE

NS-5/SW
NS-6/MW
NS-7/SW
NS-8/Sv¢

MEDIAN

TABLE THREE
SELECTED DEMOGRAPHIC CHARACTERISTICS OF NATIONAL ADMINISTRATORS
SOURCE: PERSONAL DATA SHEET FROM RESPONDENTS

DISTRICT DATA PERSONAL/PROFESSIONAL DATA

TOTAL POSITION/ YEARS  FIRST POSITION
TOTAL PROFESSIONAL TOTAL DEGREE YEARS IN IN N
ADA PERSONNEL SITES AGE/SEX REC'D POSITION DISTRICT DISTRICT
1,000 85 2 83/F Ph.D./1971 SuUPT/6 6 SUPT
8,573 550 17 47/M Ed.D/1969 SUPT/G 6 SUPT
25,098 1,558 a8 58/M Ed.D./1971 SUPT/4 4 supT
8,000 520 17 G1/M MA/19G0  ASST SUPT/17 34 BUS MGR
54,000 2,700 ‘96 -~ 56/M Ed.D./1957 SUPT/1 11 SUPT
66,000 3,800 100 61/mM M.5./1952 SUPT/9 32 ELE! TCHR
14,480 933 23 54/F M.A/1959  ASST SUPT/3 24 TEACHER
G,20C 515 14 56/M Ed.D./1964 SUPT/22 23 ASST SUPT
87,000 5,500 105 . 60/M Ph.D./19T1 SUPT/8 Kh TEACHER
110,000 6,000 130 53/M Ph.D./19G5 SUPT/14 14 SuPrT
5,500 400 16 45/M Ed.D.71971 SUPT/4 4 surT
16,500 950 23 46/M Ed.D./19G9 SUPT/8 8 SUPT
15,490 941.5 23 55 1967 8 12.5
16,648 800 30 38/m M.A./1977 SUPT/3 17 TEACHER
55,000 3,800 62 55/M Ed.D./1973 SUPT/13 15 DIR SECONDARY
E2UCATION
6,134 422 12 58/F Ed.D./1957 SUPT/3 5 SUP, ELE!
CURRICULUIL
12,000 600 13 53/M Ed.D./1968 SUPT/? 7 SUPT
10,000 625 15 52/M Ed.D./1976 SUPT/8 19 TEACHER
9,300 550 4 54/ Ed.D./1962 SUPT/23 15 sueT
6,200 250 12 58/F M.S./1963  ASST SUPT/4 18 ASST PRIN
18,000 968 22 43/M Ed.D./? SUPT/2 2 SuUPrT
11,000 612.5 14 §3.5 1968 5.5 15

NOTE: EACH PERSON IN SAMPLE SELECTED TIIE CATEGORY TO WHICH 1IS DISTRICT BFLONGID.

(e d

s



DISTRICT DATA PERSONAL/PROFESSIONAL DATA

TOTAL POSITION/ YEARS FINST POSITION
TOTAL PROFESSIONAL  TOTAL DEGNEE YEARS IN 7 n
CATLGORY ADA PERSONNEL SITES AGE/SEX RECD POSITION DISTRICT DISTRICT
€. RURAL
NR-1/SE 4,107 312 9 69/ M.S./1940 suPT/24 24 SuPT
NR-2/rAW 233 27 1 35/M Pn.D./1975 suPY/S 5 SuPrT
NR-3/SW 8,500 550 14 45/M £d.D./1900 SUPT/10 2 TEACHIR
MEDIAN 4,107 312 9 as 1975 - 10 21
COMPOSITE OF SELECTED DEMOGRAPHIC CHARACTERISTICS
OF OKLAHOMA AND NATIONAL SAMPLE
DISTRICT DATA ’ PERSONAL/PROFESSIONAL DATA
MEDIAN YEAR MEDIAN MEDIAN
) MEDIAN HIGHEST YEARS YEARS
MEDIAN PROFCSSIOMNAL MEDIAN MEDIAN DEGREE YEARS IN I
CATEGORY ADA PFRSONNEL SITES AGE REC'D POSITION DISTRICT
NATIONAL MEDIAN 9,650 612.5 17 54 1968 8 15
OKLAHOMA MEDIAN 4,083.5 245 12.5 45 1969 4 4
TOTAL SAMPLE
MEDIAN 8,250 517.5 14 515 1969.5 6.5 15

NO{E: EACH PERSON IN SAMPLE SELECTED THE CATEGORY TO WHICH HIS DISTRICT BELONGED.

KEY:

NU = National Urbar
NS = National Suburban
NR = National Rural

£9
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research staff. Following the mailing of the instruments

to the sample, telephone calls were madec within the week to
verify delivery of the survey instruments and to encourage
a response. A second call was made ten days later to those

who had not returned the survey.

Data Preparation Procedures

Three stages of data preparation were necessary prior
to couducting data analysis prccedures: the preparation of
the composite behavioral profile expected; the composite be-
havioral profile obserﬁed; and matching of expected and ob-

served behavioral profiles.

Stage I of Data Preparation: The Composite

Behavioral Profile Expected

The Oklahoma Commission generated job code was estab-
lished as the content criterion for effective educational
leadership. The Internship Committee developed a list of
skills and competencies expected for a successful education
administrator. There were eight major competency areas listed.
The competency areas were grouped under.three major headings:
technical, human and conceptual. The results were obtainecd
on the basis of 32 structured interviews conducted with Com-
mission members utilizing the framework established by the

Parker and Seaberg 1979 study of leadership characteristics



cf educational administrators.9 The Jobh Analyszis and Coding
System was used to develop a behavicral profile consistent
with the competency requiremecunts for effective functioning
within each area.

Also developed was a composite Commission gengrated
job code by statistically combining each factor present or
absent under each category and the rank order of that factor
relative to its descending influence in the successful per-
formance of that function. This consolidated job code, re-
ferred to as the behavioral profile expected; represents the
combined weighting of factors within each of the eight com-
petency areas. Full information on the thirty-two interviews,
the categories, and their ranking are included in the Intern-

ship Study Report. The eight areas generated by the Oklahoma

Commission are listed below under the three headings of
Technical, Human, and Conceptual skills and competencies.
A. Technical Skills and Competencies
1. Financial Management

a. Manage the processes necessary for Finan-
cial management of a school district.

b. Learn the different funding sources with
different rules and regulations which are
not coordinated at state and natiomal
levels.

9John H. Seaberg and Jack F. Parker, "Program Prepara-
tion Priorities for Educational Administration,' UCEA Review,
(1979): pp. 31-36.
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2. Develop Skills for Labor Reclations

a. Learn the structure and goals of labor
organization.

b. Learn conflict negotiation skills and
techniques.

3. Manage Physical Facilities
a. Supervise maintenance and construction.

b. Ensure maximum access to facilities by
the school and community.

4., Make Effective Use of Computer Technology

4. Use information systems for financial
and personnel records.

b. Use technology to assist instruction.

5. Develop Skills in Effective Communication with
the Public

a. Learn the principles of public relations,
including how to make good presentations.

b. Learn how to establish and maintain good
relationships with media.

¢c. Learn the publics who are entitled to
know.

B. Human Skills and Competencies
1. Deﬁelop Humén Relations Skills

a. In personnel management, learn to discuss
weaknesses, salvage strong points, focus
on growth.

b. Learn the mechanics of running a board
meeting and use the input of board mem-
bers.

¢c. Learn to work with community leaders and
groups.

d. Learn effectiﬁe staffing patterns.

e. Learn dismissal procedures.
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f. Understand and work with parents and stu-
dents.

g. Manage an accepted and productive staff
development program.

h. Develop motivational skills to generate
enthusiasm in people to work together.

i. Know how to get help from others who have
experience and knowledge.

Develop Personal Skills that are Necessary
for Effective Management

a. Develop a personal style of management
that is flexible.

b. Learn alternate techniques for problem-
solving and decision-making situations.

c. Provide leadership for professionalism.
d. Learn personal coping skills, for example,

listening, stress management, dealing with
organizational demands.

C. Conceptual Skills and Competencies

1.

Develop Skills for Projecting and Predicting
the Future of Education

a. Develop a broad view of state and world
situations and their impact on education.

b. Project finance and tax structures.

¢c. Plan future legislation.

d. Become aware of already emerging trends
such as fewer students attending college,
more social services funneled through the
school providing special programs for
special groups, and more minorities.

Develop Skills for Defining the Role of Educa-
tion

a. Conduct needs assessment, do goals studies.

b. Develop procedures for policy making.
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¢c. Learn the processes and attitudes involved
in implementing changes in education.

d. Study the impact of the size of povernance
units on cost effectiveness.

e. Learn methods for using the input from
community groups and advisory groups to
develop policy.

f. Develop skills in program planning, devel-
opment and accountability.

Develop an Understanding of Power Systems and
Political Structures

a. Learn to work with politicians.
b. Learn the legislative process.

¢. Engage in political action, municipal,
state and federal.

Build a Conceptual Base that will Provide

Options for Management

a. Know alternate management systems and
technology.

b. Use techniques from other disciplines,
for example, corporate management skills.

¢c. EKnow methods for developing people who
can make the necessary decisions.

d. EKnow learning theory and other founda-
tions of education.

Develop Organizational Skills that Bring Re-
sources, People and Things Together as a Whole
which is Greater than the Sum of its Parts

a. Use measurement and evaluation to improve
planning and organization

b. Develop motivational skills to generate
enthusiasm in people to work together.

¢c. Create a climate which makes staff, stu-
dents and community want to be a part of
the exciting challenge of education and
learning.
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As seen in Table Four there are five techuical, two
human and five conceptual objectives. Although these skills
total twelve, the five listed under Conceptual were consid-
ered as one. Tkis was done because the conpetencies required

for each element were common to all five skills.

TABLFY FOUR
Oklakoma Commission on Future Educational

Leadership Competency Areas

Technical Human Conceptual
1. Financial 1. Human Relatioas 1. Predicting
Management future of
education

2. Labor Relations 2. Personal Manage- 2. Defining the

ment Style role of educa-~
tion
3. Physical 3. Understanding
Facilities power systems
and political
structures
4, Computer 4, Building concep-
Technology tual base for

providing options
for management

5. Public Relations 5. Developing
organizational
resources con-
cepts

Utilizing the Job Analysis and Coding System, the
designer of the system, Ken Neils, rated each skill or com-

petency listed by the Commission. Neils, in his capacity as



consultant to the Commission interviewed Commission, members
in order to clarify the objectives used in developing the
behavioral profile expected.

The Job Analysis was conaucted by rating all the fac-
tors under the five subheadings of Interest, Temperament,
Dats, People and Things.

The following rating levels were used in determining
the relationship of a specific factor (or a “"worker trait"
as defined by the Dictionary of Occupational Titles necessary
to perform the job functions of a successful administrator:

' Level 1: the factor is absolutely necessary

Level 2: the factor is very important

Level 3: the factor is of possible support value

Level 4: the factor is of no value

Level 5: the factor is a pronounced liability to the
job.

After each item in the five groups (Interest, Tempera-
ment, Data, People, Things) were rated with the leVel shown
above, all factors with a rating of "1" were listed in their
order of importance. Then all factors with a rating of 2
were listed in their order of importance. The factors rated
1 were prioritized and those rated 2 were prioritized accord-
ing to their importance to success on the job. These factors
then became the success factors or the "qualifying factors"
in the job code. Factors rated 3 were #iewed as '"'support"

factors which could be helpful in performing in the job role.



