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ABSTRACT
LEADERSHIP PERSPECTIVES OF TENNESSEE 

SCHOOL LEADERS

by
Jessie Shields Strickland

The problem was to determine factors Tennessee school 
leaders consider important to effective leadership. 
Organizational frames by Bolman and Deal were used. The four 
organizational frames used in the study were structural, 
human resource, political, and symbolic approaches to 
leadership. The frames were examined with regard to their 
relationship to Tennessee superintendent's leadership and 
management styles with the perception of his/her style by 
their superordinates and subordinates.

Leadership Orientations. a validated instrument designed 
by Bolman and Deal, was used to gain insight about school 
leader perceptions from superintendents and from individuals 
who work in school administration with the superintendents. 
Individual school systems, the director of the Tennessee 
Academy of School Leaders (TASL), the Tennessee Organization 
of School Superintendents (TOSS), and the Tennessee School 
Board Association (TSBA) received the data analysis results 
about leadership perspectives.

The research provided school system personnel a method 
to understand individual, subordinate, and superordinate 
expectations as they relate to the four organizational 
frames. Additionally, the findings indicated predictors of 
management and leadership effectiveness as perceived by the 
respondents.
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CHAPTER I 
INTRODUCTION

Background for the Study
Leadership in public schools in Tennessee and at the 

national level has recently been under scrutiny. School 
leaders have dealt with their share of criticism after the 
public's exposure to A Nation At Risk (1983), Time for 
Results (1986), and American Education. Making It Work 
(1988). Each of these publications identified school 
leadership as an area in need of basic reform.

Tennessee has boarded the national school reform 
bandwagon. In Tennessee's Business (1991), Tennesseans were 
told by Education Commissioner Charles Smith to "RejoiceI 
The 21st Century Challenge Plan will actually be implemented 
by the beginning of the next millennium" (p. 14). One of the 
four areas of reform overhaul found in the Plan is to change 
the way schools are governed. Smith stated the 
administration used in Tennessee's education system is a 
borrowed old industrial model that business and industry 
abandoned a decade ago— top down, bureaucratic management at 
its worst.

A considerable amount of writing and research has
1
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2
focused on leadership and management. Theories abound 
regarding particular approaches, paradigms, 
perspectives, leadership, and management (Bryman,
1986).

One of the most popular approaches is a leadership 
contingency approach that looks at the behavior of leaders in 
relation to their subordinates. This approach is known as 
situational leadership. It is based on an interplay among 
the following; the amount of guidance and direction 
concerning task behavior provided by a leader; the amount of 
socioemotional or relationship behavior a leader provides; 
and the readiness and willingness coupled with the maturity 
level that followers exhibit in performing a specific task, 
objective, or function (Hersey & Blanchard, 1982).

Hersey and Blanchard's leadership approach has received 
criticism from another pair of theorists, Bolman and Deal 
(1991), who faulted the situational leadership approach for 
not distinguishing between support for a person and support 
for specific actions. These researchers suggested Hersey and 
Blanchard oversimplified the options made available to 
leaders as well as the range of situations encountered.
Bolman and Deal concluded the Hersey and Blanchard model 
neglected all but a few situational variables, and it made no
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3
distinction among different organizational levels, sectors, 
industries, or cultures.

Bolman and Deal offered a new approach. They claimed 
the approach will reframe organizations and move beyond the 
impasses created by such oversimplified models as Hersey and 
Blanchard's situational leadership. Their approach is called 
"organizational framing" (p. 16) and is based on four major 
schools of organizational theory and research. Bolman and 
Deal (1984) suggested that managers in all organizations, 
large or small, public or private, could increase their 
effectiveness and their freedom through the use of multiple 
approaches. The approaches were labeled "frames" and were 
described as "windows to the world" (p. 11). According to 
the researchers, frames help to order the world and to decide 
what actions to take. The structural frame emphasizes the 
importance of formal roles and relationships in the 
organization. The human resource frame relates to people, 
because organizations are made up of people. The political 
frame stresses the allocation of resources, the scarcity of 
them, and the power and influence over them in an on-going 
struggle. The symbolic frame diverges from rationality 
where the organization appears as a theater or carnival.

Bolman and Deal proposed that most organizational
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4
situations fall into one of the four freunes. Leaders must 
determine the appropriate behavior for each situation 
encountered. Bolman and Deal concluded that the dynamics of 
an organization must include all four frames, sometimes 
referred to as "leadership images" (p. 11). They further 
stated that proposed problems and solutions do not belong to 
one frame. Successful leaders frame and reframe until they 
understand the situation at hand (Bolman & Deal, 1991).

Bolman and Deal proposed that effective leadership can 
solve most of the problems in an organization. The public is 
told that schools will work if strong instructional 
leadership is provided. Most leadership images require a 
leader who gets things done and who gets subordinates to 
perform their tasks competently. School leaders cannot get 
the goals and objectives of the organization accomplished 
alone.

DePree (1989) proposed school leaders must often resort 
to an approach known as "Theory of Fastball" (p. 33). In 
this concept, the leader at different times must play two 
roles— creator and implementer. This key relationship 
between creator and implementer is often underestimated and 
mistakenly cast in the light of boss and subordinate. The 
Theory of Fastball is any concept of work rising from an
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5
understanding of the relationship between the pitchers and 
the catchers; that is, the creators and the implementers.

In many cases a school leader is perceived to have an 
understanding of the Theory of Fastball. Often the approach 
a leader uses to manage the organization is intended one way 
but perceived in another way.

Statement of the Problem 
The problem of the study is to identify gaps or 

incongruences existing between the perceptions of 
Tennessee superintendents and their superordinates and 
subordinates on leadership orientations and effectiveness. 
Perceptions will be examined regarding leadership/management 
effectiveness and leadership approach based on the four 
frames identified by Bolman and Deal.

Purpose of the Study 
In many cases, school superintendents may feel they use 

certain leadership vantage points or orientations to decide 
their actions, but their superiors or subordinates might 
perceive their leadership orientation differently. 
Additionally, school leaders may perceive their overall 
effectiveness as managers and leaders quite differently from
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their superiors' or subordinates' perceptions. An awareness 
of contradictory perceptions would be beneficial to a leader 
should such incongruence of perceptions exist. The 
literature on organizational frames suggested that 
ineffective communication, lack of productivity, and low 
morale can result from a mismatch of leader— worker 
perceptions, although this suggestion has as of yet received 
little empirical verification.

Research Questions and Hvpotheses 
The following research questions and hypotheses were 

developed for this study. The hypotheses were stated in the 
null format.
Question A: How many frames do Tennessee

superintendents use?
Question B: Which frames do Tennessee

superintendents use?
Question 1: Is there a similarity in the

leadership and management frames 
used by superintendents in different 
geographical regions in Tennessee? 

Hypothesis 1; There is no difference in the
leadership and management frames used
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Question 2 ;

Hypothesis 2 :

Question 3 ;

Hypothesis 3:

by superintendents in different 
geographical regions in Tennessee.
Are there differences among perceptions 
of Tennessee superintendents, school 
board chairpersons, and subordinates 
regarding the leadership frames used by 
the superintendent?
There is no difference in the 
perception among Tennessee 
superintendents, school board 
chairpersons, and subordinates 
regarding leadership frames of 
Tennessee superintendents.
Are there differences between 
Tennessee school board chairpersons 
and subordinates regarding the 
superintendents' overall effectiveness 
as a manager?
There is no difference between the 
perceptions of Tennessee school board 
chairpersons and perceptions of 
subordinates regarding the 
superintendents' overall effectiveness
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Question 4:

Hypothesis 4 ;

8
as a manager.
Are there differences between 
Tennessee school board chairpersons 
and subordinates regarding the 
superintendents' overall effectiveness 
as a leader?
There is no difference between the 
perceptions of Tennessee school board 
chairpersons and perceptions of 
subordinates regarding the 
superintendents' overall effectiveness 
as a leader.

S.jqnif jgflngg-gJ, .g-tady 
The study will provide Tennessee school leaders and 

three Tennessee school leader organizations with information 
regarding superintendents' and superiors'/subordinates' 
perceptions about management/leadership effectiveness. 
Additionally, leadership approaches based on Bolman and 
Deal's (1984) organizational frames will be examined to 
determine if Tennessee school leaders use a particular frame 
more than others. Should findings indicate school leaders 
use frames in significantly different proportions.
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9
implications will be evident for prospective and practicing
administrators at the school and district leadership levels,

Limitations
The following limitations are relevant to this study:

1. The study is limited to 138 Tennessee school 
superintendents in the public education system.

2. The study is limited to a sampling of one 
superordinate and three subordinate respondents 
per superintendent.

3. The study is further limited to those who choose 
to respond, which may not be the entire target 
group.

Assumptions
1. The instruments used were reliable and valid for 

the purpose they were used.
2. Responses to the survey items are true indicators 

of the respondent's perceptions since self report 
measures can only measure what individuals know or 
feel about themselves and colleagues or what they 
are willing to relate.
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Definitions
Hvff\̂-£e?Qvtr.ç.e-F.Eflme

The human resource frame is related to people. The 
organization strives to meet the needs of the employees 
(Bolman & Deal, 1984).

LeaAexff.hiP-Q.Eisntation5 fPtherJ.
This is the instrument completed by three certified 

staff members who have been identified by the superintendent 
as working in the closest hierarchial relationship with the 
superintendent.
Leadership Orientations fSelfV

This is the instrument completed by the superintendent. 
Organizational Frame

Organizational frame is synonymous, in this study, with 
leadership orientations and images. It is the organizational 
view, or facet, of an individual to examine a problem, 
opportunity, or any situation in the organization (Bolman & 
Deal, 1984).
Overall Rating (Effectiveness)

Part II of the Leadership Orientations motherV has an 
overall rating section designed to rate the superintendent's 
overall effectiveness as a manager scored on a five point 
scale.
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Political Frame

The political frame is the on-going struggle for scarce 
resources in an organization. Negotiation, conflict, and 
compromise are all parts of this frame (Bolman & Deal, 1984).

5gj3afiI_Lg.ft.dgXg.
School leaders are responsible for maintaining proper 

functioning in a school system. They administer to the needs 
of the school system. School leaders for the purpose of this 
study are school board members, superintendents, assistant 
superintendents, instructional supervisors, vocational 
directors, principals, and assistant principals.

gwbardinfttg
For the purpose of this study, subordinate is a school 

leader below the rank of superintendent, that is, assistant 
superintendent, instructional supervisor.
Superordinate

For the purpose of this study, superordinate refers to 
the school board chairperson.
Structural Frame

The organizational approach that reflects the 
relationships and formal roles in the organization is the 
structural frame (Bolman & Deal, 1984).
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Symbolic Frame

The organizational frame that views the organization as 
a circus or play and considered an irrational frame is the 
symbolic frame. This frame uses culture and shared values 
and not policy and procedures (Bolman & Deal, 1984).

Overview of the Studv 
Chapter 1 includes the introduction, statement of the 

problem, purpose of the study, research questions, 
significance of the problem, limitations, and definitions. 
Chapter 1 also includes an overview of the study.

Chapter 2 contains a review of relevant literature. 
Chapter 2 focuses on three aspects of leadership.

Chapter 3 contains a description of the research 
methods and procedures used in the study. The form selected 
for this study is causal comparative research.

Chapter 4 contains a presentation and analysis of the 
data. The results and findings obtained from the data 
gathered in this study are presented in this chapter.

Chapter 5 contains a summary of the study. Conclusions 
and recommendations are provided for future research.
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CHAPTER 2 
REVIEW OF LITERATURE 

Introduction

The review of literature focused on three areas.
The literature was examined and organized into the following 

major categories: (1) historical perspective of leadership:
theories and models, (2) definitions of leadership, and (3) 
comparison of leadership and management.

Historical Perspectives of Leadership:.Theories_and
Hfidglg,

Leadership has been in evidence for centuries. In 
biblical readings kings, priests, and prophets have modeled 
leadership. The effectiveness of political, military, and 
business leadership has profoundly influenced the history of 
countries. Myths and legends about leaders have been 
associated and seemingly responsible for the development of 
civilized cultures (Bass, 1990).

Many perspectives of leadership surfaced in the early 
1900s. Even with the aura surrounding leadership, "it has 
only been in this century the first empirical investigation 
of it has been done" (Bass, 1981, p.6). Written philosophical 
leadership principles began early, as reflected by the

13
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14
Egyptian hieroglyphics over 5,000 years ago (Bass, 1990).

Tucker (1981) stated that the antecedents of the 
leadership approach go back to Plato. The Greeks 
conceptualized their leaders in literary fictional heroes 
such as Ajax, representing law and order; Agamemnon, justice 
and judgment; Nestor, wisdom and counsel; Odysseus, 
shrewdness and cunning, and Achilles, valor and activism 
(Bass, 1981).

There are many other leaders who have surfaced such as 
Alexander the Great, Napoleon, Robert E. Lee, and George 
Patton (Fiedler & Chemers, 1974). Bass (1990) added Douglas 
McArthur to the list of military notables.

Other major historical figures such as Churchill,
Gandhi, and Hitler have been world renowned leaders (Smith & 
Peterson, 1988). Fiedler (1974) interjected Elizabeth I, 
Lincoln, and DeGaulle in his literature review of leaders who 
have influenced the histories of their countries.

Perhaps, the earliest sophisticated discussion of the 
processes of leadership is provided by Machiavelli in the 
16th century (Bass, 1990). He analyzed the balance between 
the principle and opportunism that in his view provided the 
best guide for the actions of a prince in the medieval 
Italian city states but also to the most effective styles
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with which to relate to advisers and to one's subjects.