Factors rated 4 and 5 were considered "non-qualifying factors"
so were not included in the Commission generated job code
for the '"ideal" administrator.

The eight competency areas and the codes for each of
the eight areas are shown on the fcllowing pages. Factors
included are those related to the specific compvetency area
listed in rank order of importance. Numerxals and/or letters
in parenthesis on the right refer to the coding of factors
or pages 4 and 5 of the Appraisal of Personal Potential in

Appendix A.

Behavioral Profile Expected

Technical Skills and Competencies Needed for

Success: Ranked in Order of Importance

Technical Competency 1l: Financial Management

Interest:
1. Non-social: processes, techniques, functions. (9)
2. Routine, organized. (3)

3. Business contacts with people. (2)
(Three factors out of a possible 10 factors)

Temperament:
1. E&aluation; perceiVe, study, analyze, compare. (0)
2., Detail; attention to data, items, things. (Y)

3. Short Cycle Actiﬁity; routine actiﬁity set by
procedure, (2)



Management; plan, control, direct activities of
others. (4)
(Tour factors out of a possible twelve)

Synthesizing; interpret, conceptualize, relate,
use. (0)

Comparing; Jjudging data re: other data. (6)
Analyzing; evaluation of data per se. (2)

Computing, arithmetic operations re: data (not
counting). (4)

Compiling; gathering, collating, classifying. (2)
(Five factors out of a possible six)

No relationship. (8)

Speak-Signal; give directions, assignmenis, in-
formation. (6)

Instructing; teaching; training, demonstrating. (2)
(Three out of a possible seven)

Tending; obserVing operation; gauges, switches. (5)
(One out of a possible eight)

The Behavioral Profile Code "expected' in the financial

4.
Data:
1.
2.
3.
4,
5.
People:
1.
2.
3.
Things:
1.
area is:
Interest

932

Financial Management

Coded Behavioral Profile:

Temperament Data People Things
0yY24 06243 862 5



Technical Competency 2: Labor Relations

Interest:

Concerned with people, communication of idecas. (6)
Working for people for their presumed good. (4)
Business contacts with people. (2)

Gain recognition from others. (3)
(Four factors out of possible ten)

Temperament:

Data:

1.

2.

3.
4.

5.

Management; plan, control, direct activities of
otiers. (4)

Persuasive; to influence, convince others in-
tentionally. (7)

Evaluation; perceive, study, analyze, compare. (0)
Coping; handle problems naturally without stress. (8)

Detail; attention to data, items, things. (Y)
(Five factors out of a possible twelve)

Synthesizing; interpret, conceptualize, relate,
use. (0)

Comparing; judging data re: other data. (6)
Analyzing; evaluation of data per se. (2)
Coordinating; determine time sequence, procedure,

action. (1)
(Four factors out of a possible six)

Mentoring; dealing with total personality of
others. (0)

Superﬁising; determine, assign, direct work of
others. (3)

Persuading; to influence, convince others. (5)
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4. Negotiating; confront and commwmicate to achieve
goal/agrecement. (1)

5. Instructing; teaching; training, demonstrating. (2)
6. Diverting; amusing, entertaining, keeping at-
tention of others. (4)
(Six factors out of a possible sseven)

Things:

1. No relationship. (8)
(One factor out of a possible eifght)

The Behavioral Profile Code ‘expected™ in the Labor
Relations area is:
Labor Relations

Coded Behavioral Profile:

Interest Temperament Data People Things
6425 47088 0621 V35124 8

Technical Competency 3: Physical Facilities

Interest:
1. Business contacts with people. «2)
2. Working for people for their presumed good. (4)
3. Non-social: processes, techniquss, functions. (9)
4. Tangible, productive satisfactiem. (0)

5. Dealing with things and objects. (1)
(Five factors out of a possible ten)

Temperament:

1. Management; plan, control, direcit activities of
others. (4) :

2. Ebaluation; perceiﬁe, study, ammilyze, compare. {(6)

3. Detail; attention to data, items, things. (Y)
(Three factors out of a possible twelve)
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Data:
1. Comparing; judging data re: other data. (6)
2. Analyzing; evaluation of data per se. (2)

3. Computing; arithmetic operations re: data (not
counting). (4)

4, Coordinating; determine time, sequence, procedure,

action. (1)
(Four factors out of a possible six)

1. Supervising; determine, assign, direct work of
others. (3)

2. Speak-Signal; give directions, assignments, infor-
mation. (6)
(Two factors out of a possible seven)
Things:
1. Tending; observing operation: gauges, switches. (5)
2. Manipulating; move, guide, place materials: body
work. (4)
(Two factors out of a possible eight)
The Behavioral Profile Code "expected" in the Physical
Facilities area is:

Labor Relations

Coded Behavioral Profile:

Interest Temperament Data People Things
24901 40Y 6241 36 54

Technical Competency 4: Public Relations

Interest:
1. Concerned with people, communication of ideas. (6)

2. VWorking for people for their presumed good. (4)
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3. Gain recognition from others. (5)
4, Business contacts with people. (2)

5. Abstract, imaginative, creative. (8)
(Five factors out of a possible ten)

Temperament:

1. Coping; handle problems naturally without stress.
(8)

2. Involﬁement; with others, teamwork, group. (5)

3. Persuasive; to influence, convince others in-
tentionally. (7)

4. HManagement; plan, control, direct activities of
others. (4)

5. Evaluation; perceive, study, analyze, compare. (0)

6. Interpersonal; coping with nature, traits, feelings
of others. (Y)

7. Detail; attention to data, items, things. (Y)
(Seven factors out of a2 possible twelve)

Data:
1. Synthesizing; interpret, conceptualize, relate,
use. (0)
2. Comparing; judging data re: other data. (6)
3. Analyzing; evaluation of data per se. (2)
4. Synthesizing; interpret, conceptualize, relate,
use. (1)
(Four factors out of a possible six)
People:

1. Mentoring; dealing with total personality of
others. (0)

2. Instructing; teaching; training, demonstrating. (2)
3. Persuading; to influence, convince others. (5)

4. Diverting; amusing, entertaining, keeping atten-
tion of others. (4)



5. Negotiating; confront and ccmmunicate to achieve
goal/agreement. (1)

6. Speak-Signal; give directions, assigmnments, in-~-
formation. (6)
(3ix factors out of a possible seven)
Things:

1. 'Tending; observing operation. (5)
(One factors out of a possible eight)

The Behavioral Profile Code "expected" in the Public
Relations area is:
Public Relations

Coded Behavioral Profile:

Interest Temperament Data People Things
64528 85740XY 0621 025416 1

Technical Competency 5: Computer Technology

Interest:
1. Technical, scientific, (7)
2. Concerned with people, communication of ideas. (6)
3. Abstract, imaginative, creative. (8)
4. VWorking for people for their presumed good. (4)
5

. Non-social: processes, techniques, functions. (9)
(Five factors out of a possible ten)

Temperament:
1. Evaluation; perceive, study, analyze, compare. (6)

2. Intuition; insight, imagination, perception, aware-
ness. (8)

3. Management; plan, control, direct actiﬁities of
others. (4) .

4. Detail; attention to data, items, things. (Y)



Data:

Interpersonal; coping with nature, traits, feel-
ings of others. (XO
(Five factors out of a possible twelve)

Synthesizing; interpret, conceptualize, relate,
use. (0)

Comparing; judging data re: other data. (6)
Analyzing; evaluation of data per se. (2)

Computing; arithmetic operations re: data (not
counting). (4)

Compiling; gathering, collating, classifying. (3)
Coordinating; determine time, sequence, procedure,

action. (1)
(Six factors out of a possible six)

Mentoring; dealing with total personality of
others. (0)

Instructing; teaching; training, demonstrating. (2)

Speak-Signal; give directions, assignments, infor--
mation. (6)

Supervising; determine, assign, direct work of
others. (3)
(Four factors out of a possible seven)

No relationship. (8)
(One factor out of a possible eight)

The Behavioral Profile Code '‘expected" in the Computer

Technology areas is:

Interest

76849

Computer Technology

Coded Behavioral Profile

Temperament Data People Things
694YX 062431 0263 8



Human Skills and Competencies Needed for Success:

Ranked in Order of Importance

Human Competency 1l: Personal Management

Interest:

1.
2.
3.
4.

Concerned with people, communication of ideas. (6)
Gain recognition from others. (5)
Working for people for their presumed good. (4)

Business contacts with people. (2)
(Four factors out of a possible ten)

Temperament:

Data:

1.

Coping; handle problems naturally without siress.
(8)

Management; plan; control, direct activities of
others. (4)

Involﬁement; with others, teamwork; group. (5)

Persuasive; to influence, convince others inten-
tionally. (7)

Evaluation; perceiﬁe, study, analyze, compare. (0)

Intuition; insight, imagination, perception, aware-
ness. (9)

Interpersonal; coping with nature, traits, feelings

of others. (X)
(Seven factors out of a possible twelve)

Synthesizing; interpret, conceptualize, relate,
use. (0)

Comparing; judging data re: other data. (6)
Analyzing; evaluation of data per se. (2)
Coordinating; determine time sequence, procedure,

action. (Y)
(Four factors out of a possible six)
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1. Mentoring; dealirg with total personality of
others. (0)

2. Instructing; teaching; training, demonstrating.
(2)

3. Supervising; determine, assign, direct work of
others. (3)

4. Diverting; amusing, entertaining, keeping atten-
tion of others. (4)

5. Persuading; to influence, convince others. (8
(Five factors out of a possible seven)

1. No relationship. (8)
(One out of a possible eight)

" The Behavioral Profile Code "expected" in the Personal
Management area is:
Personal Management

Coded Behaﬁioral Profile:

Interest Temperament Data People Things
6542 845709X 0621 02345. 8

Human Competency 2: Human Relations

Interest:
1. Concerned with people, communication of ideas. (8)
2. Working for people for their presumed good. (4)
3. Gain recognition from others. (5)
4. Business contacts with people. (2)
5. Abstract, imaginative, creative. (8)

6. Non-social: processes, techniques, functions. (9)
(Six factors out of a possible ten)



Temperanent:

Data:

1.