Machiavelli's view of effective leadership was a matter 
of maintaining an adequate flow of accurate information on 
issues to be decided and simultaneously maintaining 
sufficient respect to enable decisive actions to be taken.
His analysis has much in common with the modern day task- 
relationship-oriented theorists. However, two differences in 
Machiavelli's approach to more recent ones exist. Smith and 
Peterson (1988) said modern theorists are more systematic 
than Machiavelli in analyzing the various elements in the 
process of leadership and modern theorists have devised 
varied methods that test the validity of such analyses 
empirically.

The importance of good leadership has long been 
recognized. Plato's Republic and Confucius' Analects are 
other exan^les to show leadership has a long history even 
though the systematic study of it has been in this century 
(Fiedler & Chemers, 1974).

Many assumptions abound about leadership. Along with 
these assumptions or theories are models or replicas that are 
used for changing or improving the organization.

Only in the last 25 years have social scientists devoted 
much time or attention to developing ideas about how
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organizations work or why they do not work (Bolman & Deal, 
1991). Bass (1990) commented there has been no shortage of 
modeling and theorizing about leadership.

Trait, power and influence, behavior, contingency, 
culture, symbolism, and cognition are some of the subjects 
upon which theories and leadership models are built (Bass, 
1990). This part of the literature review will introduce 
theories and models based on several major schools of 
thought. The main thrust of the review will be to survey the 
consolidation of these major schools of organizational 
thought into four perspectives that Bolman and Deal (1991) 
use in their organizational frame model.

Trait Theories
No amount of learning will make a leader, unless the 

person has the natural qualities of one. This paraphrasing of 
General Archibald Wadell in 1941 (Bryman, 1986) appeared to 
be the essence of those theorists who supported the Great Man 
or Trait Theory. Many traits were examined by Stogdill in 
1948 and the implications of his assessment were pessimistic 
in nature (Bryman, 1986). Fiedler and Chemers (1974) found 
no evidence to support the traits' theory even though before 
World War II the search for leadership traits was the most
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important single activity upon which leadership theorist 
focused their energies. Intelligence testing, spurred by the 
needs of World War I, led to a natural extension of interest 
in the measurement of other's psychological abilities and 
traits. Stogdill (1948) reviewed the literature and found it 
very disappointing for evidence to support his leadership 
trait theory. His review was instrumental in turning 
researchers away from the study of traits to the examination 
of what leaders do (Bryman, 1986; Bensimon et al., 1989).

Power and Influence
Power and influence theories are inclusive of the types 

of power used to influence others. Fisher (1984) paralleled 
the similarity of power and influence; however, he stated 
influence was a more socially acceptable term than power (p. 
21). Clegg (1989) said there is no such thing as a single 
all-embracing concept of power, but there are at least three 
common groupings of power clustered around the dispositional 
agency and facilitative concept of powers. He developed a 
model based on this theory where the overall flow of action 
through the circuits of power depended on the relationship 
which thus constituted the speed of flow. Clegg further 
commented about this model that it did more than Machiavelli
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and Hobbes who are two precursors of power. Clegg stated the 
difference between Hobbes and Machiavelli was Hobbes and his 
successors have endlessly legislated on what power is; 
Machiavelli and his successors may be said to have 
interpreted what power does. Clegg (p. 239) held power to be 
understood analytically as moving through three distance 
circuits, carried always by the organization of agencies.

Bass (1990) maintained leadership and influence 
obviously are a function of power. Power is not synonymous 
with influence. Power is the potential to influence.

Bass (p. 232) discussed the French-and-Raven Five Base 
Model of expert, referent, reward, coercive, and legitimate 
power. He gave as a weakness of the model that the five 
bases were not conceptually distinct. This model was the 
primary taxonomy for power based research. Legitimate power 
exercises the formal authority of a superior over a 
subordinate employee. Power relating to the offering of a 
reward to influence outcome is reward power. Power used to 
coerce by punishing for an unsatisfactory outcome is coercive 
power. Expert power places expertise as an influence, and 
referent power finds a classification related to charisma and 
the prestige of an individual and not the structure of the 
position.
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Bolman and Deal (1991) included power, its distribution 

and exercise, as one of their fourth key political issues in 
their reframing organizations model. They viewed the power 
from a symbolic perspective. Individuals have power if 
others believe they do. Such beliefs are encouraged by 
events or outcomes that became linked to particular 
individuals. For example, if the unemployment rate improves, 
the incumbents in an election year take credit.

The National Association of Secondary School Principals 
(1991) in an Attempt to Define Instructional Leadership 
linked the school principal with school effectiveness and 
collaborative leadership. The article espoused four 
underlying factors that determine administrative team success 
in confronting such variations as school size, principal 
leadership style and proficiency, problem severity, and 
resource availability. One such factor was the position 
power or prestige of the principal. The position of power 
held within the school shaped the ability of the 
administrative team to act decisively or to become immersed 
in conflict.

Edelman's (1977) views of power provided a similar point 
of view--"Leaders lead, followers follow, and organizations 
prosper." Bolman and Deal (p. 287) said this logic is
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pervasive. They stated the effectiveness of leaders is 
judged on the basis of style and ability to cope.
Leadership, therefore, is less a matter of action than of 
appearance. The trait theory had lost its momentum before 
the beginning of World War II.

Behavioral Theories
Leadership, as a behavioral style, became popular after 

Stogdill's discounting leadership as a trait theory. The 
classic series of studies that focused on this theory were 
the Ohio State Leadership Studies. As Bryman (1986) quoted 
the research team's director, Shartee found in the Ohio State 
Leadership Studies the approach to the topic of leadership 
has been that of examining and measuring performance or 
behavior rather than human traits. The research instrument 
used in these studies was named the Leader Behavior 
Description Questionnaire (LBDQ). It reflected eight 
theoretical aspects of leader behavior.

From the research findings, Halpin and Winer (1957) 
concluded leadership style could be best described as varying 
along two dimensions. The factors described by Bryman were 
defined as consideration, which denoted camaraderie, mutual 
trust, liking and respect in the relationship; and
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initiating structure, which leader's behavior tends to 
organize work tightly, to structure the work context, to 
provide clear-cut definitions of role responsibility, and 
generally play a very active part in getting the work at hand 
fully scheduled (p. 40). These primary factors were 
identified by Halpin and Winer with Air Force officers and by 
Fleishman (1951, 1953c, 1957) with industrial supervisors. 
Later research for two other factors: production emphasis, 
motivating the group; and sensitivity, an awareness of social 
interrelationships and pressures existing both inside and 
outside, were added factors. The latter two factors did not 
gain the research support as the first two. Other behavioral 
theories emerged. Likert, (1967), another behavioral 
theorist, categorized behaviors as explorative or 
authoritative, employees do as they are told or receive 
punishment ; benevolent authoritative, managers issue 
orders but allow some discussion; consultative, employees 
do as discussed by manager and employee with offer of reward; 
and participative, managerial decisions are made with 
employees. Likert (1967) contended leaders must present 
behaviors and organizational processes the followers perceive 
to be supportive of their efforts and sense of personal 
worth. Leaders will involve followers in making decisions
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affecting their welfare and work. They will use their 
influence to further the task performance and personal 
welfare of followers. They will enhance the cohesiveness of 
the group and the members' motivation to be productive by 
providing subordinates with freedom for responsible decision 
making and allowing them to exercise the initiative.

Blake and Mouton's Managerial Grid (Blake & Mouton,
1964) identified five styles of management behavior. The 
styles are based on a concern for people and a concern for 
tasks or work production.

Fiedler and Chemers (1974) said the evidence Blake and 
his associates have produced on the theory the ideal leader 
is highly concerned with the task as well as with 
interpersonal relations is not convincing. The managers are 
shown where, on each of two nine point scales measuring these 
two important behaviors, they fit, and how they can learn to 
become a "9.9 leader," for example, being able to achieve 
maximum concern both for the person and for task 
accomplishment (p. 124). The absence of supporting empirical 
studies in the Blake and Mouton work has led most researchers 
to view other avenues of exploration as more promising (Smith 
& Peterson, p. 11).
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Contingency Theories

Contingency theories relate certain tasks to the 
external environment. The earliest contingency theory of 
effectiveness and the one that has commanded the most 
continuing attention and criticism belongs to Fiedler (1974). 
The contingency theory is built around the Least Preferred 
Coworker (LPC) measure of leader personality. Its basic 
premise is that a leader's description of the person with 
whom the leader has the greatest difficulty working reflects 
a basic leadership style. Fiedler and Chemers (1974, p. 97) 
asked how consistent leader behaviors are over different 
situations. They also asked how consistent the LPC score was. 
They said, it is neither good as one might wish nor as bad as 
one might fear. In general, Fiedler and Chemers (p. 99) saw 
the high LPC leader as more considerate, more human relations 
oriented, more participative in his/her management style, and 
more sensitive to the feelings of others. The low LPC leader 
tended to be viewed as more directive, more structuring, more 
goal oriented, and more concerned with efficiency.
Differences in behaviors of high and low LPC leaders tended 
to be relatively small and subtle.

Theories such as House's Path Goal, (House, 1971) 
derived from the motivationally based expectancy theories.
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became popular in the field of organizational behavior in the 
1960s. In essence. House's Path Goal Theory contended 
subordinates will do what leaders want if leaders do two 
things. Leaders should ensure subordinates understand how to 
accomplish the leader's goals. In return, subordinates will 
achieve in the process accomplishment of their personal 
goals.

Another contingency theory relying upon two dimensions 
of leader style in regard to task behavior and relationship 
behavior is that of Hersey and Blanchard (1977). Their 
approach to leadership is called situational leadership. 
Another dimension enters the model. This is the maturity of 
the subordinate (p 23).

A behavioral theory which focused on leadership acts in 
settings that required an explicit decision is that of Vroom 
and Yetton (1973). Vroom (1973) said the theories differ in 
many important ways but share an assumption that leader 
effectiveness was a function of an appropriate matching of 
leader behaviors and/or attributes and explicitly defined 
situational variables (p. 136).

Transactional and Transformational_Concept&
The transactional and transformational views of
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leadership are two other theories of leadership. Bass (1985) 
said transactional leadership related to an exchange of 
desired needs. Leaders have something the
followers want. Burns (1978) provided a comprehensive theory 
to explain the differences between transactional and 
transformational political leaders:

Approach followers with an eye to exchanging 
one thing for another: jobs for votes, or 
subsidies for campaign contributions. Such 
transactions comprise the bulk of the 
relationship among leaders and followers, 
especially in groups, legislatures, and parties 
(p. 23).

Transformational leaders recognize the need for a 
potential follower. They seek to satisfy higher needs in 
order to engage the full person of the follower.

Herring (1990), citing Burns (1978), said transactional 
leadership bargained, strove for consensus at virtually any 
cost, and could be mandated executively. Transformational 
leadership bordered on what once was described as charismatic 
leadership— leadership that transformed (p. 4).

Burns classified transactional political leaders as 
opinion leaders, bargainers or bureaucrats, party leaders.
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legislative leaders, and executive leaders. These leaders 
categorized as intellectual leaders, leaders of reform or 
revolution, old heroes or ideologues.

Bass (p. 23) stated most experimental research, 
unfortunately, has focused on transactional leaders even 
though the greatest change agents of the world are 
transformational leaders. He further suggested the needs of 
transactional leadership for an individual are at the lower 
rungs of the organization. As an individual moves up the 
ladder of success, a move to transformational leadership is 
required in order to provide leader effectiveness.

In conclusion, the transformational leader, one who 
moves to change the framework of the organization; and the 
transactional leader, one who exchanges promises for votes 
and works within the framework of the self-interests of the 
constituency are two leadership theories that are 
distinguished by the actions of the leader to get the 
organization's objectives accomplished.

Organizational Frame Use_Theorv
In 1984, Bolman and Deal gave (1984, 1990, 1991) a 

theory that proported to consolidate the major schools of 
organizational thought into four perspectives. Bolman and
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Deal (1991) labeled the four perspectives as frames, because 
frames characterize different vantage points. Frames are 
tools for action used by administrators. The theorists 
stated that truly effective managers and leaders will need 
multiple tools, the skill to use these tools, and the wisdom 
to match frames to situations (p. 12). Bolman and Deal stated 
that a leader freuned by the leader's own vision or image of 
reality. Successful managers frame and refreune until they 
understand the situation at hand.

Cultural and Svmbolic Theories.and_Frame
Cultural and symbolic theory involved organizational 

values and shared beliefs. Ouchi (1981) noted tradition, 
climate, and organizational values set a framework for 
employee action and reaction.

In Bolman and Deal's symbolic theory, rituals, stories, 
heroes, and myths replace rationality. The organization is 
held together by the culture and not policy and procedure 
(1984). Bolman and Deal (1991) conveyed that the 
organization finds redemption in symbols whether they are 
complex, ambiguous, and irrational.

DePree (1989) told of an experience in Nigeria in the 
late 1960s. Electricity had been brought to the village.
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Each Nigerian family was given one light in each hut. Even 
though the Nigerians had nothing to read and many could not 
read, the families would sit in their huts, awe stricken, 
staring at the new symbol of technology. Instead of the 
customary tribal night time gatherings by the fire where the 
elder Nigerians passed along tales of tribal history, the 
tribe sacrificed the history lessons to sit in their huts to 
watch the light from the electric bulb.

DePree used this Nigerian story to illustrate the 
difference between scientific management and tribal 
leadership. "Every family," DePree contended, "every 
college, every corporation, every institution needs tribal 
storytellers" (p. 82). Like the Nigerian tribe, without the 
continuity brought by custom, any group of people might 
forget who they are.

Cognitive theories relate to the symbolic approach in 
that cognitive theory attempts to make sense of the 
irrational and complex organization (Bensimon et al., 1989). 
Myths reinforce leadership and the leader's effectiveness as 
given by others. This relates to follower perceptions and 
not instrumental behavior. Cognitive biases, produced by 
followers, acknowledge leadership where none exists. 
Sergiovanni (1986) mentioned interpretation of organizational
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events by the individuals in the organization was an 
important element. Leadership effectiveness related to more 
than a tie of objectives to actions. It also related to the 
stand the leader takes and what the leader communicates.
March (1972) stated that organizations find ways to 
legitimize the choices, choosers, and the organization. The 
myths surrounding executive careers to the amount and kind of 
compensation offers ah example of legitimizing leadership to 
some leaders. Fiedler and Garcia (1987) added support to 
this issue declaring experience and tenure do not have a 
relationship with leadership. Salancik and Meindl (1984) 
conveyed that the power to produce an effect presents 
artificialness in a dynamic and irrational world.

The tribal aspect of contemporary organizations is 
emphasized by the symbolic frame. Myths and stories, rituals 
and ceremonies, and humor and role play are integral parts of 
an organization's composition.

Structural_Theor%es_and_Erame
Organizational theory and images of leadership embrace 

historical bureaucratic and structural thought, human 
relations, culture, and symbolism. The structural theories 
and frame emcompass bureaucratic models with rigid routine.
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The structural theory includes rational and open systems, 
complex and nonlinear systems, and political systems. Bolman 
and Deal (1984, 1990, 1991) combined structural, human 
resource, political, and symbolic theories to construct four 
frames or images of leadership. The structural frame relates 
to relationships and formal roles in the organization. 
Organizational charts, policies, procedures, authority, and 
responsibility are part of this approach. Structure 
similarities can be found in street gangs, corporations, 
universities, and the White House (Bennis, 1989; Bolman &
Deal 1984, 1991). Ronald Reagan was more successful in 1987 
with a change from a corporate structure to a bureaucratic 
structure (Bennis, 1989). Deal and Bolman (1984, 1991) 
contrasted Harvard with McDonald's fast food enterprises 
noting that the structure of Harvard schools has autonomy and 
independence with McDonald's having little of either. Katz 
and Kahn (1978) stated bureaucratic structures resist change 
and the first reaction to change is defensive and not 
adaptive.

Human Resource Theories and Trame
The human resource frame relates to people's needs 

without the strong emphasis of production and policy found in
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the structural frame (Bolman & Deal 1984, 1991). Fitting the 
organization to the people and meeting the needs of employees 
become the pathways to effectiveness. McGregor (1960) stated 
Theory Y organizations should design conditions that allow 
people to accomplish their own goals. These goals focus on 
organizational objectives. Participative management, 
consultative management, job enlargement, and other methods 
to satisfy social and egotistic needs are congruent with 
Theory Y. Maslow (1954) asserted organizations can satisfy 
social needs.

Political Theories and Frame
Bolman and Deal (1984, 1991) stated the political frame 

focuses on the struggle for scarce resources in an 
organization. A winner and loser in the organization appears 
every day. Special interest groups and coalitions band and 
disband as the need arises. Negotiation, conflict, and 
compromise make up a part of everyday life. Cyert and March 
(1963) argued organizational goals are constraints imposed by 
bargaining coalitions in a short term. In the long term, the 
goals will adapt to changes in the coalition structure. One 
of the many tasks of the leader/manager said Gardner (1990) 
is to make political judgments necessary to prevent secondary
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conflicts of purpose from blocking process toward primary 
goals. Gardner stated in many cases the literature treats 
politics as an alien and disruptive force. Gardner commented 
about statements in Wildavsky's The Nursing Father; Moses As 
A Political Leader, that leaders are inevitably political (p. 
16).

The previously discussed symbolic frame emphasizes the 
virtues of non-rationality that includes among other things 
shared visions and shared values. Bolman and Deal (1984, 
1990) said the organization can be viewed as a circus of a 
play. Ceremonies, legends, heroes, myths, and storytelling 
make this frame somewhat magical. This frame denied the 
structured use of policy and procedures and en^hasized 
culture and shared values.

The dynamics of an organization encompassed all four 
organizational frames. Bolman and Deal (1990) surveyed 15 
school administrators and concluded 55% used two frames, 5% 
used three or more frames, and 40% used only one frame.
Bolman and Deal (1990) commented "no frame is an island" 
meaning problems and solutions are not restricted to any one 
frame.

This leads to some assumptions about leadership 
effectiveness. According to Bolman and Deal, the leader who

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



33
can cope with and make positive use of the frames will 
succeed where others may fail (1984, 1990, 1991). Taking 
actions that do not respond to the appropriate frame can be 
worse than taking no action. Problems can escalate and make 
solutions seem impossible.

World War I increased the interest of theorists who 
wanted to identify leadership traits and the way positions of 
leadership were attained. In 1904, the first empirical 
investigation of leadership was published (p. 1). The 
concern gave way to the current questions of how people 
become effective leaders with America dominating the field of 
investigation.

Stogdill (1948) espoused a person does not become a 
leader by virtue of the possession of some combination of 
traits; the pattern of personal characteristics of the leader 
must bear some relevant relationship to the characteristics, 
activities, and goals of the followers. Research in the 1950s 
and 1960s moved away from attempts to isolate successful 
leadership characteristics and toward a search for a 
universally effective leadership style (Behling & Rauch, 
1985). The early part of this century saw a rapid growth in 
the development of leadership psychometric assessment 
procedures (Smith & Peterson, 1988).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



34
The majority of recent studies in this area of 

leadership has been focused upon the identification of 
managerial talent (Smith & Peterson). Exemplary leaders that 
have been in managerial roles are Henry Ford and Andrew 
Carnegie. However, one cannot forget the contributions to 
managerial leadership of Lee lacocca in 1984 and 1985 during 
his take over of Chrysler.

The 1900s continues to bring much documented literature 
regarding the study of leadership. Theories based on 
research related to traits, power and influence, behavior, 
contingencies, politics, human resources, symbolism, and 
structure have evolved about leaders and leadership. These 
have become an integral part of the historical perspective 
of leadership.

Definitions of_ LeAdership.
Effective leadership, research suggests, is 
remarkably chameleon-like. What it looks 
like, on the surface, is very much a function 
of the situation in which it is found 
(Kotter, 1988, p. 38).

As reflected in the above quote, leadership is not 
easily definable, but many have attempted to define the
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concept. According to Stogdill (1974), the Oxford English 
Dictionary noted the appearance of the word leader in the 
English language as early as the 1300s. However, the word 
leadership did not appear until the early 1800s. Leadership 
theorists strongly differ on the definition. Spitzberg 
(1986) stated the meaning of leadership may depend on the 
kind of institution in which it is found. However, there is 
enough similarity among definitions, Bass (1990) said, to 
permit a rough scheme of classification. Bass added 
leadership has been conceived as the focus of group 
processes, as a matter of personality, as a matter of 
inducing compliance, as the exercise of influence, as 
particular behaviors, as a form of persuasion, as a power 
relation, as an instrument to achieve goals, as an effect of 
interaction, as a differentiated role, as initiation of 
structure, and as many combinations of these definitions (p. 
11).

The following paraphrasing of quotes found through 
reviewing literature demonstrate leadership in a myriad of 
ways:

Leadership is considered like the abominable 
snowman, whose footprints are everywhere, but who 
is nowhere to be seen (Bennis & Nanus, 1985).
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Leadership is said to be like love. One knows 
when it is present and when one needs it, but one 
cannot ensure its expression or perpetuation 
(Eaton, 1988).
Leadership is the initiation of acts resulting in 
a consistent pattern of group interaction directed 
toward the solution of mutual problems (Hemphill, 
1954).
After all, a leader is just someone who gets to 
the future before anyone else; and his or her 
greatness is measured by the time of his or her 
arrival and the number of people who followed 
(Cook, 1990). Leadership is the process of 
persuasion or example by which an individual, or 
leadership team, gets a group to pursue objectives 
held by the leader or shared by the leader and his 
or her followers (Gardner, 1990).
Leadership is a murky subject; opinions abound 
(Hotter, 1988).
Leadership, suggested Fiedler and Chemers (1974), 
is an amazing ego-involving activity, even in 
contrived situations.
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On being the president of a company, Bennis (1989) 

stated a leader has entrepreneurial vision and spends time 
thinking about the forces that will affect the destiny of the 
institution. DePree (1989), chief executive officer of Herman 
Miller, said leadership is an art where people are liberated 
to do what is required of them in the most effective and 
humane way possible.

Bryman (1986) defined leadership as the process of 
influencing the activities of an organized group in its 
efforts toward goal setting and goal achievement. Others 
proposing a definition of leadership are Hersey and Blanchard 
(1982). They contend it involved accomplishing goals with 
and through people. They stated leaders must be concerned 
about human relationships. Additionally, Bolman and Deal 
offered their thoughts on the subject. They, as Hersey and 
Blanchard, saw future managers or leaders as poets and 
philosophers, with skills that come from experience and 
attention to the fundamental values of human experience.

Perhaps, Burns (1978) defined leadership best. He 
stated leadership was one of the most observed but least 
understood phenomena on earth.

A number of leadership definitions abound for which one 
must draw his or her conclusion for the most appropriate
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definition. Researchers have found there are various kinds 
of leadership, leadership works in many ways, and it has 
distinctive requirements and processes.

Effective organizations are managed by leaders who are 
effective. Leaders, in most cases, must play a dual role—  

that of manager and as leader. The review of literature 
explores the relationship and con^ares the two in terms of 
effectiveness.

Management and.Leadership Comparisons
Management and leadership appear as an inseparable pair, 

whether as a business organization or as an educational 
institution. Theorists have varying thoughts regarding the 
relationship.

For the purpose of this research study, management and 
leadership for Tennessee school administrators will be 
kindred. Hotter (1988) suggested the following; executives, 
managers, and administrators must be leaders and managers. 
Bass (1990) gave similarities and differences in managers and 
leaders. In addressing the overlap between managing and 
leading is to consider the human factor and the interpersonal 
activities involved in managing and leading. An inçortant 
requirement at all levels of management is the leader's skill
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in relating to others.

Bass (1990) gave differences that were distinctive 
between leadership and management. He stated leadership was 
considered to be the discretionary activities and processes 
beyond the manager's roles requirements as mandated by rules, 
regulations, and procedures. Leadership was whatever the 
group faces that are embedded in the large system.

Gardner (1990) examined the two terms and found them 
comparable ;

Everytime I encounter an utterly first-class 
manager he turns out to have quite a lot of 
leader in him . . . even the most visionary 
leader will be faced on occasion with decisions 
that every manager faces: when to take a 
short-term gain, how to allocate scarce 
resources among important goals, whom to trust 
with a delicate assignment (p.7).
As Gardner (1990) reflected on the terms, he emphasized 

that the leader-manager has vision, values motivation and 
reward, and copes with conflict. He stated the manager is 
more tightly linked to an organization than is a leader; the 
leader may have no organization at all (p.4). Additionally, 
Fiedler and Chemers (1974) supported the manager and leader
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similarity relationship. Since everyone whose work involves 
the direction and supervision of other people is in a 
leadership position, all managers who supervise people are 
leaders. Fiedler and Chemers deal with the effects of 
leadership on such phenomena as employee satisfaction, 
motivation, and organizational stability, and group 
productivity.

Managing and leading will bring success that is usually 
evaluated in terms of effectiveness or productivity. Both 
require good communication. The best way to communicate the 
values of the organization is through behavior (DePree,
1989).

Stogdill and Shartle (Bryman, 1986) are said to be the 
most prominent research strategists in the later 1940s. They 
developed the Ohio State Leadership Studies. Additionally, 
their strategy made it extremely difficult to distinguish 
between leadership and management. Stogdill and Shartle 
(1948) contended no distinction mattered, "The question of 
whether leaders or executives are being studied appears to be 
a problem at the verbal level only" (p. 287).

Bolman and Deal (1984, 1990) proported an individual's 
view of an organization determines the difference between 
leaders and managers. Leaders must have a view of all

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



41
organizational facets, including the often overlooked and 
irrational, such as symbolism and politics. Managers have a 
primary view of the rational and use politics as a last 
resort. Bolman and Deal's (1990) research in which 
colleagues of respondents rated individuals on managerial 
effectiveness and leadership effectiveness supported this 
claim. The pattern for managers revealed a structural 
orientation, closely followed by a human resource 
orientation. Regarding managerial effectiveness, the 
political frame appeared less significant while symbolism 
showed no significance. Bolman and Deal found the symbolic 
perspective as the most significant predictor of leadership 
effectiveness followed by political and human resource 
perspectives. As rated by respondent colleagues, the 
structural frame lacked significance. Leaders are 
responsible for effectiveness. DePree (1989) cited Drucker 
as saying "efficiency is doing the thing right, but 
effectiveness is doing the right thing" (p. 19).

Managers and leaders have been discussed with common 
bonds established. Effective leaders are effective managers. 
Effective managers and leaders reap success that comes about 
from increased subordinate satisfaction, greater 
productivity, subordinate commitment, organizational

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



42
stability, and good communication.

g-ummary.
This chapter has formed the conceptual framework for the 

study. First, a historical perspective and theories and 
models of leadership were presented. Theories such as trait, 
power and influence, behavioral, contingency, transactional 
and transformational, and organizational frames use were 
discussed. Secondly, a broad look at the literature on 
defining leadership was given. Thirdly, a comparison of 
management and leadership was addressed with common bonds 
established. The review of literature in this area dealt with 
management versus leadership in terms of effectiveness. A 
major focus of the literature review was the theory of Bolman 
and Deal. Their theory of organizational framing for optimum 
leadership and management effectiveness was presented.
Bolman and Deal's theory consolidates the major schools of 
organizational thought into four perspectives. Symbolic, 
structural, human resource, and political approaches 
characterize the frames or vantage point a leader uses. The 
frames become tools for action by leaders and managers. 
Managers and leaders who are successful frame and reframe 
until they understand the situation at hand.
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CHAPTER 3 
METHODS AND PROCEDURES

This chapter contains the procedures followed in 
conducting the study. It includes a description of the 
population, sample selection, description of instruments, 
research design, materials, and procedures description. The 
explanation of the methodology of data analysis concludes 
this chapter.