Coping; handle problems naturally without stress.
(8)

Management; plan, control, direct activities cf
others. (4)

Involvement; with others, teamwork, group. (5}

Intuition; insight, imagination, perception,
awareness. (9)

Evaluation; perceive, study, analyze, compare. (0)

Interpersonal; coping with nature, traits, feelings
of others. (X)

Persuasive; to influence, convince others inten-
tionally. (7)

Change and Variety; ability to accept, utilize

change. (1)
(Eight factors out of a possible twelve)

Synthesizing; interpret, conceptualize, relate,
use. (0)

Comparing; judging data re: other data. (6)
Analyzing; evaluation of data per se. (2)
Coordinating; determine time sequence, procedure,

action. (1)
(Four factors out of a possible six)

Mentoring; dealing with total personality of
others. (0)

Persuading; to influence, convince others. (5)

Supervising; determine, assign, direct work of
others. (3)

Instructing; teaching; training, demonstrating. (2)

Diverting; amusing, entertaiming, keeping atten-
tion of others. (4)
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Negotiating; confront and communicate to achieve
goal/agreement. (1)

(Six factors out of a possible seven)

Things:

1. No relationship. (8)
(One factor out of a possible eight)

The Behavioral Profile Code "expected ir the Human
Relations area is:
Human Relations

Coded Behavioral Profile:

Interest Temperament Data People Things
| 645289 84590X71 0621 053241 8

Concentual Skills and Competencies Needed for Success:
Ranked in Order of Importance
Interest:
1. Business contacts with people. (2)
2. Concerned with people, communication of ideas. (86)
3. Gain recognition from others. (5)

4., Tangible, productive satisfaction. (0)
(Four factors out of a possible ten)

Temperament:

1. Management; plan, control, direct activities of
others. (4)

2. Intuition; insight, imagination, perception,
awareness. (9)

3. Evaluation; percei?e, study, analyze, compare. (0)

4, Persuasive; to influence, convince others inten-
tionally. (7)



£. Involvement; with others, teamwork, group. (5)

6. Change and Variety; ability to accept, utilize
change. (1)

7. Coping; handle problems naturally without stress.
(8)

8. Detail; attention to data, items, things. (Y)
(Eigh*t factors out of a possible twelve)

Data:
1. Synthesizing; interpret, conceptualize, relate,
use. (0)
2. Comparing; judging data re: other data. (6)
3. Analyzing; evaluation of data per se. (2)
4. Coordinating; determine time sequence, procedurec,
action. (1)
(Four factors out of a possible six)
Pecople:
1. Mentoring; Dealing with total personality of
others. (0)
2. Instructing; teaching; training, demonstrating. (2)
(Two factors out of a possible eight)
Things:

1. No relationship. (8)
(One factor out of a possible eight)

The Behavioral Profile Code "expected" in the Concep-
tual Skills area is:
Conceptual Skills
Coded Behavioral Profile:

Interest Temperament Data People Things

2650 4907518Y 0621 02 8
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Narrative Form: Ranked in Order

of Importance

The composite behavioral profile expected was developed

through the statistical weighting of each factor within 21l

eight competency areas based upon the presence of a given

factor and the rank order in which that factor appeared.

The composite behavioral profile, gererated through

the above procedure is presented in narrative form below.

Each factor is ranked according to the importance within each

category.
Interest:

1.

Concerned with people, communication of ideas:
conceptual. (8)

Working for people for their presumed good
(managerially). (4)

Business contacts with people. (2)

Gain recognition from others: socially-oriented
self-drive. (5)

Abstract, imaginative, creative. (8)

Non-social processes, techniques, functions. (9)
(Six factors out of a possible ten)

Temperament:

1'

. Management: plan, control, direct the activities

of others. (4)
Evaluation: perceive, study, analyze, compare. (0)

Coping: conceptually handle problems without
stress. (8)

involvement with others: teamwork, group, organi-
rational. (5)



Data:

Persuasive: to influence, comnvince others in-
tentionally. (7)

Detail: attention to detail, data, things. (Y)

Interpersonal: coping with the nature, traits,
feelings of others. (X)

Intuition: insight, imagination, perception,
awareness. (9)
(Eignt factors out of a possible twelve)

Synthesizing: interpret, conceptualize, relate,
use, holistic. (0)

Comparing: intraholistic perception; patterns,
relationships. (6)

Analyzing: identification of utility and strategic
options. (2)

Coordinating: determine time, sequence, procecdurs,
action. (1)

Computing: arithmetic operations re: data. (4)
Compiling: gathering, collating, classifying,

follow-up. (3)
(Six factors out of a possible six)

Mentoring: conceptual, holistic understanding of
people. (0)

Instructing: teaching, training, demonstrating. (2)

Supervising: determine, assign, direct the work
of others. (3)

Persuading: to intentionally influence, convince
others. (5)

Diverting: amusing, entertaining, keeping atten-
tion of others. (4) 4
(Five factors out of a possible seven)



Things:

1. No relationship:

tional. (8)

(One factor out of a possible eight)

6

"things" per se¢ are not metiva-

The coded behavioral profiles expected in each compe--

tency area and the composite behavioral profile derived are

shown below:

Interest Temperament Data

Peorle

Technical Skills
Category

1. Financial
Management 932

2. Labor Re-
lations 6425

3. Physical
Facilities 24901

4., DPublic
Relations 64528

5. Computer
Technology 76849

Human Skills
Category

l. Personal
Management 6542

2. Human
Relations 645289

Conceptual Skills
Category 2850

COMPOSITE PROFILE
EXPECTED 642589

oyz4

4708Y

40Y

85740XY

094XY

845709X

84590X71

4907518Y

40857YX9

06243

0621

6241

0621

062431

0621

0621

0621

062143

862

035124

36

025416

0263

02345

053241

02

02345

Things

[&)]

548

The composite behavioral profile expected (BPE) was

the description of the "ideal admiristrator” which was used



as the criterion Tcr comparison of all ether belhavioral pro-

files for individual members of the sample.

Stage I1 of Data Preparation: The Composite

Rehavioral Profile Observed

Completed copies ot the Kuder Persomal Preference
Inventory and the Kuder Vocational Preference Inventory were
shipped by each respondent for computerized scoring and the
production of the Appraisal of Personal Potential.

The scoring process assumes that each of the traits
from the Kuder inventories are constantly and simultaneously
interactive and interaffective on the basis of the motivational
strength and influence of each trait, and the combination
of traits on all other traits. This interactive combination
is then statistically compared to the factors which appear
under the general heading of Interest, Temperament, Data,
People and Things with ratings in the Appraisal of Personal
Potential.

For the purposes of this study, two sources of com-~
posite behavioral profiles observed were prepared. Tirst,
the individual behavioral profiles of the sample of success-
ful administrators were prepared and summarized according
to the sequence of appearance of factors under the "Tempera-
ment'" heading. Upon preliminary examination of the data the

individual profiles under the categories af Interest, Data,



People, and Things appeared to be so similiar that "Tempera-
ment" was selected because it provided the most discriminating
category. Futhermore, extensive use of the Appraisal by Neils
had previously demonstrated that individual behavorial pro-
files of persons within the same occupational family had shown

that greater differences occurred within the Temperament cate-

gory. The factors within that category are listed below:

1. Change and Variety (ability to accept, utilize
change)

2. Short Cycle Activity (routine activity set by pro-
cedure)

" 3. Controlled Activity (supervised procedure)

4. Management (plan, control, direct activities of
others)

5. Involvement (with others, teamwork, group)

6. Isolation (work apart, individual)

7. Persuasive (to influence, convince others inten-
tionally)

8. Coping (handle problems naturally without stress)

9. Intuition (insight, imagination, perception, aware-
ness)

O. Evaluation (perceive, study, analyze, compare)

X. Interpersonal (coping with nature, traits, feelings

of others)

Y.

Detail (attention to data, items, things)

These individuxzl codes were then statistically combined



by Neils, 1uto a ccmposite behovioral profile observed for
the entire sample.

A second source of behavioral profiles observed con-
sists of the random sample control group of 315 behavioral
profiles of individuals which has been used by Neils over
the past 15 years. Scores from these individuals as a control
group were compared to the behavioral profile expected for
successful educational administrators to determine if in fact
the successful administrators as a group, when compared to
the behavioral profile expected, were different than a random
sample of individuals when compared to the same criterion.

If differences were observed, then one may conclude that the
administrators as a group were different from the general

population.

Stage III of Data Preparation: Matching of

Expected and Observed Behavioral Profiles

The matching process requires the development of a
composite weighted index for both the job function informa-
tion as well as the person generated information. This in-
dex consists of the statistical weighting of those factors
under the major headings of the Appraisal, the frequency with
which thosé factors are present or absent, and their rank
order of appearance. It is important to note that two in-
dividuals with the same weighted index can be expected to

. behave in the world in approximately the same manner,
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A standardized analysis is used by Neils to categorize
or classify an individual relacive to a specific role defini-
tion. The result is a probability statement regarding the
potential of the individual relative to the requirements of
a specific role. The procedure involved in this matching
process is to establish the behavioral profils expected (or
job code) as the 100th percentile or statement of the "ideal"
as described above. An individual whose behavioral profile
matches precisely the "ideal" behavioral profiile expected
would be regarded as having a high preobability of performing
succesfully as a school superintendent. All other observed
behavioral profiles are related to that standard to create
a distribution of scores representing the degree of similarity
or dissimilarity of "fit" of an individual's score to the
criterion measure.

These comparisons develop an ordering of individual
scores along a distribution with an identified mean and
standard deviation. The distribution expresses the extent
to which the motivational progression of factors for an in-
dividual compares to the motivational progression of factors
expected for a specific role or function. All comparisons
are related to the series of weights attached to the factors
determined to be significant for successful performance of
a given role. These factors, as derived from the Dictionary
of Occupational Titles, represent those worker traits which

underlie the successful performance of a gi&en job role of
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function.

Statistical Design

It should be noted that all scores for groups or in-
dividuals for the purposes of statistical analysis are state-
ments of relative probability of an individual when compared
to a given criterion measure. The purpose of the statistical
design and data analysis was to determine the extent to which
the criterion established by the Commission behavioral pro-
file expected was comparable to the composite behavioral pro-
file observed of those administrators nominated as successful.

Hypotheses to be statistically tested were:

H1: There will be no significant difference between
the composite behavioral profile observed for the
sample of successful administrators (BPpa) when
compared to the criterion of the composite behav-
ioral profile expected (BPg), and the composite
behavioral profile observed for the control group
(BPg) when compared to the criterion of the com-
posite behavioral profile expected (BPg).

H.: BP

o’ = BP

OA ocC

H,: There will be no significant difference between
the composite behavioral profile observed for the
total sample of successful administrators (BPgy)
when compared to the criterion of the composite
behavioral profile expected (BPg).

H

BP = BP

(0 OA E

H,: There will be no significant difference between

the composite behavioral profile observed for the
sample of successful Oklahoma administrators (BPOA1>
when compared to the criterion of the composite
behavioral profile expected (BPpr), and the compo-
site behavioral profile observed for the sample

of successful national administrators (BPOAz) when
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compared with the criterion of the conmposite be-
havioral profile expected (BPg).

= B

=

HO: BP pOA(j) = . . BPOA(n)

OA (1)
The data analysis procedures anad rgsults are described
in Chapter 1IV. 1In the case of cack hypothesis listed above
a series of techniques appropriate to testing the difference
between means for various distribntions was used. 1In those
cases where either sample sizes were different, or the stan~
dard deviations of distributions were known to be different,
or the expected results were directional, appropriate adjust-

_ments were made to the statistical techniques used.



CHAPTER 1V

ANALYSIS AND INTERPRETATION OF DATA

This chapter presents ap analysis and interpretation
of the data obtained as it relates to each hypothesis under
investigation. The major questions underlying each hypoth-
ésis that this study attempted to answer were as follows:

1. How does the composite behavioral profile observed
for successful educational administrators compare to the
composite behavioral profile observed for a random control
group?

2. How does the composite behavioral profile observed
for successful administrators compare to the composite be-~
havioral profile expected as defined by the Commission's
Internship Study Report?

3. How does the composite behavioral profile observed
of the sample of successful Oklahoma administrators compare
to the composite behavioral profile observed for the sample
of national administrators?

4, How do the behavioral profiles observed for all

administrators cocmpare to one another?
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Results of Hypothesis Testing

Results of Testing Hl

The proposition tested in hypothesis 1 was as follows:

Hl: There will be no significant difference between
the composite behavioral profile observed for the sample of
successful administrators (BPOA) when compazred to the crite-
rion of the composite behavioral profile expected (BPE), and
the composite behavioral profile observed for the control
group (BPOC) when compared to the critericu of the composite

behavioral profile expected (BPE).

Ho: BPOA = BPOC
le BPOA = BPOC

The composite behaVioral profile expected (BPE) was
converted to a mathematical equation based upon the presence
or absence of each factor, and the relative weight of each
factor according to rank order of appearance. The composite
weighted index value of the behavioral profile expected was
established as 135. The composite weighted index for each
observed behavioral profile was then statistically matched
to the specified criterion. The result was a distribution
of scores for both the random control group (BPOC), as well
as the sample of successful educational administrators (BPOA).
The results of the comparisons are presentwed in Table 5 in
the form of descriptive statistics. Figure 1 shows a dis-

tribution for the total sample of administrators and Neil's



TABLE 5

Results of Statistical Matching Between Composite Weighted Index for Composite

Behavioral Profile Expected (BPE) and Behavioral Profiles Observed

Group N Mean Standard Range
Deviation
BPOC Random Control Group 315 115 17 92 - 135
BPOA Administrators, Total 40 121 10 110 -- 133
BPOAl Administrators, Oklahoma 16 121 16 112 - 132 :
BP Administrators, National 24 120 16 110 - 133

OA2




FIGURE 1
Frequency Distributions of Composite Behavioral Profiles for Neil's Random Control
Group (N=315) and total Sample of Successful Educational Administrators (N=40)

Matched to Composite Behavioral Protile Expected

Ramdon Control Group | Sample of Successful
(BPy: X=115) Educational Administrators

e . X=
\\ (BPy,: X=121)

SIS

NOTE: Curves adjusted for
sample size for compari-
son purposes only,
Results appear in
Table 5.

\
|
\

Composite Behavioral
\ Profile_Expected
(BPE) {X=135)




random contirol group. Higher scores on Lhe index indicate
a broader motivational potential for a wider range of job
function requirements.

An approximate degrees of freedom t-test for‘two in-
dependent samples was conducted. The statistical test was
ased because of the unequal sample sizes and the resulting
expectation that the standard deviation of both groups would
be different. The results obtained were t = 3.2, df = 72,
and the observed p < .001.

The mean value for the random control group (i15) was
different from the mean behavioral profile observed for the
group of successful school administrators (121). The sample
of successful school administrators represented a group of
scores which was not obtained by chance.

In summary, the null hypothesis was rejected and the

alternate hypothesis was accepted.

Results of Testing H 2

The proposition tested in hypothesis 2 was as follows:

H.: There will be no significant difference between

2
the composite behavioral profile observed for the sample of

successiul administrators (BPOA) when compared to the crite-
ron of the composite behavioral profile expected (BPE).

H,: BP = BP

0 oA E
Hy: BP,, < BPp



The sample of forty observed benavicral profiles of
individual educational administrators was statistically match-
ed to this criterion. 'fhe mean valuve for the group of forty
was 121 as shown in Figure 1.

A single sample t-test was conducted utilizing the
appropriate adjustment for degrees of freedom given the un-
equal sample sizes. Results obtained were t = 8.9, df = 3¢,
and the observed p < .0001.

A narrative listing of the Temperament section under
the composite behavioral profile expected is shown in Figure
2 for the entire sample of successful educational administra-
tors. Therefore, the alternative hypothesis was accepted
indicating statistically significant differences between the
behavioral profile observed for the sample of administrators

and the behaviorial profile expected.

Results of Testing H3

The proposition tested in hypothesis 3 was as follows:

H3: There will be no significant difference between
the composite behavioral profile observed for the sample of
successful Oklahoma administrators (BPOAl) when compared to
the criterion of the composite behavioral profile expected
(BPE), and the composite behavioral profile observed for the
sample of successfvl naticnal administrators (BPOAZ) when

compared with the criterion of the composite behaﬁioral pro-

file expected (BPE}.
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FIGURE

Temperament Category Comparisons for Hypothesis Two

Temperament Expected

Management (plan, con-

trol, direct activities
of others) (4)
Evaluation (perceive,

(0)

study, analyze, compare

Coping (handling problems
naturally without stress) (8)

Involvement (with others

teamwork; group) (5)

Persuasive (to influence,
convince others intention-
ally (7
Detail (attention to data,

items, things) ()

Interpersonal (coping with

nature, traits, feelings
of others) (XD
Intuition (insight, imagina-
tion, perception, aware-
ness) (9)

strengths.

Temperament, Observed

)]

Coping (handling
problems without

stress) (8)
Involvement (with
others, teamwork;
group) (5)
Interpersonal (coping

with nature, traits,
feelings of others) (X)

Intuition (insight,
imagination, perception,
awareness) (9)

Management (plan, control
direct activities of
others) (4)
Persuasive (to influence,
convince others inten-
tionally) (7)

Change and variety
(ability to accept,

utilize change) (1L

XEY: Numbers on left indicate order of primary motivational
Numbers or letters on right indicate code

number of factors from page 4 of the Appraisal of
Personal Potential in Appendix A.
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Hy: BPyay = BPgpy

H3: BPOAI * BP

OA2

An approximate degrees of freedom t-fest for two in-
dependent samples was conducted., Results were t = (171,
df = 30, and the observed p * .50. The data in Table Five
shows the respective means, standard deviations, and the
ranges for those two samples. Therefore, the null hypothesis
was not rejected because the level of statistical significance
‘'0f the observed difference did not achieve the level which
had been previously established (p < .05).

However, there were differences under the h=2ading
éf Temperament. Narrative descriptions of this section for

the Oklahoma and national samples appear as Figure 3 for

comparative purposes.

Results of Testing H4

The proposition tested in hypothesis 4 was as follows:

H4: There will be no significant difference among the
behavioral profiles observed for the sample of successful
administrators (BPOA) when compared to the c¢riterion of the
composite behavioral profile expected (BPE).

Hy: BPoaci) = BPoacs) = BPoa(x) = BPoa(m)

H # # B #

BPoA () Poacx) * BPoa(m)

4: BP

OA(1L)
The data in Table Six show the means, standard devia-

tions, and ranges for each of the observed groups.



FIGURE 3

TEMPERAMENT CATEGORY COMPARISONS FOR HYPOTHESIS THREE

Composite Behavioral

Profile Expected

(N=32)

Temperament

1

Management (plan, con-
trol, direct activities
of others) (4)

Evaluation (perceive,
study, analyze, com-
pare) )

Coping (handle problems
naturally without
stress) (8)

Involvement (with
others, teanwork,

group) (5)

Persuasive (to influence,
convince others intent-
ionally) (7)

Detail (attention to
data, items, things) (Y)

Interpersonal (coping
with nature, traits,
feelings of others) (x)

Intuition (insight
imagination, perception,
awareness) ()

Composite Behavioral

Profile Observed

Oklahoma Sample (BPOAI)

(N=16)

Temperament

1

Coping (handle prob-
lems naturally without
stress) (8)

Involvement (with
others, teamwork,
group (5)

Interpersonal (coping
with nature, traits,
feelings of others) (X)

Management (plan, con-
trol, direct activities
of others) ) 4)

Persuasive (to influence,
convince others intent-
ionally) (7)

Change and varilety (abi-
1lity to accept, utilize
change) (1)

Intuition (insight,
imagination, perception,
awareness)

Evaluation (perceive,
study, analyze, com-
pare) (0)

Detail (attention to

- data, items, things) (Y)

Composite Behavioral

Profile Observed

National Sample (BPg,,)

(N=24)

Temperament

1

Coping (handle prob-
lems naturally without
stress) (8)

Invoivement (with
others, teamwork,
group) (5)

Interpersonal (coping
with nature, traits,
feelings of others) (X)

Persuasive (to influence,
convince others intent-
ionally) - (7)

Management (plan, ccn-
trol, direct activities
of others) (4)

Detail (attention to
data, items, things) Y

Intuition (insignt,
imagination, perception,
awareness) (8)

8 Evaluation (perceive,

study, analyze, com- .
pare) (0)

Key: Numbers or the left before each factor indicates the priority of the motivational factor.

Letters or numbers in parentheses

of the Appraisal.

to the right of each facter, is the ccde from page 4

10T



TABLE SIX
Results of Statisticual Matching Between Composite
Weighted Index for Composite Behavioral Profile
Expected and Behavioral Profiles Observed for

Four Types of Administrators (N=38)

Standard
N Mean Deviation Range
Administrators, Type I 5 117 16 112 - 132
Administrators, Type II 14 124 11 119 - 131
Administrators, Type III 10 116 9 110 - 125
Administrators, Type IV 1} 121 9 115 - 133

A one way analysis of variance was conducted using
adjusted degrees of freedom for unequal cell sizes. The re-

sults are presented in Table Seven.

TABLE SEVEN
Results of One-Way ANOVA for Four

Administrator Types (N=38)

Source SS df MSE F
Between 435 3 145 .261%(3,34)
Within 18925 34 556

Total 19360

*non-significant; o = .80
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The F ratio of .,261(3,34) is statistically non-
significant. Tuherefore, the null hypothesis was not rejected.
Although tne observed differences among the groups were not
statistically significant, there is a practical significance
suggested in that four types of administrators did cmerge
mainly due to their Lemperament orientation. The four types
observed ranged along a motivational spectrum from social/
organizational to operational/functional. The different
behavioral profiles appear in narrative form in Appendix D.
A description of the four types of administrators and their

practical significance is found in Chapter V.



CHAPTER V

SUMMARY, FINDINGS, CONCLUSIONS,
IMPLICATIONS AND RECOMMENDATIONS

Summary

This study was designed to evaluate the validity of
a description of leadership effectiveness developed by the
Okalhoma Commission for Future Iducational Leadership. The

Commission's Internship Study Report described a consensus

ranking of characteristics for future educational adminis-
trators based upon ithree major areas of skills and competen-
cies human conceptual, and technical. These results were
obtained through thirty-two structured interviews with
Commission members who4represented a cross section of com-
munities, school districts, and levels of professional
achievement.

Prior to implementing either selection procedures or
program design for administrator preparation based upon
these criteria, the Commission decided to evaluate the cor-
respondence between the characteristics of incumbent school
administratcrs both within and beyond Oklahoma who were

104
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regarded as successful when conpared to the "ideal" criterion.
This rescarch study was designed utilizing the measurement
systems developed by Neils. The Appraisal of Personal Poten-
tial and the Job Analysis and Coding System were selected as
data-gathering instruments. The Appraisal has been shown to
be particularly sensitive to individual differences and
expresses the motivational orientation of the individual
relative to certain operationally defined categories. The
resulting behavioral profile is a statement of motivational
potential for an individual under the major categories of
Interest, Temperament, Data, People and Things.

The Job Analysis and Coding System was developed to

identify and express the underlying worker traits for effec-

iveness in any given job function. This system was applied
to the Commission developed role description and established
as the behavioral profile expected for successful educational
leadership.

The population was comprised of two groups: (1) Okla-
homa superintendents selected to serve on the Oklahoma Com-
mission for Future Educational Leadership, and (2) national
superintendents selected as the one hundred most successful
school administrators in North Americaz.