Population
The purpose of this study was to identify gaps or 

incongruences existing between the perceptions about 
leadership effectiveness of the 138 Tennessee public school 
superintendents, 138 school board chairpersons, and a 
sampling of 414 central office administrative/ supervisory 
staff that are included in this study.

Tennessee has 14 female and 124 male superintendents. 
Two of the 138 superintendents are black and those remaining 
are white. Ninety-three superintendents lead county school 
systems; 32 have city school systems, and 13 are chief 
executive officers of special school systems.

Superintendents, school board chairpersons, and central
43
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office administrative/supervisory staff who participated in 
the study were representative of each school system in the 
state and geographically range from the northeastern most 
area of the state. Mountain City, to the southwestern most 
system, Memphis.

A listing of academic year 1991-92 school 
superintendents and school board chairpersons was secured 
from the office of the Tennessee School Board Association 
(TSBA) (See Appendix A.). Three distinct groups were 
studied: 1) superintendents, 2) school board chairpersons,
and 3) central office administrative/supervisory staff. The 
central office administrative/supervisory staff and three 
subordinates per school system were selected by their 
hierarchial position to the superintendent.

Sampling Method and Sample 
The superordinates included in the survey were all 138 

school board chairpersons for the 138 Tennessee Public School 
Systems. The school board chairpersons were selected to be 
included in the study because of their close working 
relationship with the school superintendent and the time 
investment each has with the school superintendent. The 1991- 
92 school board chairpersons' names were obtained from the
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office of the TSBA (See Appendix B). An attempt was made to 
obtain a complete census from this group.

The subordinates included in the research study were 414 
central office administrative/supervisory staff who worked in 
the closest hierarchial relationship with the superintendent. 
If a school system did not have three central office 
administrative/supervisory staff, school principals and 
assistant principals were to be included in the survey. The 
superintendent was sent all five instruments together with a 
cover letter.

The instruments were the Self instrument given to 
superintendent; the Other instrument given to the Board 
Chairperson and three administrative/supervisory staff who 
worked in the closest hierarchial position with the 
superintendent. To ensure the subordinate working in the 
closest hierarchial positions with the superintendent was 
selected, the cover letter with the instrument contained a 
specific directive for the superintendent to use when 
disseminating the instruments.

Instrumentation 
The Leadership Orientations. Self and Other, instruments 

developed by Deal and Bolman were selected as the most
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appropriate instrument for this study (See Appendix C and D). 
The instruments were selected after interest was generated 
from the researcher's reading of Bolman and Deal's literary 
work. Reframing Organizations (1991). The development of the 
instrument was predicated from Bolman and Deal's research 
that indicated frames form the foundations for human thought 
and action in both schools and other organizations. Bolman 
and Deal (1991) stated that the frames are visible in 
leadership behavior, suggesting leaders use four lenses, or 
frames, to interpret what is going on, to decide what to do, 
and to interpret, the results of leaders, or in the case of 
this study of superintendents' actions. Bolman and Deal 
(1990) have begun a research program, using the Leadership 
Orientations instrument, to investigate the role that frames 
play in the thinking and action of leaders and 
administrators. Their instrument response results will 
provide empirical data to support their suppositions of 
organizational frame use to leader and manager effectiveness. 
Written permission was granted by Deal and Bolman for use of 
the instrument (See Appendix E). The Leadership Orientations 
survey had two forms. One, the Self instrument, is for 
superintendents to rate themselves. The Other instrument is
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for superordinates or subordinates to rate the 
superintendent.

LgadgEffhig-Qrigntfltipnig , ( §.gl£.).
The Leadership Orientations .^Self1 instrument was 

administered to superintendents. It consisted of two parts. 
The first part was the orientations or 32 items which 
addressed the four frames used. The second part asked for 
descriptive information about gender, age, and geographical 
location. The orientations section consisted of 32 questions 
scored on a Likert response scale. The scale range used for 
responding to the items was 1 never, 2 occasionally, 3 
sometimes. 4 often, and 5 always. The 32 questions dealt 
with Bolman and Deal's organizational frame use: how many of
the four frames a superintendent uses and which ones. The 
instrument was designed to measure eight separate dimensions 
of leadership, two for each frame. The profile information 
included gender, position, geographical location, and age.

The four frames with the eight dimensions (Bolman &
Deal, 1990) included in the Leadership Orientations 
Instruments was as follows:

1. The Human Resource Frame dealt with two 
dimensions. One was supportive behavior.
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where the leader’s concern was about the 
feelings of others and was responsive to them. 
The other was participative behavior, 
where the leader fosters participation and 
involvement, listens, and was open to new 
ideas.

2. The Structural Frame dealt with the two 
dimensions of analytic behavior. One dimension 
was thinking clearly and logically and 
approaching problems with facts. Attending to 
detail was important to this leader. The other 
dimension was the leader who was organized 
by developing clear goals and policies 
holding people accountable for results.

3. The Political Frame contained the two 
dimensions of Powerful behavior. One 
dimension was described as persuasive. The 
leader had the ability to mobilize people and 
resources. The leader was effective at 
building alliances and support. The leader 
displays powerful behavior. Adroit 
behavior, the other dimension, was behavior 
of a leader that was political, sensitive, and
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skillful. The leader was especially skilled 
as a negotiator in face of conflict and 
opposition.

4. The Symbolic Frame consisted of the two
dimensions. Inspirational behavior was the
dimension where the leader inspires others to 
loyalty and enthusiasm and communicates a 
strong sense of vision. The other was 
charismatic behavior. The leader was 
imaginative. The charismatic dimension 
emphasized culture and values.

Part One, Leadership Orientation. included eight items 
for each frame and was sequenced in a pattern of four, i.e.. 
Statement 1. Structural Frame, Statement 2. Human Resource 
Frame, Statement 3. Political Frame, Statement 4. Symbolic 
Frame, until the 32 items were completed.

Leadership Qrientations-_LOther±
To gain a better understanding of how superordinates and 

subordinates perceive the organizational frame use of the 
superintendent, and his/her leadership and management 
effectiveness, the Leadership Orientations (Other) instrument 
was distributed to the school board chairperson
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(superordinate) and three central office administrative/ 
supervisory staff with whom the superintendent works. These 
three staff members were three identified as working in the 
closest hierarchial positions to the superintendent. The 
questions in the Self and Other instruments on Part I are 
identical except for the verb tense.

The profile Other data is identical to the profile Self 
data. The Other instrument has an additional part that is 
the overall rating section. The intent in this part is to 
determine the effectiveness of the superintendent as a leader 
and as a manager that is perceived by school board 
chairpersons and subordinates.

Reliability and Validitv 
Bolman and Deal reported the Leadership Orientations 

instrument was valid and reliable (Bolman & Deal, 1990). In 
a research project funded in part by a grant from the Office 
of Educational Research and Improvement of the U. S. 
Department of Education to the National Center for 
Educational Leadership, Bolman and Deal presented the results 
of their investigation. Three different samples of 
educational administrators, 32 college presidents, 75 senior 
administrators, that is. Dean, Vice-President, in higher
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education who participated in the Harvard Institute for 
Educational Management; and 15 central office administrators 
from school districts were surveyed in their investigations. 
Bolman and Deal conducted a number of factor analyses in 
their data analysis of responses with their leadership 
instruments, including analyses of both administrators' self- 
ratings and of ratings by others.

The authors suggested that these factor analytic studies 
supported the construct validity of the instrument. Factors 
associated with the four frames consistently supported Bolman 
and Deal's research. The factor structures were somewhat 
different for self and colleague-ratings, but in both cases 
all four frames emerged clearly (p. 7), Additionally, Bolman 
and Deal presented an analysis using data from 680 senior 
administrators in higher education. They used a conventional 
procedure (principal component analysis, followed by varimax 
rotation of all factors with an eigenvalue > 1) The factor 
analyses produced four factors, each of which represented one 
of their four frames. This analysis proved similar to 
results with other populations. The factors were usually 
very clear (p. 8). Factor analysis showed responses 
clustered around Bolman and Deal's conceptual categories (p. 
10).
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Bolman and Deal's instrument reflected predictive 

validity in leadership effectiveness from results of scores 
on the frames from their research. Two separate regression 
analyses were given in data that were collected on ratings of 
effectiveness as both a manager and a leader. The four 
leadership frames were used as predictor variables. By using 
the four frames, Bolman and Deal predicted a minimum of 66% 
of the variance in perceived managerial effectiveness and 74% 
in leadership effectiveness (p. 8).

Results from the data analyses of the three different 
sample group respondents comprised of corporate managers, 
college presidents, and superintendents showed managers 
distinguish between good managers and good leaders. The 
frame instrument was able to predict effectiveness as both 
manager and leader. Leadership effectiveness was associated 
with high scores on the symbolic dimensions but was largely 
unrelated to the structural frame. They found managerial 
effectiveness to be largely related to the structural frame. 
The symbolic frame was never a significant predictor. The 
human resource and political frames were both significant 
positive predictors of success as both leader and manager. 
The political frame was consistently the more powerful 
predictor of the two (p. 10).
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Research Design 

This study involved causal-comparative research methods, 
using the questionnaire method of collecting data. Causal- 
comparative research is also referred to as ex post facto 
research, because causes are studied after they have exerted 
their effect on another variable. The techniques of ex post 
facto research are concerned with discovering possible causes 
for a particular behavior pattern by "comparing subjects in 
whom the pattern is present with similar subjects in whom it 
is absent or present to a lesser degree" (Borg & Gall, 1991, 
p. 537).

Causal-comparative research occurs frequently in the 
behavioral sciences. It does so, because the manipulation of 
many variables, such as race, handicaps, personality traits, 
ability, smoking, diseases, and home experiences is 
impossible, unethical, or impractical. The causal- 
comparative researcher does not manipulate the variables and 
is not able to randomly assign subjects to groups formed by 
combinations of these variables. In education, many of the 
cause-and-effeet relationships do not easily permit 
experimental manipulation where ex post facto research is 
used (Borg & Gall).
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Mg.thg.d§.
The initial step completed in this study was to conduct 

a review of literature. Approval to conduct the 
investigation was obtained from the Institutional Review 
Board of East Tennessee State University (See Appendix F). 
Consent to use the Leadership Orientations instrument was 
given by Dr. Terrence Deal, Department of Educational 
Leadership, Peabody College of Vanderbilt University, Box 
514, Nashville, Tennessee. A copy of the consent form is 
presented in Appendix E.

The study was conducted according to the following 
schedule of events:

(1) Each superintendent was mailed five 
Leadership Orientations instruments, one 
for him/herself, one for the school board 
chairperson, and three which were to be given 
to the assistant superintendent, 
instructional supervisors, or other central 
office certified personnel who worked in the 
closest relationship with the superintendent.

(2) The explanatory cover letter accompanied 
each packet of surveys with a self-addressed 
stamped envelope for survey return; five
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instruments were sent to each Tennessee 
public school system.

(3) The instruments were returned to the 
researcher by those completing the survey 
instrument.

(4) The researcher sent a reminder postcard 
to nonrespondents after one week from the 
due date of the survey. A second mail out to 
systems was made two weeks after the initial 
mail out. A telephone call to the 
superintendent was made three weeks from the 
due date of the survey.

(5) The data were entered at East Tennessee 
State University. The Statistical Package for 
the Social Sciences (SPSS/PC+) was used to 
accommodate data input.

(6) Statistical analysis was conducted at 
the same site as data entry by the 
researcher.

(7) Data analyses were provided to Dr. Lee 
Bolman, Dr. Terrence Deal, participating 
respondents, the TSBA, TASL, and TOSS as a 
courtesy.
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QUESTION B:

QUESTION 1:

56

Pata_Analyei&
The data analysis was reported around the general 

research questions and hypotheses. Each hypothesis was 
tested with a preset Alpha of .05.
QUESTION A: How many frames do Tennessee

superintendents use?
Which frames do Tennessee 
superintendents use?
Is there a similarity in the 
leadership and management 
frames used by superintendents 
in different geographical 
regions in Tennessee?
There is no difference in the 
leadership and management 
frames used by superintendents 
in different geographical 
regions in Tennessee.

DATA ANALYSIS METHOD 1: The question was answered
by examining the responses of 
the Leadership Orientations 
fSelf^ survey. Mean and 
Standard Deviation was

HYPOTHESIS 1:
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calculated for each question 
and for each frame, and 
Analysis of Variance (ANOVA) 
was used to test for 
differences between the mean 
of the groups.
Are there differences among 
perceptions of Tennessee 
superintendents, school board 
chairpersons, and subordinates 
regarding the leadership 
frames used by the Tennessee 
superintendent?
There is no difference in the 
perceptions of Tennessee 
superintendents, school board 
chairpersons, and subordinates 
regarding the leadership 
frames used by Tennessee 
school superintendents.

DATA ANALYSIS METHOD 2; The question was answered
by examining the responses of 
the Leadership Orientations

HYPOTHESIS 2
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HYPOTHESIS 3
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fgeif) and-XfithgJU surveys.
A Jt-test for dependent 
samples was used to compare 
three groups 1) 
superintendents and 
board chairpersons 2) 
superintendents and 
subordinates 3) subordinates 
and school board chairpersons. 
The subordinate respondents' 
scores by school system were 
averaged. The average was 
then used for the subordinate 
score in a school system.
Are there differences between 
Tennessee school board 
chairpersons and subordinates 
regarding the superintendent's 
overall effectiveness as a 
manager?
There is no difference between 
the perceptions of Tennessee 
school board chairpersons and
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DATA ANALYSIS METHOD 3i

QUESTION 4;

HYPOTHESIS 4

59
subordinates, regarding the 
superintendent's effectiveness 
as a manager.
The question was answered 
by examining the Leadership 
Orientations rOther) survey. 
Mean and Standard deviation 
was calculated for each 
question. A i test for 
dependent samples was used to 
test for differences in each 
group.
Are there differences between 
Tennessee school board 
chairpersons and subordinates 
regarding the superintendent's 
overall effectiveness as a 
leader?
There is no difference between 
the perceptions of Tennessee 
school board chairpersons and 
subordinates regarding the 
superintendent's effectiveness
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as a leader.

DATA ANALYSIS METHOD 4: The question was answered
by examining the Leadership 
Orientations fOther) survey.
Mean and standard deviation 
was calculated for each 
question. A i test for 
dependent samples was used to 
test for differences in each 
group.

Champion (1981) stated that perhaps the best single­
sample test of significance when data at the interval level 
can be assumed is the ^ test. It is designed to determine 
the significance of differences between some hypothesized 
population (p. 162). The primary advantages of using the i 
test are: 1) it is easy to use; 2) a table of critical values 
exists for quick and convenient interpretations of observed i 
values; 3) there are no sample-size restrictions; 4) many 
researchers are familiar with the i test, and it is 
conventional to apply such a test in research work; and 5) it 
is the most powerful test a researcher can use when all 
assumptions associated with the data have been met (p. 168).
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CHAPTER 4 
FINDINGS 

Introduction

The research questions presented in Chapter 1 are 
addressed in this chapter. The data were analyzed using the 
techniques described in Chapter 3.

The purpose of this study was to compare the perceptions 
of superintendents, school board chairpersons, and central 
office certified staff regarding Tennessee superintendents' 
leadership orientation and the superintendents' overall 
effectiveness as a manager and as a leader.

Six hundred and ninety Leadership Orientations surveys 
were mailed. One hundred thirty-eight were sent to 
superintendents. One hundred thirty-eight were sent to 
school board chairpersons, and 414 surveys were mailed to 
certified central office staff who were identified by the 
superintendent as working in the closest hierarchial 
arrangement with the superintendent. A second mailing to 
non-respondents, telephone calls, and postcards were used as 
follow-ups. The survey return received was 394, or 57%. 
Ninety one or 66% of the 138 surveys sent to superintendents 
were returned. Seventy-three surveys or 53% of the 138

61
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surveys sent to school board chairpersons were returned.
From the 414 surveys sent to subordinates, 56% or 230 surveys 
were returned.

Data were analyzed from school systems that had 
superintendent, school board chairperson, and at least one 
subordinate to respond. Seventy-three school systems or 53% 
of the 138 school systems surveyed were included in the data 
analysis. One hundred ten school systems or 80% of the 138 
school systems in the state had at least one survey returned.

Pgmiagxaphig. Infprmatisn 
Demographic information was collected from the 

respondents' profile information that was requested on the 
Leadership Orientations survey. Demographic data were 
reported on respondents concerning their gender, age, and 
geographical location and are shown in Table 1. Twenty-nine 
percent of the total respondents were female. Of the 14 
female superintendents in the state, 80% responded to the 
survey. Of school board chairpersons, 10% were females. 
Female subordinates comprised 43% of the subordinate 
respondents. Gender by respondent subgroups revealed 88% of 
the superintendents were male. Of the male superintendents 
in the state, 65% responded to the survey. Males accounted
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Table 1
Frequency of Responses Bv Respondent Sex. Aae. and 
Geographical Location

Ssssbinsâ SuPt, Sch. Bd. 
Chairperson

f % f % f % f %
Sex
Female 115 29 11 12 7 10 97 42
Male 211 21 SSL M SÂ ISL 111 11

Total 394 100 91 100 73 100 230 100

Age
21-30 2 .5 1 1 1 1 0 0
31-40 44 11 4 5 11 16 29 13
41-50 174 45 35 40 23 32 116 52
51-60 132 35 40 46 25 35 67 30
60 plus 
Total

32 9 S. 9 11 16 13 6
384 99.5 88 101* 71 100 225 101*

Location
East TN 191 48 44 48 34 47 113 50
Middle TN 121 31 27 30 24 33 70 30
West TN -31 -11 — 2SL _ 2 2 11 — 2 1 ___Û1 — 2SL

Total 394 100 91 100 73 101* 230 100

* Percent may total more than or less than 100 when 
rounding. Note. Supt.=Superintendent Sch. Bd.=School Board
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for the majority of superintendents, school board 
chairpersons, and subordinates from the school systems 
responding.

As shown in Table 1, most of the respondents were over 
age 40. The average age of subordinates was 49 years and 
comprised the 41 to 50 years category. Data revealed the 
average age for superintendents and school board chairpersons 
was 51 years.

As shown in Table 1, a larger survey response came from 
the East Tennessee region. One hundred twenty-one 
respondents came from Middle Tennessee, and 82 came from West 
Tennessee.

Descriptive Data
Research Question A. How many frames do Tennessee 

superintendents use? Responding Tennessee superintendents 
reported they used all four frames as shown in Figure 1. The 
superintendents' mean score for the Structural Frame was 31. 
The Human Resource Frame mean score was 33. The Political 
Frame mean score was 31, and the Symbolic Frame mean score 
was 2 9.

Research Question B. Which frames do Tennessee 
superintendents use? Frames the superintendents rated
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themselves as using were the Structural, Human Resource, 
Political, and Symbolic Frames. As shown in Figure 1, the 
mean scores for frames ranged from 29 to 33. Further data 
analysis of the superintendents' frame use revealed, as shown 
in Table 2, 84% of the superintendents scored themselves as 
often or always using the Human Resource Frame. Seventy- 
seven percent of the superintendents scored themselves as 
often or always using the Structural Frame, and 23% reported 
using it occasionally or sometimes. The Political Frame was 
ranked third. Sixty-two percent reported they used it often 
or always while only 1% of the superintendents reported not 
using it at all. Superintendents perceived themselves as 
using the Symbolic Frame least.

Statistical Analvsis 
Hypothesis 1 stated there is no difference in the 

leadership and management frames used by superintendents in 
different regions in Tennessee. As shown in Table 3, there 
was no significant difference found between the leadership 
and management frames used by all superintendents who 
responded in the East, Middle, or West regions of Tennessee; 
therefore, resulting in failure to reject the null 
hypothesis.
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Table 2
Frequencies and Percentages of Superintendents' Use of Each of the 
Four Organizational Frames

Never
Occasionally/
Sometimes

Often/
Always

Organizational Frame Use # # #
% % %

Structural Frame 0 21 70
0 23 77

Human Resource Frame 0 15 76
0 17 84

Political Frame 1 34 56
1 37 62

Symbolic Frame 0 43 47
0 48 52
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Table 3
Mean Scores of Superintendents on the Structural. Human Resource.
gynifc>9liç.r .and framgs .to ggaqraphig R&qion

(n=44) (n=27) (n=20)
EâSfc Middle £ £

i S. i £ i £
Frame 1
Structural 31.6 2.8 31.8 3.5 31.4 3.5 .1260 .8817
Frame 2
Human Resource 33.6 3.3 33.1 3.3 32.5 3.7 .7551 .4730
Frame 3
Political 31.1 3.4 30.3 4.2 29.8 5.3 .7116 .4937
Frame 4
Symbolic 29.8 4.1 29.5 4.7 29.9 5.1 .0524 .9490

Note. Data analysis was based on scores for all respondents.
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Hypothesis 2 stated there is no difference in the 

perceptions of Tennessee superintendents, school board 
chairpersons, and subordinates regarding leadership frames 
used by Tennessee school superintendents. A con^arison of 
group responses is presented in Figure 2. The differences in 
group means, identified in Figure 2, were tested for 
statistical significance. A t-test for dependent samples was 
used to test for differences in perceptions. As shown in 
Table 4, there was no significant difference in the 
perceptions found between school board chairpersons. and 
superintendents regarding the use of Structural, Human 
Resource, and Symbolic Frames of Tennessee school 
superintendents. For the purpose of this study, data 
anaylsis was based on paired scores. As shown in Table 4, 
there was a significant difference at the .05 level in the 
Political Frame; therefore, this resulted in the null 
hypothesis being rejected. While school board chairpersons 
and superintendents perceived the superintendents' use of 
Structural, Human Resource, and Symbolic Frames at the same 
rating, school board chairpersons rated the superintendents 
significantly higher on the Political Frame than the 
superintendents rated themselves.

As shown in Table 4, there was a significant difference
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Figure 2■ Comparison of Superintendents' Use of the Structural, 
Human Resource, Political, and Symbolic Frames 
by Responding Groups.
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Table 4
vomparisen 03:_&cpx.ea pi Dupemirenaem 
Organizational Frames bv Position

ox jsacn_ ox

m S. £ tvalue B
Frame 1
Structural
Superintendent 31.7 4.0 .08 68 -1.37 .175
Chairperson 32.7 5.9

Superintendent 31.7 3.2 .19 75 -2.97 .004
Subordinate 34.3 7.8

Chairperson 32.6 6.1 .24 64 2.54 .014
Subordinate 35.3 7.9

Frame 2
Human Resource
Superintendent 33.0 4.8 .10 68 .64 .52
Chairperson 32.3 6.9

Superintendent 33.3 3.6 .16 75 -1.03 .31
Subordinate 34.2 7.3

Chairperson 31.7 7.0 .26 65 2.96 .004
Subordinate 34.9 7.3
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Table 4 - (Continued)
Comparison of Scores of Superintendents' Use of Each of the Four 
Organizational Frames bv Position

m S. L tvalue B

Frame 3 
Political 
S uperintendant 
Chairperson

30.9
32.6

4.8
5.6

.19 68 -2.12 .038

Superintendent
Subordinate

30.9
33.7

4.2
6.1

.20 75 -3.62 .001

Chairperson
Subordinate

32.2
34.6

5.8
6.3

.18 64 2.52 .014

Frame 4 
Symbolic 
Superintendent 
Chairperson

30.4
31.5

5.2
6.7

.13 66 -1.09 .28

S uperintendant 
Subordinate

30.0
33.7

4.8
8.0

.36 75 -4.23 .000

Chairperson
Subordinate

31.0
34.7

6.7
8.4

.24 63 3.18 .002

Note. Data analysis was based on paired scores.
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in the perceptions found between subordinates and 
superintendents regarding the Structural, the Political, and 
the Symbolic Frames used by Tennessee superintendents. The 
subordinates rated the superintendents higher on frame use 
than the superintendents rated themselves. The differences 
in perceived use of the Structural Frame was significant at 
the .05 level. The differences in perceived use of the 
Political Frame was significant at .05 level, and the 
Symbolic Frame was statistically significant at .05 level; 
therefore, resulting in the null hypothesis being rejected. 
The difference in the perceived Human Resource Frame was not 
significantly different at the .05 level. Superintendents 
and subordinates perceived the rating of the superintendents' 
use of the Human Resource Frame no differently.

There was a significant difference in the perceptions 
found between subordinates and the school board_chairpersons 
regarding the superintendents' frame use as shown in Table 4. 
The Structural, Human Resource, Political, and Symbolic 
Frames were each rated higher by subordinates than school 
board chairpersons regarding the superintendents' frame use. 
The differences in perceived use of the Structural and 
Political Frames were significant at the .05 level. As shown 
in Table 4, school board chairpersons and subordinates
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differed on their perceptions of the superintendents' Human 
Resource and Symbolic Frame use. School board chairpersons 
rated the superintendents' use of both of these frames lower 
than the subordinates' perceptions of the superintendents' 
Human Resource and Symbolic Frame use. The null hypothesis 
was rejected.

Hypothesis 3 stated there is no difference between the 
perceptions of Tennessee school board chairpersons and 
subordinates regarding the superintendents' overall 
effectiveness as a manager. As shown in Table 5, there was 
no significant difference found between the perceptions of 
Tennessee school board chairpersons and subordinates 
regarding the superintendents' overall effectiveness as a 
manager. This resulted in failure to reject the null 
hypothesis.

Hypothesis 4 stated there is no difference between the 
perceptions of Tennessee school board chairpersons and 
subordinates regarding the superintendents' overall 
effectiveness as a leader.

As shown in Table 5, there was no significant difference 
between the perceptions of Tennessee school board 
chairpersons and subordinates regarding the superintendents' 
overall effectiveness as a leader. This resulted in failure
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Table 5
Mean Scores of Superintendents' Overall Effectiveness As a Leader 
and As A Manager bv Groups

Superintendent as a Leader
m & £ tvalue p

Chairpersons 4.3 1.0 .36 65 -.82 .415
Subordinates 4.5 .7

Superintendent as a Manager
Chairpersons 4.2 1.0 .37 65 -.57 .569
Subordinates 4.3 .8
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to reject the null hypothesis. School board chairpersons and 
subordinates perceived the superintendents' overall 
effectiveness as a manager and as a leader statistically no 
differently. The subordinates rated the superintendents' 
overall effectiveness as a manager and as a leader slightly 
higher than did school board chairpersons.
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CHAPTER 5
FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS

Chapter Five contains the findings, conclusions, and 
recommendations based on the results of this study. Two 
kinds of recommendations are presented - those applicable to 
public school educators and those for further research 
applicable to public education support agency personnel.

The problem of this study was to identify gaps or 
incongruences existing between the perceptions of Tennessee 
superintendents and their superordinates and subordinates on 
the superintendents' leadership orientations and overall 
effectiveness. The problem was addressed and gaps or 
incongruences were identified that existed between the 
perceptions of Tennessee superintendents and their 
superordinates and subordinates on the superintendents' 
leadership orientations pertaining to Bolman and Deal's
(1990) Organizational Frame use and the superintendents' 
overall effectiveness as a leader and as a manager. In 
summary, the data analysis revealed a statistical difference 
in frame use, but analysis did not support a statistical 
difference in the perceptions of the superintendents' overall 
effectiveness as leaders and as managers.