A sample of twenty (20) Oklahoma administrators and
thirty-eight (38) members of the national sample were mailed
the Kuder Personal Preference Inventories and Kuder Vocatio-

nal Preference Inventories. Sixteen Oklahoma superintendents,
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80 percent, and twenty-four national administrators, 63 per-
cent, returned the completed instruments. Individual Apprais-
als were prepared from the results. Statistical combinations
were developed as composite behavioral profiles for all mem-
bers of the sample, members of the Oklahoma and national
samples and for the Lypes of behavioral profiles observed
for the sample as a whole. Results for the entire sample
were then statistically matched against the criterion mea-
sure of the weighted index score of the composite behavioral
rofile expected. Comparisons between various groups of
behavioral profiles observed were conducted in order to

statistically evaluate the stated hypotheses.

Findings

Data analysis techniques were selected to test the
observed differences between means of the samples. One-
tailed t-tests were used with adjustments for unequal sample
sizes and distribution with dissimilar standard deviation
for Hl’ Hz, and H3. A one-way analysis of variance was used
for H4 with adjustments for unequal cell sizes. Tests of
statistical significance were established at p < .05. The
practical significance of the observed results was explored.

Results were analyzed relative to the following
hypotheses:

H1: There will be no significant difference between
the composits behavioral profile observed for the



sample of successful administrators (BPOA) when
compared to the criterion of the ccmposile be~
havioral profile expected (BPg). and the compo-
site behavioral profile observed for the control
group (BPgc) when compared te the criterion of
the composite behavioral profile expected (BPg).
ho. BPOA = BPOC
There will be no significant differences between
the composite behavioral profile observed for the
sample of successful administrators (BPpa) when
compared to the criterion of the composite behav-
ioral profile expected (BPE).

H BP = BP

0 0OA E

There will be no significant difference between
the composite behavioral profile observed for the
sample of successful Oklahoma administrators
(BPga1) when compared to the criterion of the
composite behavioral profile expected (BPg), and
the composite behavioral profile observed for the
sample of successful national administrators
(BPpoa2) when compared with the criterion of the
composite behavioral profile expected (BPR).

Hy: BPoa1 = BPops

There will be no significant difference among the
behavioral profiles observed for the sample of
successful administrators (BPpp;) when compared
to the criterion of the composite behavioral
profile expected (BPg).

H = BP

o’ BPoa(i) 0A(j) = * * - = BPpa(p)

Analysis of Findings

The basic findings of the study were that the total
sample of administrators was nearer the expected criterion
than was Neils'random control group. Oklakioma administrators
were not significantly different from theix national counter-

parts. Four distinct types of composite behavioral profiles
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were detected within the total sample representing different
orientations along a motivationnl spectrum from humanistic
to functional.

Each administrator type behavioral profile is lsited in

narrative form in Appendix D.

Type I - Humanistic/Organizational (N=5)

The rank order of traits under the Temperament heading
shows an emphasis upon the interpersonal (relationships) as-
pects of functioning. This is reinforced under the heading
of Data in which the factors appearing include syanthesizing,
comparing, and analyzing but shows no orientation toward
action (or management) since their profile lacks the factor
of coordinating. Under the heading of People the social
service orientation (factors of mentoring and serving) are
‘followed by diverting or entertaining. No traits related

to management per se appear.

Type II - Social/Organizational/
Operational (N=14)

This largest group shows a broad range of motivation
as evidenced by the numbers of factors appearing in the
behavioraliprofile. This indicates primary motivation cover-
ing the broad range of role requirements present in most

administrative jobs. 1In contrast to Type I, this group
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demonstrates a Temperament orientation which, while inter-
personally oriented, is supported Ly the managemeéent oriented
factors of persuasion, management, detail, intuition, and
evaluation.

Further, under the Data heading these individuals in
Type I1 are motivated toward coordinating (action), compil-
ing and computing. This is a performance oriented sequence

of iraits as opposed to the Type I persons.

Type III - Organizational/

Operational (N=10)

This group is quite similar to Type II in that the
Type III individuals are oriented toward interpersonal in-
volvement with others as a priority shown under Temperament.
But the support factors, seen in the sequence of coping,
.intuition, management, persuasion and change and variety
suggest an abiltiy to be flexible in the organizational
environment.

Another difference from Type II is the stronger empha-
sis on confrontation in the People category as a means of

achieving organizational goals.
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Tvpe IV ~ Operational/Functional

(N=9)

Differences appear under each of the five categories
when compared to the other three types. The behavioral pro-
file under Interest shows an orientation toward non-social
processes, tangible, productive satisfaction, and abstract,
imaginative and creative areas.

Under the Temperament heading the primary orientation
is management. Under Data the results indicate that infor-
mation is interpreted, compared, analyzed, computed, and
results compiled prior to acticn (coordination).

In contrast to the other types, the People category

does not contain the ''social service'" orientation. Rather,
the emphasié is upon a role relationship (mentoring, in-
structing, supervising, negotiating and follow-through).
The benevolence trait is at the end of the profile, but does
appear. This operational orientation is suggested again in
the number of factors in the Things category while the other
Types had only one factor which was '"'no relationships" to
Things.

Figure 4 places the four administrative types along

a motivational continuum from humanistic to functional.



Figure 4

Continuum of Behavioral Profiles for
Four Administrator Types

/ / / /
Type I1: Type 11: Type III: Type IV:
Humanistic/ Social/ Organizational/ Operational/
Organizational Operational Operational Functional

Findings relative to the hypotheses were as follows:

1. A lack of similarity under any of the five cate-
gories of Interest, Temperament, Data, People, Things for
individuals in the control group. (Appendix C)

. 2. In none of the major categories could a focal
point be made on the control group so that ordered compari-
sons of individual observations could be made. This is in
distinct contrast to the results for the behavioral profiles
observed for the sample of successful administrators where the
main differences occurred under the heading of "Temperament."

3. There was not a statistically significant differ-
ence between Oklahoma and national administrators observed
in their behavioral profiles.

4. The statistical tests of the means of the admin-
istrative groups show that Neils' random contrél bears less
of a relationship to the criterion of the composite behavi-
oral profile expected than do the composite profiles of the

administrators when compared to the same criterion.
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5. The administratcrs us a group were clustered in
the upper portion of the distribution relative to the be-
havioral profile expected established as the 100th percen-
tile, or criterion measure.

6. 7The Commission generated behavioral prefile ex-
pected tends toward the management, or '"functional" orienta-
tion, while the observed behavioral profile for successful
educational administrators has a relatively higher emphasis
upon the coping and interpersonal orientations.

7. Four different administrator types, based on dif-
ferent motivational orientations toward job performance,
emerged from the data analysis.

8. The "Type IV" administrators more closely matched
the behavioral profile expected (BPE) than did any other
group of administrators.

9. The composite behavioral profile observed for the
total sample of administrators had a composite weighted index
value less than the criterion value of the composite behav-
ioral profile expected.

10. The primary motivational trait under the category
of "Interest" for 100%’of the forty administrators was ''con-
cerned with people, communication of ideas."

11. Twenty-six of thirty-one sample members showed
their primary motivational trait under the category of
"Things' was '"No relationship to things." Type IV (N=9)

showed a higher motivational potential toward '"Things"
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with a composite code of their three tor rank-ordered func-
tions as follows:

A. Manipulating materials

B. Cperate-Control-Machine operaticn

C. Feeding-Offbearing (feeding material in, take

material from machine).

Conclusions

1. A major characteristic of the majority of the
successful educational administrators was the social orien-
tation as opposed to the Behavioral Profile Expected (BPE)
which was more functionally oriented.

2. The data analysis provided support for the Com-
missicn's generated behavioral profile. The results sup-
ported the representativeness of the expected characteristics
of successful administrators when compared to those of incum-
bent administrators.

3. The four types of administrators representing
various points along a motivational spectrum from humanistic
to functional show the differing orientations important for
the requirements in a range of specific job settings.

4. The study did not indicate that the national
sample was significantly different from their Oklahoma
counterparts. However, the Oklahoma administrators were
Islightly closer to the criterion of the composite behavioral

profile expected than were those in the national sample.
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5. The Commission, in jts original description of o
successful educational administrator, heavily emphasized the
functional aspect of the role with relatively less emphasis
upon the social or organizational aspectls reguired. Relative
to the scale established for this study, a higher score repre-
sents an individual whose behavioral profile has a greater
number of factors appearing under each heading. This longer
behavioral profile indicates a kroader motivatidnal potential,

6. Individuals whose scores are closer to the cri-
teriorn of the composite behavioral profile expected can be
anticipated to exhibit greater motivational pctential for
the organizational and functional aspects of the role.

7. The ditfferences in descriptions of the role given
by incumbent educational administrators during the Commission's
interviews when compared to their own behavioral profile re-
inforces the indevendence of the data obtaired. The inter-
viewed administrators were not biased in responding by a

projection of their own characteristics.

Implications

1. The Commission's list of skills and competencies
may be used as a reference point for admimistrator prepara-
tion programs.

2. An applicant for an administrative position, or

a candidate for an internship whose behawioral profile
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closely matched any one or all of the observed behavioraol
profiles could be expected to have a relatively high proba-
bility of success in both completing a training program and

performing effectively in a specific organizational setting.

Implications for Future Research

1. One major area in which additional research may
be conducted is in the assessment of applicants for admin-
istrator preparation training programs. Screening applicants
based upon their behavioral profile relative to a specific
role definition could ensure a relatively higher probability
of success in training than utilizing only the standard
selection procedures of evaluating the previous education,
experience, or expressed interest. However, the profiles of
those candidates not selected are critical to validating a
system as effective in discriminating among potential candi-~
dates.

2. A more complete validation of the behavioral pro-
file expected as a criterion measure should be developed
through comparing groups of individuals judged as less
successful educational administrators to both the criterion
of the behavioral profiles expected as well as the composite
behavioral profiles observed for the various groups within
the study. Procedures could be established whereby admin-

istrators whose contracts were not renewed for subsequent
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vears could be evaluated in conjunction with an analysis of
the role description as stated by the board of education.
Differences, or lack of similarity between the individual's
behavioral profile znd the expectations of the governing
group, could assist in identifying the reasons for "job
failure."

3. Another area which could provide assistance in
organizational decision-making is an analysis of role expec-
tations as stated by boards of education im a.wide range of
school district settings. Because each district has unique
characteristics, and each board of education has specific
expectations, the use of the Job Analysis and Coding System
to develop the role definition as expected by a particular
board of education would assist in making selections among
candidates whosé motivational potential is consistent with
the actual job requirements.

4. Long-term studies of the effectiveness of persons
selected on the basis of behavioral profiles would provide
greater strength for both the selection process as well as
the content of profiles of leadership effectiveness. Simi-
larly, long-term evaluation of candidates not selected for
either a specific position or for administrator preparation
programs is important for validating the process and the
criterion measures.

5. Another approach for validating the behavioral

profile types identified in the sample is to evaluate the



extent to which the behavioral profile of the top adminis-~
trator's immediate subordinates are complementarvy to his/her
own behavioral profile relative to the specific requirements

of the organization.

Recommendations

1. A commoan selection criterion should be established
which would predict the ability of the administrator to sur-
vive in the social and political reality of his/her role.

2. Tor those administrators exhibiting a high opera-~
tional motivation, subordinates with a high social/organiza-
tional motivation would be complementary extensions of the
superintendent.

3. Training in administrator preparation programs
should emphasize the importance of operational effectiveness
as well as developing the ability of the top administrator
to design complementary organizational roles.

4. The top administrator should learn procedures to
select and develop subordinates_whose behavioral profiles
are”compatible with both role requirements and his/her own
personal behavioral style.

5. Boards of Education should use the Commission's
list of skills and competencies as a foundation for the
role requirements of leadership. Relative priority may be

given to various areas of the description based upon the
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current or projected nceds of the organization. Decisions
regarding both top administrators ond his/her major areas of
competency may be used as a guide to administrative team-
building so that all operating areas are covered in the

organization's job descriptions.
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120

NCIICE

Belore this 2ppraisal may be used by any person, persons cr institution for academic, vocational, counseling or therapeutic
purposes, a validation acknowleggement and permissicn 10: suzh use must be specifically granted by the person who has been
appraised heren - or from his or her.parents or guardian if that person is a minor, I such perrmission is not granted, no party is
authonzed to have access 10, or possession of tus appraisal.®

It is mancatory that this appraisal and all copies thereof be cestroyed if the persen identified herein rejects the validity of said
identification. The validity of the statements herein rests solely with the voluntary, urinfiuenced and willing acceptanze of sag
statements by the person defined. :

if and when the person appraised is no longer with the organization, institution or corporation which has been granted
temporary loan of this appraisal, it must be returned to the person appraised (or cestroyed) at his request.

No ccpies may be made of s appraisal, of the whole or in part. No information from this appraisal may be given to other
persons. organizations or corporalions without the express knowledge and permresion of the person appraised heren.

Acceptance of this appraisal shall constitute an acceplance of the conaitions $tated a2bove. Violation of these conditions shafl
be considered suflicient cause for prosecution by the person appraised.

Waiver or exceptions shull be the sole nght of the person appraised herein.

I have read this appraisal of mysell, consider it valid and acceptable, and authorize the foliowing party to use it.

Party granted use of this appraisal.

Authorized by:

Person appraised herein, or Guardian or Parent thereof.

* The original of 2 copies remains in the possession of the person apgraised.

P.O. Box 267 Bigfork, Montana 59911 Prone (¢05) £37¢385 BOTRINVILS DEVEIOSASHT
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. MANAGERXAL = THE MOTIVATION T0 REACH OBIECTIVES BY DIRECTING THE
TALENTS 0OF OYHFRS. YO FUNCTION IN A GIVEN ORGANIZATIONAL POSY—
TION ARD ROLE IN WHICH. AND FROM WHICHe. THE RESPONSISYLITY AND )
AUTHORITY NF *THE OFFICE® CAN BE IMPERSORNALLY EXERCISEDe

ARXE -~ y = _CHANG N_STRID
TO QUICKIY GO FROM ONE THOUGHT OR ACTIVITY TO ANOTHER. AVOIDANCE
OF RUOUTINE DR THE STATUS QUOe AN_TMPATIENCE WITH SAMENESS IN
SURROUNDINGS OR ACTIVITIES.

A AUTY VERSUS UGLINESS. .

-_ _ATTRACTIVENSSS OF THAT WHICH IS SEEN, CUOLOR AND SHADES OF COLORe o
SPATTIAL MEASURE~SIZE . SHAPE. DISTANCE., DIMENSION, PERSPECTIVE.
ETC.

AUDITORY PERCEPTION AND EXPRESSION — AWARENESS OF SDUNDe ITS
SQURCE_AND MEANINGe. CONSCIOQUSNESS OF SOUND AS A PRIMARY CHANNEL
OF PERCEPYION AND EXPRESSIONe LDVE OF MUSIC AS HOTIVATION FOR
MUSICAL ACTIVITYe WHETHSER IT BE LISTENINGs SINGINGe OR PLAYINGe

LITERARY INTEREST =~ MOTIVATION TO DBTAIN INFORMATION THROUGH

QARG RO T e TI0 S GREMISTH v ASPEN COLORALG F101T ¢ AR5 2670
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Prepared For:

GENERAL WARRANTY CORP.

Ot

—_— VISUAL MEDI AL WHETHER IT BF RO0KSe MAGAZINESe MOVIES. TELEVISION

———————— DR OTHER MEANS. MOTIVATYION OR WILI INGNESS TO OQBTAIN INFOPMATION

—_— _YHROUGH _SECONDARY CHANNEYL S BATHER THAN _YHBROUGH EIRST—HAND
INVESTIGATION ANDZOR EXPERIENCE A

EXPOSURE &
=& DUESTIDONS REGARDING YOUR APPRAISAL %
BOX 267

CONTACT — POYENTTIALS DEIVYEL OPMENY —~ PaQa
LAN6/IB3T—4 338G

MOMT . S9G11 =

BIGEORK
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APPRAISAL OF FERSONAL POTENTIAL

Page

&/r20762

Prepared For GENERAL. WARRANYY CORPe

Of:

VOCATIONAL TECHNICAL AREA

LEADERSHIP POTENTIAL

RATINGS:

5.

4.

Administrative/Executive

Managerial/Supervisory

Working Foreman

Expeditina/Dispatch

wo i | o0 |

. INTERPERSONAL FACTORS

Avoiding Conflict

Dominant

Agoressive

Dogmatic

Persuasive

L)

Tact. Diplomacy

Self-Oriented

Other-Oriented

SOCIAL FACTORS

o

Philosophical

Grecarious e

Benevolent

Involived

Communicative

PERFORMANCE

Reliahility »MEYRODI CAL o PROCEDURALCLERICAL

Permanence

Durability

Adantahility

Fleyihility

Yisya! Percention

Auditory Percention

Reattion Speed

Concentration

— Boutine

Detail

7]

Methodical Procedure

Dexterity

Probiem Splving-Known

RATINGS:

Problem Solving-New

. Dedicated Mot

Loarning (by experience)

. Strong Motivatic:

Learnipg (hy tne Hook)

wirfa

. Moderate Motiva,

| tteraey Onentotion

Disinterest

alin

_Avoicance

Najusel Quenation .
Rt . . -

B

Wil W Wil
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APPRAISAL OF PERSONAL POTENTIAL

828712

Prepared For:

GENERAL,_ WMARRANTY CORPa

ot:

VOCATIONAL-TECHNICAL AREA

MECHANICAL ORIENTATION

"RATINGS!

5. | 4. 3. ]2 1.

Awareness

S

“Feel”

Operation

Wik

Skill, immediate

Skill, Gradual

OPERATION

“*‘Break in™ Speed

Steady (Quantity)

Skill (Quality)

Aptitude

Dexterity

Automatic (Subconcious)

WiW W

REPAIR

Natural Awareness

Familiar Areas

New Machinery

Aptitude

Familiar Areas

New Machinery

Routine

Detail

a2

Methodical Procedure

Housekeeping

MAINTENANCE

Aptitude

Motivation

Methodical Procedure

(LY

Aesthelics (Appearance)

Durability

Reliability

RATINGS:

1. Automabicz’

2. Excelient #

|

Moderateis 7 ar”

n

. Slow

o

Poor

M AT R e e G ()
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A
BEVELCEAENT APPRAISAL OF PERSONAL POTENTIAL o son /s

Prepared For  GENERAL _WARRANYY GC(IRPa

ot -
OCCUPATIONAL TITLE AREA
APTITUDE RATINGS:
S Y 3.1 2 1
G- _Intelliaence {general learning ability)— S ASTIC 2
V. Verbal (understand & use woras well) 1 -
N- Numerical (natural, etficient math ability) <
S- Spatial (form awareness) 3
P. Form Perception {graphics. charts. ptans, diagrams)
Q- Clerical Perceotion {data, detail: verbal & tabular) o B
K- Motor Coordination (Physical coordination - bodily) x
F- Finger Dexterity (handle small objects quickly, accurately) 3
M- Manual Dexterity (move hands easily & skillfully) =
E- Eye-Hand-Foot Coordination 3
C- Color Discrimination (recognize degrees or shades) 3
GENERAL EDUCATION DEVELOPMENT
REASONING CAPACITY:
6 Loaic. symbols. graphs. etc. &
5- Variables: concrete. abstract ’ 3
4- Problems. practical & concrete 2 B
3- Problems. standardized. routine 3
2- Instructions, standard, routine - -l &
1- Instructions. basic, simple [ )
MATHEMATICAL CAPACITY:
6- Advanced 3
4- Problem identification & procedure &
3- Problem computations 3
2- _Arithmetic + — X -+ 3
_1- _Posting - Tabulation 3
LIANGUAGE CAPACITY:
& \Wrlling publications, speeches, lectures 2
4. Transcribe digtation, interpret, exptain, etc. 2
2. File. post. copy: read instrugtions 2
1. Understand basic instructions & procedures 3 )

RATINGS:

3. Excellent Ferro -

2. Guog Polentie:

3, Moderate Fot

NI VRN N T R TR R LTS I o BV Y A A UR S TERCE RIS TR S B . vt
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Page

APPRAISAL OFAPERSONAL POTENTIAL

{r2e/8

Preparcg For:

GENERAL MARRANTY CORPA — .

of:

OCCUPATIONAL TITLE AREA

INTEREST (PREFERENCES)

RATINGS:

5. 14

(24

ACTIVITIES:

- Dealing with things & objects

4

- Business contacts with people

- Routine. orqanized

- Working tor people for their presumed good

Gain recognition from others

Q)l[llsw!\)—‘

Concerned with peopie, communication of ideas

de

-3
N

Technical. scientific

Abstract. imaginative, creative

o] Pl

Non-social: processes, technigues, functions

Tangible, productive satistaction

TEMPERAMENT

Change And Variety (ability to accept, utilize change)

Short Cycle Activity (routine aclivity set by procedure)

Controlled Activity (supervised procedure)

- Management (plan, control, direct activities of others)

Involvement (with others, teamwork; aroup)

Isolation (work apart, individual)

Persuasive (to inftuence, convince others intentionalty)

Coping (handle problems naturaliy without stress)

Intuition (insight, imagination. perception, awareness)

Evaluation (perceive, study, analyze, compare)

Interpersonal (coping with nature, traits, feeling of others)

Detail (attention to data, items, things)

Wil

RATINGS:

1. Excelient F(“.:‘\.’!_',.A".A

. Good oter

2
3. Moanate
4

. Disanters

Aot e
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A
APPRAISAL OF PERSONAL POTENTIAL 4 p0p 4;

Prepared For:

GENERAL WARRANTY CUORPa

of:

OCCUPATIONAL TITLE AREA

FUNCTIONS

RATINGS:

5 | 4

DATA

0- Synthesizing (interpret, conceptualize, relate, use)

1- Coordinatinn (determine time. sequence, procedure, action)

2- Analyzing (evaluation of data per se)

NININ

3- Compiling (gathering. coltating. classilying)

4. Computing (arithmetic operations re; data {not counting))

5 Copying (ranscribinQ. posting, entering data)

olele

6 Comparing (judaing data re: other gata)

W

7-8- No Relationship

»;

PEOPLE

0- Mentoring (dealing with total personality of others)

1- Negotiating (confront & communicate to achieve goallagreement)

2- {nstructing (teaching. training. demonstrating)

3- Supervising (determine, assiagn, direct work of others)

4- Diverling (amusing, entertaining. keeping attention of others)

5 Persuading (to influence, convince others)

6- Speak-Signal (give directions, assignments. information) .3

v ot | 2o 1o o f 00

7- Serving (serving interest of others willingly, sacrificially)

& No Relationship

THINGS

0- Setting Up (prepare. adjust machine prior to operation)

1- Precision Workino (quality. standards in machine operation)