77
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The Bolman and Deal Leadership Orientations survey was 

used to gather data for this study. Even though 110 of the 
138 Tennessee public school systems had respondents from at 
least one of the three respondent groups needed, 73 of the 
school system respondents' surveys were actually included for 
data analysis. School systems that were included had 
responses from superintendents, school board chairpersons, 
and subordinates. The Paired Samples j^-test and Analysis of 
Variance were the two statistical measures used for testing 
the researcher's hypotheses.

rin<ainflg,
From the results of the data analysis and 

interpretation, the following findings are presented.
Findings are reported as they pertained to each of the 
hypothesis.

1. For Research Question A, how manv frames do 
Tennessee superintendents use, data analysis revealed 
Tennessee superintendents responding to the survey perceived 
they used all four frames, but they used some more than 
others.

2. For Research Question B, which frames do Tennessee 
superintendents use, data analysis results revealed Tennessee
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superintendents use the Structural, Human Resource,
Political, and Symbolic Frames. Superintendents perceived 
their use of the Human Resource Frame as the frame used most 
and rated themselves as using it often or always. The 
Structural Frame was rated as being used second most and 
superintendents rated themselves as using it often or always. 
The Political Frame was rated next highest, and the Symbolic 
Frame was perceived by superintendents as being their least 
used frame.

It is interesting to note Bolman and Deal (1990) found 
the Symbolic Frame perspective as the most significant 
predictor of leadership effectiveness followed by political 
and human resource perspectives.

3. For Hypothesis 1, .thgjg-J.g-ng-diiffgrgnggJLn-̂ h.g. 
leadership and management frames used bv superintendents in 
different geographical regions in Tennessee, perceptions were 
not significantly different in the superintendents' use of 
organizational frames for respondents living in East, Middle, 
and West Tennessee. The researcher failed to reject the null 
hypothesis.

4. For Hypothesis 2, there is no difference in the 
perceptions of Tennessee, superintendents, school board 
chairpersons, and subordinates regarding leadership frames.
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used bv Tennessee school superintendents, findings were 
varied; however, the null hypothesis was rejected. The 
findings were indicative of the following subgroups :

ff gbpo.L ,P.qard_ ÇhaiEp^rgçflg,
while perceptions of school board chairpersons were not 

statistically different from the superintendents' self- 
ratings in the use of the Structural, Human Resource, and the 
Symbolic Frames, perceptions were different on the Political 
Frame. School board chairpersons' perceived ratings of the 
superintendents' frame use were significantly higher than the 
superintendents' self-ratings. School board chairpersons 
perceived superintendents as being persuasive and as being 
especially skilled as a negotiator in face of conflict and 
opposition.

Subordinates and Superintendents
There was a difference in the perceptions between 

subordinates and superintendents. While perceptions of 
subordinates and superintendents were not different on the 
superintendents' Human Resource Frame use, perceptions were 
statistically different on the Structural, Political, and the 
Symbolic Frames. Each frame was rated higher by subordinates
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when compared to the superintendents' self-ratings.

Superintendents and subordinates perceived no 
differently when assessing the superintendents' supportive 
and participative behavior in the Human Resource Frame. Each 
subgroup viewed the superintendent as being involved, open- 
minded, and responsive. Subordinates viewed the 
superintendents as being more analytical, goal-focused, 
politically skillful, and highly visionary than 
superintendents perceived themselves.

Subordinates and School Board Chairpersons
Perceptions between subordinates and school board 

chairpersons regarding the Structural, Human Resource, 
Political, and Symbolic Frames were all significantly 
different than the superintendents' perceptions. Subordinates 
perceived the superintendents' frame use higher than the 
school board chairpersons. The greatest discrepancy was the 
perceived superintendents' use of the Symbolic Frame which 
subordinates scored much higher than the other three frames.

It is interesting to note subordinates and school 
chairpersons perceived the superintendents' frame use higher 
on all frames than the superintendents' self-ratings.

4. For Hypothesis 3, there is no difference between the
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perceptions of....Tennessee__schoQl board chairpersons and 
subordinates regarding the superintendents' overall 
effectiveness as a manager, perceptions were not found 
significantly different; therefore, resulting in failure to 
reject the null hypothesis. Subordinates' ratings were 
slightly higher than school board chairpersons ; ever though, 
there was not a statistical difference. Central office 
certified staffs viewed the superintendents as being overall 
effective leaders more so then did school board chairpersons; 
however, both superordinates and subordinates, view 
superintendents as effective leaders.

5. For Hypothesis 4, there is no difference between the 
perceptions of Tennessee school board chairpersons .and 
subordinates regarding the superintendents' overall 
effectiveness as a leader, findings supported the hypothesis; 
therefore resulting in failure to reject it. Subordinates' 
ratings were slightly higher than school board chairpersons; 
even though, there was not a statistical difference. Central 
office certified staffs viewed the superintendents as being 
slightly more effective as a manager than the school board 
chairpersons. Both superordinates and subordinates viewed 
the superintendents as overall effective managers.
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.Çgnglusigflg.
Tennessee school leaders responding to the Leadership 

Orientations survey use multiple vantage points or frames 
when managing and leading their school organizations. They 
are perceived by their superordinates and subordinates as 
being almost equally adept at being skillful negotiators 
(Political Frame), caring administrators (Human Resource 
Frame), and well-organized managers and leaders (Structural 
Frame) who share the beliefs and organizational values of 
their team members (Symbolic Frame). However, superintendent 
respondents were viewed by their school board chairpersons as 
being more skillful at political maneuvering than any other 
frame. School board chairpersons work closely with the 
superintendents in dealing with local city/county 
commissioners, legislators, and other diverse powerful or 
influential groups. Superintendents' responses did not 
indicate their use of the Political Frame were any different 
than their use of the other Bolman and Deal frames.

The mismatch in perceptions of superintendents and 
school board chairpersons could be attributed to poor 
communication, different political stances, or lack of 
understanding of the school leader's role in the 
organization. A possible reason for the perceived
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differences between school board chairpersons and 
superintendents regarding the Political Frame use is a 
misunderstanding by the chairperson of school 
superintendents' roles. This is suggested by the school 
board chairpersons' lower ratings of the superintendents' 
overall effectiveness as a manager and the superintendents' 
overall effectiveness as a leader. When conflict occurs 
between the school board chairpersons and the 
superintendents, negative perceptions of the superintendents' 
effectiveness can result.

Central office certified subordinate respondents rated 
the superintendents' use of Structural, Political, and 
Symbolic Frames higher than the superintendents' self- 
ratings . Possible reasons for subordinates' higher ratings 
could be that the almost daily contact and close working 
relationship of a school leader with the certified staff may 
reveal other leadership orientations for which superordinates 
may not be cognizant. However, political implications may 
surface in this realm that may cause subordinates to feel 
political retaliations for their lower ratings of the 
superintendent.

The Human Resource Frame ratings by subordinates and 
superintendents were perceived similarly. Since this frame

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



85
was not scored as high by subordinates as the other three 
frames, this could be an additional indication of political 
oppression. The need for more human resource-oriented staff 
development for school leaders may be an area of concern.

Tennessee school leader respondents could further 
develop their human resource skills which may improve morale 
and productivity in the organization. Lending credence to 
this conclusion was the subordinates' lower ratings of the 
superintendents' overall effectiveness as a manager and as a 
leader. School board chairpersons who responded to the 
survey indicated Tennessee superintendents needed more human 
resource acumen.

Tennessee school superintendent respondents reflected 
additional mismatches of perceptions. Tennessee school board 
chairpersons and subordinate respondent groups did not 
support the superintendents' frame ratings as being used 
often or always; although, the superintendents were perceived 
as using all four frames, for the most part, sometime.

Possible reasons appear to be the Tennessee 
superintendent respondents may not be aware of the degree of 
organizational frame use of superordinates and subordinates 
may have an inadequate amount of understanding of the 
superintendents' leadership orientations. Further staff
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development in the leadership skill dimensions of 
organizational frame use is indicated.

Lastly, the researcher concludes another methodology 
could be more appropriate in assessing the superintendents' 
organizational frame use. A qualitative study could more 
accurately provide the researcher with frame use of the 
superintendent by observing the superintendent in the role of 
public school practitioner, manager, and leader.

Recommendations
The following are recommendations for those in public 

education in Tennessee as well as other states and for those 
who serve public education from support roles:

1. School districts should conduct annual assessments 
of the superintendent's leadership and management 
effectiveness as perceived by superordinates and 
subordinates.

2. Longitudinal studies should be made of 
superintendents, school boards, and central office 
subordinate staffs to determine changes in perceptions of the 
superintendents' overall effectiveness as a manager and as a 
leader.

3. The Tennessee School Board's Association should
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provide training regarding role, function, and 
responsibilities of the superintendents focusing in 
Structural, Human Resource, Political, and Symbolic Frame 
use.

4. Demographic studies of superintendents involved in 
this study should be conducted to determine similarities and 
differences in background, preparation programs, and other 
factors that can influence effective leadership.

5. In the preparation of school leaders, course content 
and class activities should include exercises involving 
measures of self-perception, especially regarding the human 
resource frame, and exercises involving measures of 
inspirational and charismatic behavior that emphasize culture 
and values regarding the symbolic frame.

6. Further research is needed which would reveal the 
differences of subgroups responses to the Leadership 
Orientations survey regarding gender, age, length of service, 
length of time in present position, and elected/appointed 
position status.

7. Finally, further study using a different instrument 
or methodology should be conducted to verify the validity of 
the conclusions; a qualitative study is needed.
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LISTING OF TENNESSEE SCHOOL 
BOARD CHAIRPERSONS FROM 

THE TENNESSEE SCHOOL BOARD ASSOCIATION (TSBA)
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Bobby K tf Ralph Mason David B. Downey
Alamo Cly Bradley County Clarksville/Montgomery Co.
612 E Main 5074 Spring Place Rd. NW 1361 Dover Rd.
Alamo TN 38001-1412 Cleveland TN 37323-0000 oarksvile TN 37042-6824

Mickey McClurg Herbert Trinkle John Donaldson

Alcoa City Bristol City Clay County
429 Link Of 1623 Carolina Ave. Donaldson Ave.
Alcoa TN 37701-1738 Bristol TN 37620-0000 CeOna TN 38551

Howard Henegar J.L . Davis Lola Taylor
Andersen County Campbell County Cleveland City
102 Westland Street RR1 B0X445 eiOHuntCmiDr.NW
Clinton TN 37716-2108 JelOeo TN 37762-9734 Cleveland TN 37311-1643

Susan B. Buttram MBceSeHara Dr. P. A. Wank
Athens CSy Cannon County . Clinton City
115 Highland Av# 905 McMinnville Hwy. 113 Dogwood Ln.
Athens TN 37303-3223 Woodbury TN 37190-1244 CnmonTN 37716-3301

Robert &  Land# Harold McLain, .Jr. MackEHoldwey
Bedford County Carro* County Cocke County
803 Cowan Ave RR3Box75 ' 3366 Glendale Road
ShebyvUa TN 37160-4410 Huntingdon TN 38344-9511 Bybee TN 37713-0000

BobPigu# Edward W. Pierce TedFrlsby
BeBsCBy Carter County Coffee County
POBoz99 RR 10 Box 2220 810 Keylon SL
Beils TN 38006-0000 Eüzabethton TN 37643-9327 Manchester TN 37355-241<

WBam McDaniel Dr. James LPhilpott A. F. Whitley
Benton County Chattanooga City Covington CRy
RR1 2563 Avalon Circle 505 W. Pleasant
Camden TN 36320-9801 Chattanooga TN 37415-6312 Covington TN 38019-2432

Linda R. Cast Frank Downs Richard Freeman
Bledso# County Cheatham County Crockett County
PO Box 263 2508 Beaiwanow Rd. 501 College SL
Pikevme TN 37367-0263 Ashland City TN 37015-1003 Belle TN 38006-0000

SandnMoCvtar 
BleuM County 
208Weedert8tOr 
MaryvBe TN 37001*2555

DMOin Staton 
Chestar County 
RR1 ■
BOMh Bluff 7N 38313-9801

Herman Swaanay 
Cufflbatfand County 
P.O. Box 221
Cibssvaia TN 38557-0221

Lany Patterson 
Bradford Special 
laOMDanHwy 
Bradford TN 38316-9780

Bobby D.wasama 
Clalboma County 
RR3B0X211W3 
NawTazawalTN 37825-9230

Sam Swafford 
Dayton City 
448 Pina Ha Dr.
Dayton TN 37321-1553
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Robert Bibbs 
Decahir County 
Route 1
Persons TN 38363-9801

WanHordCantrel 
OeKalb County 
610 West Bread SL 
SmlttwiDeTN 37166-1114

Donald Redden 
Dickson County 
115 Poplar SL 
Dickson TN 37055-1345

Dr. Carol Feather 
Dyer County
1817 Davy Crockett Covo 
Dyersburg TN 38024-2507

Dr. Bobby 0. Cook 
Dyersburg City 
1009 Moody Dr. .
Dyersburg TN 38024-3309

Danny Sndth 
Ellzabethton CRy 
539 Division SL 
Ellzabethton TN 37643-3935

J.O. Jackson 
Franklin County 
P.O. Box 58
Cowan TN 37318-0058

Wayne Inman 
Franklin Special 
Blue Grass Drive 
Franklin TN 37064-0000

Gal Valentino 
GatUnburgCRy 
135 Pine Drive 
GatRnburg TN 37738-9813

Deland Richardson 
Gibson County Special 
969 Dyersburg Hwy.
Trenton TN 38382-9545