2- Operate-Control (machine operation: stari. stop, control)

3. Drive-Operate (mobile equipment: steer, speed. control)

4. Maniputating (move, quide, place materials: body work)

wiutu

5 Tending (observing operation: gauges. switches)

& Fecding-Olfbearing (feeding material in, take material from machine)

7. Handling (material handling, basic; minimum judgment)

8. No Relationship

RATINGS:

1. Exceltont Pote

2. Good Potrntit
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POTENTIALS e . 128 80345 00003 Page
A
DEV‘LQ%EN'I' APPRAISAL OF PERSONAL POTENTIAL

4/28782

Prepared FOr.  GENERAL WARRANTY CORPa

ot =

OCCUPATIONAL TITLE AREA

WORKER TRAIT GROUPS RATINGS:

Art &

Business Relations 1

Clerical ' S

Counseling, Guidance &

Cratts &

Education & Training ; K

Elemental Work S5

Engincering 'y

Entertainment 2

Farming. Fisheries a ¢

tnvestigating, Testing 5

Law & Enforcement 3

Machine Work &

Managerial. Supervisory R . 1 <

Mathematics & Science =3

Medicine & Health 5

Merchandising 1

Music &

Personal Service

nin

Photo/Communication —~OFFICE MACHINE OPERATIDN

Transporiation ry

Writing &

HOTIVATIONAL PROGRESSION T ANTI—MOTIVATIDNAL

INTEREST~ 65 2 & - * z 93 1

TEMPERAMENT~ S 74 1 8 = 3 6 2

DATA—~ 02 6 ¢+ 7 x 4 3 S

PEOPLE—~ 245136 [ ¥ T 8

THINGS=— 8 = 0 5 - . 3 67

APYITUDE—- v G *

REASDNING LEVEL — &4 RATINGS:

BRATH LEVEL — 3 i - 1. Excellent Potential

LANGUAGE LEVEL = 6 2. Good Potential

VISUAL PERCEPTION - S ' . 3. Moderate Potential

AUDITYORY PERCEPTION - & 4. Disinterest

5. Avoldance

OPO. BOX 788 » 700 5. GARMISCH e ASPEN, COLORADO 81611 » 303/925-2670

OV 1en Cai 75D PO » CENTRALIA WASHINGTON 98531 o 2N6736.P585
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s LANGUAGE CAPACIT
194 "C:’ .. WARITING nunucnxovs. spsscuss. LECTURES - P
;;." NARRATIVE VOCAT{ONAL CODE FACTORS - ANTE~HMDTIVATIONAL . N
s S ——- —_— —
C W T T ENTERES T VT I TN T IIT I IS T e RIS
L 7 TECHNICAL. SCIENTIFIC . - - H.
o NQH-SOCLAL = PIOCESSESs TECHNIQUESe FUNCTIONS L
e 3. .ROUTINE. ORGANIZED
8577 1.7 TDEALING WITH mxncs £ 0pJECTS

' 00X 267, DIGFDAX. uuunm 59911

¢, . _
POTENTIALS VEVELOPWENTs INCs ggCA"n.‘AL CODES

. A e e e e et s r e GENEmu. -ARRAN!' coapre | _ ——— e .
- :C DATE = 4as28/782 ST : . T

NARRATIVE VYOCATIONAL CDDE FACTORS « MOTIVATIONAL

0 L mrenesr T e LTI T
CONCERNED 41TH DPEOPLE, couuuqlculuu ‘OF '1DEAS :

GATN RECOGNITION FROW OTHER N -
. BUSTHESS CONTACTS WlTH PC PLE e e e : L€
WDIKING FOR PEJPLE FOR.THEIR PRESUMED GOOD - z » TTITTTLLS

»
TEMPERAMENT N R - 3
INVYOLVEMENT ~ WITH ODTHERS. TEANWIRX. GROUP . . L R
PERSUASIVE =~ TO INFLUENCE, CONVINCE OTHERS INTENTIONALLY (.0 A . N r
MANAGEMENT ~ PLANs CONYRDL., DIRECY ACTIVITY OF OTHERS "
CHANGE AND VARIETY = ABILITY IO ACCEPTe UTILIZE CHANGE . "
COPING = nmm.e PROULEMS Mrumu.v ¥1THOUT STRESS . .

saNUC

a< OOU=USND N=ONOD amsNU
=
>

SYNTHESIZING ~ INTERPRET. CONCEPTUALIZ2E. RELATE, USE - n
ANALYZING -~ EVALUATION COF DATA PEZR SE .. . U L. - ne
COMPARING = JUOGING DATA RE- omsn DATA . S e e . .- - . .- -t
COINDINATING = DETERRINING TINME, SEQUENCE. PROCEOUREs ACTION

NO RELATIONSHIP

»

EOPLE . . L e el . . . . . - 3

INSTRUCYING = TEACHING. TRAINING. DEMONSTRATING »
DIVERTING = AMISINGe ENTERTAININS. KEEPING ATTENTION OF DTHERS - ke
PEASUADING —~ TO INFLUENCEes CONVINCE OTHERS . .
NEGOTIATING = CONFRONT £ COMMUNICATE TO ACHIEVE GOAL/AGREEMENTY . . s . -
SUPERVISING = DETERMINE, ASSIGN, OIRECY ¥Y09K OF OTHERS
SPEAK=SIGNAL ~ GIVE DIRECTIONS, ASSIGNMENTS, 1MNFORVATION
MENTORING - DEALING ll'll TOTAL PCRSBNALI\'V oF OINERS

THINGS o -

ND nELAtxcusnlD

M ’VE_.. Apnvuos a——— iy e Pl e e e DL "
2 .. ERBAL — UNDERSTA USE WORDS WELL - .. .. . o
“ L H !NIELLIGENCE - c=NEm\L. LEARNING Aau.nv . . .- . -

::r':'.-u'sl«sum NG CAPAC

TEMPERAMENT .
-~ CONTROLLED ACTIVITY = SUPERVISED PROCEDURE
-ISULATION = WORK APARTe INOIVIOUAL -
..Hﬂﬂl CYCLE ACTIVITY = ROUTINE ACIIVI'Y S"" D' PRO EOURE

VA o i e e i e e e e e e e e et .o
COMPUTING T ARTTHMETIC OPCAATIONS RE=DATA ~~ S 77 NOT TOUNTING Tl 1 0 11 ST o T sEm e L ot
CUMPILING = GATHERING, COLLATING. CLASSIFYING . .
:OVYING ~ TAANSCRIBING, pOSllNG. ENTERING DATA T

PEOPLE o —- - . 4ete e isiceiis ewee e
SCRVING = SERVI NG INYERESY UF D.MCRS IlLLINGLV- SACRIFICIALLY
ND RELAI’lONSHU’ . .

et e e —m s e

TN!NGS -
SCTTING UP - PﬂEf’AREo ADJUST HAC‘HNE PRIOR 70 qunumu
TENDING ~ OBSERVING OPERATION-GUAGES.SYITCHES

.- PRECISIGN WURKING — CQUALITYs STANDARDS IN MACHINE OPSRATION ——
FEEDING=-0FFOEARING — FEEDING MATCRIAL INe TAKE MATERIAL FRON. NACNINE- .—
HANDLING = HATERIAL MANDLING, BASIC RINIMUK JUDGEMSNT

Lt
] onbovastutetindesiol Rt

C e e - Ce e
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DEVELOPING JOB NOMENCLATURE
FOR THE
VOCATIONAL POTENTIAL IDENTIFICATION SYSTEM

Enclosed are blank appraisal rating sheets entitled OCLUPATIONAL TITLE
AREAS, with subheadings: INTEREST, TEMPERAMENT, DATA, PEOPLE and THINGS.
Under each of these subheadings, you will note a list of factors follow-
ing a numerical or alphabetical code number. Also included is another
page entitled WORKER TRAIT GROUPS (covering 22 major work areas in which
all jobs should fit). Plezse note the format for the WORKER TRAIT CODE
has been placed at the bottom of this pape. (These 22 Groups are not
part of the code, but are used to 'locate'’ the job in one or more of
these groups.)

The job analysis occurs through the rating of all of the factors under
the 5 subheadings listed above. The following rating levels are to be
used in determining the relationship of a specific factor (Worker Trait)
necessary to perform that job function:

Level 1: the factor is absolutely necessary.

Level 2: the factor is very important.

Level 3: the factor is of possible support value.

Level 4: the factor is of no value to the job.

Level 5: the factor is a pronounced liability to the job.
Let each factor have a specific and consistent meaning and application.
(For instance, "synthesizing" under "DATA" has a.philosophical meaning
similar to "mentoring" under "PEOPLE", but uppiied in another ‘area.)
When each section is completed, double check your ratings relative to
all other ratings in that section. Make changes if necessary to get
their relative position in balance. (Do NOT rate the factor emtitled
"No Relationship" under DATA, PEOPLE and THINGS.)

After each of the groups (INTEREST, TEMPERAMENT, DATA, PEOPLE, THINGS)
have been rated, study all factors with a rating of "1" and list them in

their order of importance. Continue that code with the factors rated "2"
in their order of importance. List these under "QUALIFYING FACTORS".

When that is completed, list all factors rated "5" and "4" under the
heading "DISQUALIFYING FACTORS" in their order of importance and effect.

(1f more intensive ratings are needed, use page 3 for mental and sensory
traits; page 2 for mechanical traits; page 1 for broad coverage.

The job analysis is then completed. The process of matching the person
to the job, or the job to the person, is accomplished by comparing the
code of the person (found on the same page in the APPRAISAL OF PERSONAL
POTENTIAL) with the code of the job. The probability of successful
performance of the person in that job is directly related to the number
of common factors in both codes - and the match of the factors in their
hierarchical order. Probabilities are reduced by disqualifying factors.

Kenneth G. Neils, APD

POTENTIALS DEVELOPMERT __
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Page

DEVELOAOENT ' APPRAISAL OF PERSONAL POTENTIAL

Prepared For

ot

OCCUPATIONAL TITLE AREA

WORKER TRAIT GROUPS ) RATINGS:

S5 | 4 312 1.

Art

Business Relations

Clericat

Counseling. Guidance

Crafts

Education & Training

Elemental Work

Engineering

Entertainment

Farming, Fisheries

Investigating, Testing

Law & Enforcement

Machine Work

Managertal, Supervisory -

Mathematics & Science

Medicine & Health

Merchandising

Music

Personal Service

Photo/Communication -

Transportation

Writing

WORKER TRAIT CODE FROM JOB ANALYSIS

T PAGE SECTION  QUALLIFYING FACTORS (1 & 2) DISQUALIFYING FACTORS (5)

[ INTEREST :

4 TEMPERAMENT ¢

5 DATA:

5 PEOPLE:

S TuINGS:

JOB TITLE:

RATINGS:

REASONING LEVEL:

. Exceilent Potential

MATH LEVEL:

. Good Patential

LANGUAGE LEVEL:

. Moderate Potential

v njwinia

VISUAL: . Disinterest
—AUDITORY+ . Avoidance

O PO.BOX 788 « 700 S. GARMISCH o ASPEN, COLORADO 81611 e 303/925-2670

0O 160 SALZER RD. o CENTRALIA. WASHINGTON 98531 o 206/736-8585
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Page

APPRAISAL OF PERSONAL POTENTIAL

Prepared For:

of:

OCCUPATIONAL TITLE AREA

INTEREST (PREFERENCES)

RATINGS:

4,

ACTIVITIES:

uv

4

Dealing with things & objects

Business contacts with pcople

Routine. organized

\Working for people for their presumed good

Gain recognition from others

Concerned with people. communication of ideas

Technical. scientific

Abstract. imaginative, creative

Non-social: processas. techniques. functions

1.
2.
3.
4-
5-
6-
7-
8-
9.
0-

Tangible, productive satisfaction

TEMPERAMENT

1.