' WiSaffl Britton 
GOes County '
5690 Beech HID Rd.
Pulaski TN 38478-7010

Dr. Lynn Gilmore 
Grainger County 
RL1 Box 2840
Bean Station TN 37708-9732

PhflSmant 
HamlHon County 
8703 Hurricane Manor TraR 
Chattanooga TN 37421-4574

Otis Goode 
Hancock County 
Route 4 Box 112 
Sneedvllle TN 37869-0000

John P. Shelly 
Hardeman County 
126 Kentucky 
Middleton TN 38052-0000

Raridy Carter 
Hardn County 
RL 1 Box 124 
Saltillo TN 38370-0124

FranklnMee 
HanbnuiCRy 
RL6B0X271 
Hatrfman TN 37748

Or.JohnEHenard 
Hawkins County 
P.O. Box 308
Church HID TN 37642-0306

WOam Collins 
Etowah CRy 
616 9th Stree*
Etowah TN 37331-1114

Harold SmRh 
Greene County 
Rt.11 B0X 259A 
Greeneviue TN 37743-8555

Patricia Gnienewald 
Haywood County 
324 Washington 
BrownsvDle TN 38012-0000

EdwardJohnson 
Fayette County 
RR4B0X46
SomenrRle TN 38068-0000

Kay Leonard 
GreeneviDe CRy 
701 Big VaDay TraR 
GreenevIRe TN 37743

-DmGrart
Henderson County 
Route 1
Yuma TN 38390-9801

wmarnC. Askew 
Fayetteville CRy 
114 Breokmeade Circle 
FayeOeviRe TN 37334-0000

Gary Childers 
Grundy County 
Hwy 50
ARamont TN 37301-0000

GeraldYoung 
Henry County 
RL2B0X38
Sprlngville TN 38256-0000

Mary Arm Padget 
Fentress County ' 
ADardt TN 38504 •

Ernie Homer 
Hamblen County 
3308 Landmark Dr. 
Monistown TN 37814-2529

HBardAnnstrong 
Hickman County 
Route 2
Centerville TN 37033-0000
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GtraMPMenen 
Honow Rock/Siueiton 
Hollow Rock TN 38342-0000

TImClitgiMfn 
Houston County 
P.O. Box 347 
&m TN 37081-0347

JudyOmning 
Humboldt cay 
2585 Bsmu Both 
Hufflboldl TN 38343-0000

RkbsrdPlowois 
Humphrsys County 
Woodland Or.
Nonii Johnsonvm# TN 37134-0000

Jamas Q.N*#ly 
Huntingdon Speeiai 
1901 Undai
NastwOa TN 37203-0000

BlzabatnOudnay 
•OngspoilCSy 
1514 WavaityRd. Apt. «1 
Kingsport TN 37664-2558

A. L  Lotts 
Knox County 
849 Ctiatsaugay Rd. 
Knoxvillo TN 37923-2017

Dr. John F. Plaids 
Lake County 
420 Cltuieh St. Box 37 
TlptonvlU* TN 38079-1140

Glatdts Thomas 
Laudardale County 
Box 341
Riplay TN 38083-0375

Homy FofdChanet 
Lawrones County 
Routt 1
Ltoma TN 38488-9801

Chaster W. Wans 
lAudon County 
11851 Steeke Road 
Loudon TN 37774-9804

MartcBrockette 
Macon County 
Routes
Red Boning Springs TN 37150-9804

JohnMaybeny 
Manchester CBy 
700 Riverside Or.
Manchester TN 37355-1620

Jerry W.Phmpk 
Marion County 
n.2Bex581 
Jasper TN 37347-0000

Claude McMBon 
MarshaB County 
i275WhaeOr 
Lewisburg TN 37091-3855

FredOkon 
Jackson County 
RL4B0X192
Galnesbore TN 38582-9437

WendelR.Kcpp 
Lebanon Special 
1719 Cherokee Or. 
Lebanon TN 37087-3011

Or. Kenneth Bel 
MaryvBe Cly 
1121N. Herlage Or. 
MaryvBe TN 87801-8411

BBPage
Jaefcson-Uatfson County 
224CMekerlngRd.
Jackson TN 38305-1742

Wayne Roberts 
Jefferson County 
P.O.B0X3M 
TafeOB TN 37377-0380

Thomas B. Hager 
Johnson Cly 
l200PtarsatlonOr.
Johnson Cly TN 37801-8311

WDey Roark 
Johnson County 
504 Cedar SL
MeutSSin Cly TN 37883-1058

EartFox 
Lenoir Cly 
439 Church Or.
Lenoir City TN 37771-0000

Michael Splzer 
Lewis County 
100 WOodmere 
Hohenwald TN 38482-1224

Dr. Wayne Hinson 
Lexington CRy 
78 S. Mam SL
Lexington TN 38351-2112

Aubrey W. Smlh 
Lincoln County 
R1.8BOX307-A 
Fayetteville TN 37334-8812

Houston Parks 
Maury County 
P.O. Box 1004 
Columbia TN 38401-1004

Or. Charles B. Smlh 
McKende Special 
PO Box 242
McKenzie TN 38201-0242

Clarence Straoiman 
McMInn Ccunty 
1318 Ridgeway Circle 
Athens TN 37303-4462

Johnny Blakely 
McNaby County 
80x273
RamerTN 36367-0273
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Liny D. Maton 
Miigt County 
m.48os3G8 
OlOturTN 37322-9024

Madm Smith 
MimpMtCRy 
i 208&Pail(wayS.
MamphkTN 38114-6727

Junilamboit
MitretNuhviBt-Oavidion County 
PC. Bos 1707»
NuhvBo IN  37217-0075

JamMB.CKi 
Onilda Spodai 
P.O. Bos 150 
Onaida TN 37841-0150

PinyKWIndlo 
Ovinon County 
113 Calvin SL
LivingttonTN 38570-1801

Jack Nichols 
Parts Sptdal 
234 Tyson Ave.
Parts TN 38242-4537

Mac H. Fells 
Robertson County 
3575 Mac Pets Rd 
Sprlngtield TN 37172-5807

MaryKSpatriefc 
RogersvieCBy 
740 Outer Or.
RooenvUe TN 37857-0000

TomOelbridos 
Rutherford County 
i27Weataeaiview0r. 
Murfreesboro TN 37129

Kenneth Ramsey 
Mian Speeiai 
208BradtordHwy.
IHIam TN 38358-0000

Butch D. Jenkins 
Monroe County 
908 Hudson SL 
Sweetwater TN 37874-3110

B l Martin 
Moors County 
RL1BOZ281
Fayetteville TN 37334-9801

John Rucker 
Murfreesboro CBy 
14 PubIk Square 
Murfreesboro TN 37133-0000

WBam Agee
Newport City 
mCoBegeSL 
Newport TN 37821-3822

Robert Eby 
Oak Ridge CBy 
101 tMniton lane 
Oak Ridge TN 37830-0000

PhUkQaBmore 
Obion County 
P.O. Box 73
Woodland MiBs TN 38271-0073

Manha Sharp 
Perry County 
RL2B0X97
Linden TN 37096-9818

Jimmy Storle 
Pickett County 
Routes
Byrdstown TN 38549-9802

HanyRymer 
Polk County 
P0B0X38
Old FOrt TN 37362-0038

Or.SamWlnfree 
Putnam County .
849 Old OuaOs Road 
CookevHe TN 38501-9813

Bobby Burton 
Rhea County 
RL260X857 
Dayton TN 37321-9888

Betty Sue Kilgore 
Richard CBy Special 
1838 am Ave.
S. Pittsburg TN 37380-1834

Michael LMmsr 
Roane County 
P.O. Box 522
Roekwood TN 37854-0522

unard t/tuer 
Scott County 
RoutrS
Oneida TN 37841

Fletcher L. Lewis 
Sequatchie County 
P.O.B0X574 
Dunlap TN 37327

Richard Momgomery 
Sevier County 
229 Cherokee Tra»
Seymour TN 37885

Rubye S. Dobbbia 
SheBqr County 
7411 Pleasars Ridge Rd 
Arlington TN 38002

Bob Woodard 
SmRh County 
RL2B0X121
Carthage TN 37030-0000

Richard Crou 
South Carrol Special 
RL1 Boxll 
Westport TN 38387

Delano Grasty 
Stewan County
Indian Mound TN 37879-OOOu
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OanKCoTlif 
SutOvan County 
80X 395
BluSCItyTN 37618

Or. CharlMMoffatî 
Sumner County 
1018 Nancy Ave. 
QaWm TN 37088

Rip. Stiaby A. Rhineliait 
Van Buren County 
P.O. Box 128 
Spencer TN 38585-0000

JbnmyOavenpoit 
Warren County 
Rt. 2 Box 2582 
Morrison TN 37357

lany Anderson 
Sweetwater CSy 
205 Young Ave.
Sweetwater TN 37874

Rodney Eubank 
Tlpien County 
RL1B0X232 
BrigMon TN 38011

Wayne Monta 
Tremon Special 
14 Petty Lane 
Trenton TN 38382

FM  Webb 
Trousdale County 
305WNteOak 
HartfvBe TN 37074

Clyde SmSli 
TuXabomaCBy 
209 Stone Blvd.
TUtahoma TN 37389

W.A.wnson 
Unicoi County 
POBOX38
Erwin TN 37850-0039

PMRpWhli 
UNonCay 
SlOWMrmantSer 
UntttiCSyTN 38261

Jobn0.wasace 
Union County 
RL3B0X11
Maynardvme TN 37807-0000

Nathan S. Hale 
Washington County 
i98BayleseRd 
Jonesborough TN 37859

Alice Houtt 
Weakley County 

. Route 1 
Martin TN 38237

BenCoÀrfl 
West CanoS Special 
RL3BOX155
Huntingdon TN 38344-0000

Or. WBIam W. Jenkins 
WhSe County 8 W. College SL 
Spans TN 38583

LHHe Beard 
wmamson County 
7895 Lampley Rd.
Prknm Springs TN 38478

Randy Wright 
WDson County 
411 Green Harbor CL 
Old Hickory TN 37139
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LEADERSHIP ORIENTATIONS (SELF)
Copyright 1990, Laadorahlp Framework*, 440 Boylston 

Street, Brock Une, MA 
For Information, contact Jeaale Shielda Strickland 
Route 4, Box 531, Johnson City, Tennessee 37601

PART I. LEADERSHIP ORIENTATION
Part I. of the questionnaire asks vq^ to describe a 

leadership and management style. Please 
indicate how often eaoh of the items below is 
trU9 Qi YQUi

IPiease use the foi lowing scale in answering each 
litem.
I
I 1 2 , 3 4 5
INever Occasionally Sometimes Often Always1^ :_________________
For example, you would answer *1* for an item never
true of you, 2" for one occasionally true, "3" for one
sometimes true, *4* if often true, and "S" if always
true.

- 1. Think very clearly and logically.
_____ 2. Show high levels of support and concern for 

others.
_____ 3. Exceptional to mobilize people and resources 

to get things done.
______ 4. Inspire others to do their best.
______ S. Strongly emphasize careful planning and clear

time lines.
 ___ 6. Build trust through open and collaborative

relationships.
_ _ _ _  7. Am a very skill fui and shrewd negotiator.
_____ a. Use celebrations and symbols to shape values 

and build morale.
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1 2 3 4 5
Never Occasional 1y Sometimes Often Always

_ 9. Approach problems through logical analysis and 
careful thinking.

_10. Show high sensitivity and concern for others' 
needs and feelings.

.11. Am unusually persuasive and influential.

.12. Able to be an inspiration to others.

.13. Develop and implement clear, logical poiieies 
and procedures.

.14. Foster high levels of participation and 
involvement in decisions.

.15. Anticipate and deal adroitly with 
organizational conflict,.

.16. Hi^ly i magi hat Ive and creative.

.17. Approach problems with facts and logic.

.18. Consistently helpful and responsive to others.

.19. Very effective in getting support from people 
with influence and power.

.20. Communicate a strong and challenging vision 
and sense of mission.

.21. Set specific, measurable goals and hold people 
accountable for results.

.22. Listen well and unusually receptive to other 
people's ideas and input.

.23. Politically very sensitive and skillful.

.24. See beyond current realities to create 
exciting new opportunities.

.25. Pay extraordinary attention to detail.
' 26. Give personal recognition for work well done.
.27. Develop alliances to build a strong base of 

support.
.28. Generate loyalty and enthusiasm.
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1 2 3 4 5Never Occasionally Sometimes Often Always

.29. Strongly believe In clear structure and a 
chain of command.

.30. Am a highly participative manager.
31. Succeed in the face of conflict and 

opposition.
32. Serve as an influential model of 

organizational aspirations and values.
PART II. PROFILE INFORMATION
1. What is your gender? Check, (i) Pemm:#

(2)______ Jlale
2. What. Is your present position?- Check.

(1) Board member
(2) Superintendent
(3) Assistant Superintendent
(4) Instructional Supervisor
(5) Principal
<g> Assistant Principal
(7) Vocational Director
(8 )______ other

3. What is your age?
4. What is your geographical location in the state of 

Tennessee? Check.
Cl) East Tennessee
(2) Middle Tennessee
C3) West Tennessee

Thank you for your assistance. Place in the 
prestamped/preaddressed envelope, and return by January 
17, 1992.
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Cod#_

LEADERSHIP ORIENTATIONS (OTHER)
Copyright 1990, Loaderahip Framework#, 440 Boylaton 

Street, Brookline, HA All right# reserved.
For information, contact Jesmie Shield# Strickland, 
Route 2, Box 531, Johnson City, Tennessee 37601

PART I. LEADERSHIP ORIENTATION
Part I. of the questionnaire ask# you to deaeribe a 

leadership and management style. Pleas# 
indicate how often each of the item# 1# true of 
the superintendent who gave you this survey.

I PI ease use the following scale la answering each I
I Item, I
I I  2 3 4 5 1
(Never Occasionally Sometime# Often Alwayal
I   1
For example, you would answer "1" for an Item never 
true of the person, "2" for one occasionally true, "3" 
for one sometimes true, "4" if often true, and *S* if 
always true.

1. Thinks very clearly and logically.
2. Shows high levels of support and concern for 

others.
3. Exceptional to mobilize people and resources 

to get things done.
4. Inspires others to do their best.
5. Strongly emphasizes careful planning and 

clear time lines.
6. Builds trust through open and collaborative 

relationships.
7. A very skillful and shrewd negotiator.
a. Uses celebrations and symbols to shape values 

and build morale.
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1 2 3 4 5
Never Qeeasianally Sometimes Often Always
_____ 9. Approaches problems through logical analysis 

and careful thinking.
10. Shows high sensitivity and concern for 

others' needs and feelings.
11. Unusually persuasive and influential.
12- Able to be an inspiration to others.
13. Develops and implements clear, logical 

policies and procedures.
14. Fosters hi(gi levels of participation and 

Involvement in decisions.
15. Anticipates and deal directly with 

organizational conflict.
IS. Highly Imaginative and creative.
17. Approaches problems with facts and logic.
18. Consistently helpful and responsive to 

others.
19. Very effective in getting support from people 

with influence and power.
.20. Communicates a strong and challenging vision 

and sense of mission.
.21. Sets specific, measurable goals and holds 

people accountable for results.
.22. Listens well and is unusually receptive to 

other people's ideas and input.
.23. Politically very sensitive and skillful.
.24. Sees beyond current realities to create 

exciting new opportunities.
_2S. Pays extraordinary attention to detail.
.26. Gives personal recognition for work well 

done.
.27. Develops alliances to build a strong base of 

support.
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1 2 3 4 5
Never Occasional 1y Sometimes Often Always

28. Generates loyalty and enthusiasm.
29. Strongly believes in clear structure and a 

chain of command.
30. Is a highly participative manager.
31. Succeeds in the face of conflict and

opposition.
_32. Serves as an influential model of

organizational aspirations and values.

Part II. OVERALL RATING
Compared to other individual's, you have known with 

comparable levels of experience and responsibility, how 
would you rate this person ont
1. Overall effectiveness as a manager? (Circle one 

number.)
1 2 3 4 5

Bottom 20% Middle 20% Top 20%
2. Overall effectiveness as a leader? (Circle one 

number.)
1 2 3 4 5

Bottom 20% Middle 20% Top 20%
PART III. PROFILE INFORMATION
1. What is your gender? Check, (l) Female

(2) Male
2. What Is your age?
3. What Is your geographical location in the state of 

Tennessee? Check.
( 1 ) East
(2 )____ Middle
(3 )____ West
Thank you for your assistance. Place. In the 

prestamped/preaddressed envelope, and return by January 
17, 1992.
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Elizabethton City Schools
D t v i d  E .  W m d .  S i 9 « i i i t a d M l

Juno 24. 1991

804 S. Waungt Avenu 
Bia bethton. IN  37643 

(613)342-4631

Dr. Terrene* Deal Office of the Vie* Cheneellor 
for University Relations and 
General Counsel 

30S Kirkland Hall Nashville. Tennessee 37240
Dear Dr. Dealt

This letter serves as a follow-up to my recent conversations with Ms. Hama Shahsavarl In your office regarding vour.Leaderehia 
Orientations Instrument. I have-asked permission to use it. The 
Instrument will be an Ihtegral part of my research study. Leadership 
Perspectives of Tennessee School Leaders, at East Tennessee State University*, Dr. Donn Gresso serves as my faculty advisor.

Please endorse the consent request below, and return In the self 
addressed envelope. I need this documentation to Include in my study. Thank you for the verbal permission through Hcua (She Is a lovely 
professional with whom I have enjoyed getting to know via the telephone.).

Do you have any Information you could share with me about the 
Instrument's valIdlty/rellabl1Ity? If so, I would be truly grateful.I' Sincerely,

JSS/Joh

IE SHIELDS STRICKLAND 
Director of Curriculum 6-12

CONSENT FORM
Permission Is granted for Jessie Shields Strickland to use the Bolman/Deal Leadership Orientations Inst 
of the research findings.Of the resear

Ions Instednenty-'^ will reeel ve a eepy

WD K  Aadnm. OIncwr of SpMitI Ediiiaiiaa
Ltiqr a  B o m i i , D i n a a r  ef C u n k u l u a  X ’S/Tnjoponatioa

J n a  a  SifkUud. D inoar of Osifeshai M3 
d im *  a  Ra|m> Diiaaar a( nMBCtOfid Naniiiea
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Routa 2, Box 531 
Johnson City, Tennessee 37601 (615) 543-3104 
January 3, 1992

Dear Superintendent:
This letter regards a request of you, your school 

board chairperson, and three certified staff in your 
central office who work in the cl&aest hierarchia! 
position with you, i.e., assistant superintendent, 
instructional supervisor, etc., to participate in a 
research study. Should your school system not have 
three central office acbninistrative/supervisory staff, 
please disseminate the enclosed instruments to 
principals and/br assistant principals. I am the 
secondary instructional supervisor in the Elizabethton 
City School System and am presently completing the 
requirements, for an Ed.D degree at East Tennessee State 
University. The completion of the enclosed surveys by 
you and the other previously identified professionals 
is necessary for the research I am conducting.
Feedback from my data analysis will be sent to TOSS, 
TASL, and TSBA for your perusal.

This brief survey will take only a few minutes to 
complete. By completing this form, you will be 
expressing a willingness to participate in this 
research project. The researcher will hold your 
answers in the strictest confidence. Your 
participation is voluntary.

The purpose of the study is to identify the 
relationship existing between the perceptions of 
Tennessee superintendents, school board chairpersons, 
and subordinates regarding leadership orientation. No 
comparisons will be made between school systems. 
Individual responses to the instrument will be kept 
confidential.

Please disseminate the five enclosed packets to 
the appropriately designated persons. The white form is 
for you to complete. Please distribute the blue form 
to your school board chairperson and the- pink form to 
three subordinates in your central office who work in 
the closest hlerarchial relationship with,you, i.e., 
assistant superintendent, Instructional supervisor, 
etc., for their confidential assessment of your 
leadership and management style. Remember to tell them
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Superintendent 
January 3, 1992 
Page 2

the survey is anonymous and confidential. Names are 
not needed. I have provided self-addressed, stamped 
envelopes for Individual returns by January 17. 1992. 
Your cooperation and assistance will be greatly appreciated.

Sincerely,

I SHIELDS STRICKLAND
Educat i on Superv i sor 

Elizabethton City Schools 
ETSU Doctoral Student

JSS/Joh
Enclosures
CO: Dr. Donn Gresso, Chairperson

Doctoral Program
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804 S. Watinga Avenue 
EUabedUDB, IN  37643 

(613)5424631
January 21, 1992 Box 531, Route 2 
Johnson City, Tennessee 37601

Dear Superintendent
I have received responses from your central office 

staff and school board chairperson's surveys I mailed 
to you in.December. Thank.you for assisting me with 
this.request; however,’ I have hdt received yours. 
Should I have failed-'to. end ose one for you, I have 
enclosed one now with a s#If-addressed, stamped envelop.

Since my data analysis time draws near, I must 
have your completed survey in order to include your 
school system in my research project. If you would 
compIete and mail it by January 25, I would be truly 
appreciative. Should you have a question about it, 
please call me at (615) 543-2233 from 8:00 a.m. - 4:00 
p.m.

Sincerely,

IE SHIELDS STRICKLAND 
Doctoral Student 

Director of Curriculum 6-12 
Elizabethton City Schools

JSS/Joh
Enclosure

waHLAodRwi, Director of Special Educatioa Jcwi#S.Seickla«l,DlrremrofCunkulum&12

LanyB.Bowm, Director of CuRKuliimK-S/Tnnipoftitioa D r .  D i a n a  R .  R o g e r s ,  D b o e t o r  of Rnaflce/FoodSevici
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Routa 2, Box 531 
Johnson City, Tsnnaaaaa 
(615) 543-3104 
January 3, 1992

376Ô1

Osar School Board CDialrperaon:
The Information your suparlntsndsnt has given you 

is part of a research study at East Tennessee State 
University which I am conducting in the Tennessee 
public school systems. The purpose of the study is to 
identify the relationship existing between the 
perceptions of Tennessee superintendents, school board 
chairpersons, and subordinates regarding leadership 
orientations. The procec^re for you to use with the 
information is as follows*

1. Complete the three parts of the Leadership 
Orientations Other survey. This brief survey 
Vi 11 take only a few minutes to complete. By 
completing this form, you will be expressing a 
willingness to participate in this research 
project. The researcher will hold your 
answers in the strictest confidence. Your 
participation is voluntary.

2. Return the completed survey in the
seIf-addressed, stamped envelope to me by January 17,

No comparisons will be made between school 
systems. Individual responses wi 11 be kept 
confidential. Your cooperation and assistance will be 
greatly appreciated.

ncerely,

SHIELDS STRICKLAND 
fy Education Supervisor 

izabethton City Schools 
ETSU Doctoral Student

JSS/Joh 
Enclosure 
ce* Dr. Donn Gresso, Chairperson 

Doctoral Program
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EUzabcfhtOoCItsrScIlOOto 804 S. Wmmug* Avenue. N s5 ^  B i z . b « ^ T O ^ 3
January 21, 1992 
Box 531, Route 2 Johnson City, Tennessee 37601

Dear Superintendent
During the third week of December, 1 mailed to you 

a packet of five surveys. The surveys were part of a 
research project I am completing at ETSU. To finish my 
project, I need your assistance.

You and your central office staff have already 
returned your surveys fob which I am truly grateful; 
however, I have not recèived your school board
chairperson's (the survey, printed on blue paper).-

Enclosed is another one and a self-addressed, stamped envelop.
Since my data analysis time is drawing near, I 

must have the chairperson's survey to include your 
school system in my project.

Again, I would truly appreciate your giving the 
board chairperson his/her survey. Any encouragement 
you would give to his/her completing it and returning 
it as soon as possible, hopefully no later than January 
25, would be truly appreciated. Should you have a 
question about it, please call me at 615-543-2233 from 
8:00 a.m. - 4:00 p.m.

preciatively.

SSIE SHIELDS STRICKLAND 
ETSU Doctoral Student 
Director of Curriculum 6-12 
Elizabethton City Schools

JSS/Joh
Enclosure
WmH. Andrews, Director of SpecUlEdueuioB Jessie S. Stricklud, Director of Cuiiictilom6>12

Loiy E. Bowen, Director of Cuniculum K-3/Ttiiupoftttica Dr. Dima ILRofen, Director of Fbuoce/Food Service
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Route 2, Box 531 
Johnson City, Tennessee 37601 
(615) 543-3104 
January 3, 1992

Dear Central Office Administrator:
The information your superintendent has given you 

is part of a research study at East Tennessee State 
University which I am conducting in the Tennessee 
public school systems. The purpose of the study is to 
identify the relationship existing between the 
perceptions of Tennessee superintendents, school board 
chairpersons, and subordinates regarding leadership 
orientations. The procedure for you to use with the 
information is as follows*

1. Complete the three parts of the Leadership
. Orientations Other survey. This brief survey 
will take only a few minutes to complete. By 
completing this form, you will be expressing a 
willingness to participate in this research 
project. The researcher will hold your 
answers in the strictest confidence. Your 
participation is voluntary.

2. Return the completed survey in the
se1f-addressed, stamped envelope to me by January 12.. 1??2«

No comparisons will be made between school 
systems. Individual responses wi11 be kept 
confidential. Your cooperation and assistance will be 
greatly appreciated.

Sincerely,

ASSIE SHIELDS STRICKLAND 
'Secondary Education Supervisor 
El/zabethton City Schools 

Doctoral Student.
JSS/Joh
Enclosure
cc: Dr. Donn Gresso, Chairperson

Doctoral Program
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EUzabcthtoaCI^SdlOOb 804 3. Wexmug» Avenue
DevidB» Wifoi» Superimeedeel RliyehelhWü, TN 37643

January 21, 1992 
Box 531, Route 2 
Johnson City, Tennessee 37601

Dear Superintendent :
During the third week of December, I mailed to you 

a packet of five, surveys. The surveys were part of a 
research project I am completing at ETSU. To finish my 
project, I need your assistance.

You and your school board chairperson have already 
returned your surveys for which I am truly grateful; 
however, 1 have not received your subordinates' (the 
survey printed on pink paper).

Enclosed is another one and a seif-a^ressed, 
stamped envelope.

Since my data analysis time is drawing near, I 
must have the subordinates' surveys to include your 
school system in my project.

Again, I would truly appreciate your giving three 
subordinates surveys. Any encouragement you would give 
to his/her completing it and returning it as soon as 
possible, hopefully no later than January 25, would be 
truly appreciated. Should you have a question about 
it, please call me at 615-543-2233 from 8:00 a.m.
4:00 p.m.

Appreciatively,

fESSIE SHIELDS STRICKLAND 
ETSU Doctoral Student 
Director of Curriculum 6-12 
Elizabethton City Schools

JSS/Joh 
. Enclosure

wmK. Andrews, Oirectar of SpeciilEduciiioa Jessie S. Strickkad, Director of Qaikaluffl 6*12

Liny a  Bowere, Director of CumculumK-SfTnnspottitioQ Dr. Dims R.Ro|ere, Director of Ftamce/FoodSepfico
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Johnson City, Tennessee; Reading, 
M.A., 1973 

East Tennessee State University, 
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Professional 
Experience :

Professional 
Memberships :

Teacher, Happy Valley High School; 
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Teacher, Cloudland High School; 
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Teacher, Elizabethton High School;
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Distinguished Classroom Teacher, 
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