Change And Variety (ability to accept. ulilize change)

- Short Cycle Activity (routine activity set by procedure)

- Controlled Activity {supervised procedure)

- Management (plan, control, direct activities of others)

involvement {with others, teamwork: group)

Dl |aslwin

- 1solation (work apart. individual)

-
.

Persuasive (1o influence, convince others intentionally)

Coping (handie problems naturally without stress)

Intuition (insight, imagination. perceplion. awareness)

Evaluation (perceive. study, analyze. compare)

Interpersonal (Coping with nature, traits. {eeling of others)

<|x|o{o|e

Detail (attention to data. items, things)

RATINGS: _

1_Exceilont Poter®

2, Good Potential

3. Maoderate

AL T L T A
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DEVEHO I SLNT | " APPRAISAL OF PERSONAL POTENTIAL

Prepared For:

Of:
T OCCUPATIONAL TITLE AREA , T
FUNCTIONS RATINGS: _—

_ 5 | A 3. ] 2. 1.
—_ DATA s{ a4l 3! 2 1

0- Synthesizing (interpret, conceptualize, relate, use)

1- Coordinating (determine time, sequence, procedure, action)
- Analyzing (evaluation of data per se)
- Compiling (gathering. collating. classifying)
- Computing (arithmetic operations re: data (not counting))

- Comparing (judging data re: other data)
8- No Relationship

2
3
4
5- Copying (transcribing. posting. entering data)
6
7

PEOPLE

0- Mentoring (dealing with total personality of others)

1- Negotiating (confront & communicate to achieve goal/agree;ﬁent)

2- Instructing (teaching. training, demonstrating)

3- Supervising (determine, assign, direct work of others)

4- Diverting (amusing. entertaining, keeping attention of others)

5- Persuading (to influence, convince others)

6- Speak-Signal (give directions, assignments, information) el

7- Serving (serving interest of others willingly, sacrificially)

8- No Relationship

THINGS

0- Setling Up (prepare, adjust machine prior to operation)

1. Precision Working (quality, standards in machine operation)

2- Operate-Control (machine operation: start, stop, control)

3- Drive-Operate {(mobile equipment: steer. speed. control)

4. Manipulating (move, guide. place materials: body work)

5- Tending (observing operation: gauges, switches)

6- Feeding-Offbearing (feeding material in, take material from machine)

7. Handling (material handling, basic; minimum judgment)

8- No Relationship

RATINGS:

. _Excellent Polirnt

._Good Potential

._Moderate Putent:

. Disinters

o s 1IN

Avoidance
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APPENDIX C

Portion (N=36) of Behavioral Profile Observed

for Neils' Random Control Group (Total N-315)

NOTE:

Interest Temperament Data Peaple Things
6437 98X5Y10 06231 70z6 723468
6428 X98541 0628 072436 87

65428 85X7419 8 072456 837

6428 85X497Y1C 026431 07241365 8

65248 85741XYS0 06241 0251364 84
§5423087 85X74Y190 602431 1602431 24678
64528 5X8419 68 740236 837

6548 58X71 8 407256 8

64238 5X98410 0621 702436 8
64293087 5X9842Y10 061243 072136 0125678
64258 5X748Y190 06231 0245672 8

65428 5X748190 6102 2513604 0458
€£5428 5718X49 0618 45160623 834
652301 5748X10 60218 2513604 423673
6542 518X749 80 4025136 83

56421 57841 18 5160243 43678
56901 571 618 516 3467125
6574293018 7854Y1S0 062431 251036 £1423678
51642 71540 0618 50236 0347268
65428 71854 "8 4510236 8347
6542087 785X4190 062431 0251736 786
65428 785419 0268 50236 7836
96530187 862Y190 4602315 02168 02345671
491762308 285X4Y190 062431 072136 01467225
6987 6Y190 602431 026 026
59017623 264Y10 460231 136 01245673
930175 26Y10 460231 18 01245673
501293 24Y10 62431 136 01234567
69308 2190 60241 016 467235
93764018 2Y890 4630215 76 01456723
83071 2Y630 463521 8 01245672
5930172 264Y0 461235 1368 01234567
15930 2561 6 8 02345671
6541 51 8 746 46738
63018 619 068 08 46723
6518 1 6 76 467238

These Behzavioral profiles were selected at random from
the controi group and an attempt was made to classity

the

observed

scores

by

Temperament heading.

trait

rankings

under

the
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APPENDIX D

TYPE 1 NARRATIVE BEHAVIORAL PROFILE

INTEREST
1 Concerned with people, communication of ideas (8)
2 VWorking for people for their presumed good (4)
3 Abstract, imaginative, creative (8)
4 Business contacts with pecple (2)
5 Gain recognition from others (5)
TEMPERAMENT
1 Interpersonal (coping with nature, traits, feeling

of others) (X)
2 Intuition {(insight, imagination, perception, aware-

ness) (9)
3 Coping (handle problems naturally without stress) (8)
4 Involvement (with others, teamwork, group) {(3)
5 Persuasive (to influence, convince others intent-

ionally) (7)
6 Management (plan, control, direct activities of

others) (4)
7 Change and variety (ability to accept, utilize

change) (1)
8 Evaluation (perceive, study, analyze, compare) (0)
DATA

1 Synthesizing (interpret, conceptualize, relate, use)(0)
2 Comparing (judging data re: other data) (6)
3 Analyzing (evaluation of data per se) (2)

PEOPLE
1 Mentoring (dealing with total personality of others (O0)
2 Serving (serving interest of others willingly,
sacrificially) (7)
3 Instructing (teaching, training, demonstrating) (2)
4 Diverting (amusing, entertaining, s.:eping attention
of others) (4)
5 Speak-Signal (give directions, assignments, infor-

mation) (6)



THINGS

1 No Relationship (2)
TYPE 2 NARRATIVE BEHAVIORAL PRCFILE
INTEREST
1 Concerned with peéple, communication of ideas (6)
2 VWorking for people for their presumed good (4)
3" Gain recognition from others (5)
4 Business contacts with people (2)
5 Abstract, imaginative, creative (8)
TEMPERAMENT
1 Coping (handle problems naturally without stress (8)
2 Involvement (with others, teamwork, group) (5)
3 Interpersonal (coping with nature, traits, feeling
of others) (X5
4 Persuasive (to influence, convince others intent-
ionally) (7)
5 Management (plan, control, direct activities of
others) (4)
6 Detail (attention to data, items, things) (1)
7 Intuition (insight, imagination, perception, aware-
ness) (9)
8 Evaluation (perceive, study, analyze, compare) (0)
DATA
1 Synfhesizing (interpret, conceptualize, relate, use)(0)
2 Comparing (judging data re: other data) (e)
3 Analyzing (evaluation of data per se) (2)
4 Coordinating (determine time sequence, procedure,
action) ' (1)
5 Compiling (gathering, collating, classifying) (3)
6 Computing (arithmetic operations re: data) (4)
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PEOPLE
1 Mentoring (dealing with total personality of others (0)
2 Instructing (teaching, training, demonstrating) (2)
3 Serving (serving interest of others willingly,
sacrificially) (7
4 Diverting (amusing, entertaining, keeping attention
of others) (4
5 Persuading (to influence, convince others) (5)
6 Negotiating (confront and communicate to achieve
goal/agreement) (1)
7 Speak-Signal (five directions, assignments, infor-
mation) (6)
8 Supervising (determine, assign, direct work of
others (3)
THINGS
1l No Relationship (8)
TYPE 3 NARRATIVE BEHAVIORAL PROFILE
INTEREST
1 Concerned with people, communication of ideas (6)
2 VWorking for people for their presumed good (4)
3 Gain recognition from others (5)
4 Business contacts with people (2)
5 Abstraci, imaginative, creative (8)
TEMPERAMENT
1 Involvement (with others, teamwork, group) (5)
2 Interpersonal (coping with nature, traits, feelings
of others) (xX)
3 Coping (handle problems naturally without stress) (8)
4 Intuition (insight, imagination, perception, aware-
ness) (9)
5 Management (plan, control, direct activities of
others) (4)
6 Persuasive (to influence, convince others intent-
ionally) (7)
7 Change and Variety (ability to. accept, utilize

change (1)
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DATA

1 Synthesizing (interpret, conceptualize, relate, use)(0)
2 Comparing (judging data re: other data) (6)
3 Analyzing (evaluation of data per se) (2)
4 Coordinating (determine time sequence, procedure,
action) [@D]
PEOPLE
1 Mentoring (dealing with total personality of others (0)
2 Serving (serving interest of others willingly,
sacrificially) (7)
3 Instructing (teaching, training, demonstration) (2)
4 Diverting (amusing, entertaining, keeping attention
of others) 4)
5 Negotiating (confront and communicate to achieve
goal/agreement) (1)
6 Speak-Signal (five directions, assignments<s, infor-
mation) (8)
7 Persuvading (to influence, convince others) (5)
8 Supervising (determine, assign, direct work of
others) (3)
THINGS
1 No Relationship (8)
TYPE 4 NARRATIVE BEHAVIORAL PROFILE
INTEREST
1 Concerned with people, communication of ideas (6)
2 Business contacts with people (2)
3 VWorking for people for their presumed good (4)
4 Gain recognition from others (5)
5 Non-social: processes, techniques, functions (9)
6 Tangible, productive satisfaction (0)
7 Abstract, imaginative, creative (8)
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TEMPERAMENT

]l Management (plan, control, direct activities of

others) (4)
2 Interperscnal (cocping with nature, traits, feelings

of others) (X)
3 Coping (handle problems naturally without stress) (8)
4 Involvement (with others, teamwork, group) (5)
5 Detail (attention to data, items, things) (Y)
6 Intuition (insight, imagination, perception, awarce-—

ness) (0)
DATA
1 Synthesizing (interpret, conceptualize, relate, use)(0)
2 Comparing (judging data re: other data) (6)
3 Analyzing (evaluation of data per se) (2)
4 Computing (arithmetic operations re: data) (4)
5 Compiling (gathering, collating, classifying) (3)
6 Coordinating (determine time sequence, procedurs,

action) (1)
PEOPLE
1l Mentoring (dealing with total personality of others (0)
2 Instructing (teaching, training, demonstrating) (2)
3 Supervising (determine, assign, direct work of

others) (3)
4 Negotiating (confront and communicate to achieve

goal/agreement) ‘ (1)
5 Speak-Signal (give directions, assignments, infor-

mation) (6)
6 Serving (serving interest of others willingly,

sacrificially) (7)
THINGS
1 Manipulating (move, guide, place materials: body

work) (4)
2 Feeding-Offbearing (feeding material in, take

material from machine) (%)

3 Handling (material handling, basic; minimum judgment (7)

KEY: Numbers on the left indicate rank order of importance
within eacn category. Numbers and/or letters in paren-
thes<s on the right indicate the code number of a factor
in pages 4 and 5 of the Appraisal of Personal Potential.
(Appendix 4a)
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