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CHAPTER ONE
Description of the Study

The functions of the superintendency are crucial to the organi­
zation and administration of a public school system. Yet, despite
the importance of this position, objective and systematic procedures
and processes concerning the identification and evaluation of super­
intendents * job functions are seldom employed. The result has been
’’wide-spread dissatisfaction with superintendents 1 evaluation and
performance appraisal programs by both superintendents and boards.
Casual, unspecified evaluations of superintendents lead to the
development of misunderstandings between school boards and superin­
tendents and interfere with H

In an effort to remedy this situation, the performance required
of the superintendent to fulfill the duties of his position must be
identified in terms which are clear and attainable, so that all will
understand what is to be accomplished. Then, a superintendent may
compare his views on which functions of the superintendency are
important to those of his board and attempt to arrive at an

1 Columbus Salley, ’’Superintendents’ Job Priorities,” 
Administrator’s Notebook, 27 (1979-80), 4*

2

the efficient conversion of board policy
2into school system practice.”

Dallas P. Dickinson, ’’Superintendent Evaluation Requires A 
Sophisticated, Step-By-Step Plan Like the One You’ll Find Right 
Here.” The American School Board Journal, 167 (1980), 54.
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agreement.
tendent, board members could present candidates with their views on
important job functions and attempt to reach a decision based on

This makes it possible for the managerial and
levels of the school system to reach a consensus

before a job commitment is undertaken.
Understanding the significance of a consensus between these two

levels is augmented by knowledge concerning the structure of social
systems.

A role is a pattern of expectations concerning the
behavior of people who occupy specific statuses or positions. Role
expectations are defined in terms of norms (sets of rules legitimated
by commonly shared values). Norms specify rights, duties, and
liabilities in social relationships. They are enforced by sanctions,
which are methods for approving or disapproving of patricular social
actions• Sanctions are basically rewards and punishments whose
purposes are to reinforce or extinguish particular items of behavior.
Collectives are groups that have clear criteria regarding membership

5 Salley, p. 4.
4

objective knowledge and sound procedures rather than on arbitrary and 

unsystematic methods.^ 

institutional

Structures of social systems consist of roles, norms, and
5collectives•

If, however, the goal is the selection of a new superin-

Talcott Parsons, "Some Ingredients of a General Theory of 
Formal Organization," Administrative Theory in Education, ed. 
Andrew W. Halpin (Danville, Illinois: The Interstate Printers and 
Publishers, 1958), PP- 40-72.

5
Benton Johnson, Functionalism in Modem Sociology; Under­

standing Talcott Parsons (Morristown, New Jersey: General 
Learning Press, 1975), PP• 24-25.
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5
For example, collec-and a division of labor among their members.

tives may be families, clubs, and large-scale formal organizations.
It isthe behavior of an individual is not a random matter.Thus,

to a large extent the result of the expectations and demands of the

collectivity or group.

office of superintendency/is^essential to efficient and effective

expectations, behavior,tendent is concerned with three elements:
6 A person performing the role of superintendentand social location.

finds that with this office comes certain expectations concerning
behavior or performance.
is dependent upon the awareness of society’s anticipation and
demands.

A study clarifying the expectations and perceptions of board
members and superintendents will increase understanding regarding
the role of the superintendent, and, in addition, allow the superin­
tendent the opportunity to perform his job functions more effectively

The requirements ofby becoming aware of how others view the role.
Therethe superintendency will be explicit, instead of implicit. . a **

and superintendents, regarding the behavior of the superintendent.

The superintendent will know what is expected of him, and, by

6

I

will no longer remain a nebulous relationship between board members • ifr:

I : 1 cjt? J *

Therefore, knowing what is expected of the*^

Neal Gross, Ward S. Mason, Alexander W. McEachern, 
Explorations in Role Analysis: Studies of the School Superin­
tendency Role (New York:John Wiley and Sons, 1958), p. 18.

As a result, a superintendent’s behavior

behavior for persons filling this role.
- f\ ■—■

In other words, the defining of the performance of a superin-
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4
knowing, he will be responsible for the tasks of the office as viewed
by the different levels of the system. When his performance of the
important job functions are evaluated, there will be no question as
to what is considered important. It will have been determined.
Instead of examining traits or attributes, as has been done in the
past, the anticipated and actual behavior of superintendents as
perceived by board members and superintendents will be considered.
The role and behavior of the superintendent will then be described
in terms which are observable and indicative of organizational
demands.

occupying the office of superintendency.
This researcher observed the views of board members and superin­

tendents on the importance and performance of job functions of the
superintendency, in anticipation of noting a relationship between
importance and performance. It was theorized that if board members
and superintendents agreed on the importance of superintendents * job

dent. If they disagreed on the importance of the functions, they
would also disagree on the performance of the superintendent. Such
findings would indicate that the performance of a superintendent
relates to the extent of understanding or agreement among different
levels of the system on the importance of superintendents’ job
functions.

I

IJ
o

to fail in his role or for board members to accept less from a person,
Furthermore, there will be no excuse for a superintendent

functions, they would agree on the performance of the superinten-
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Statement of the Problem

The purpose of this investigation was to determine the degree of
consensus between the perceptions of board members and superinten­
dents on the competency with which superintendents performed
seventeen job functions of the superintendency, controlling for the
influence of the perceived importance of the job functions.

Hypotheses
1.

ratings by board members and by superintendents on the superinten­

ding for the ratings on the importance of that function.
2. There is no significant difference between the means of the

ratings by board members and by superintendents on the superinten­
dent’s performance of the desegregation and race relations function,

Icontrolling for the ratings on the importance of that function.
There is no significant difference between the means of the5.

ratings by board members and by superintendents on the superinten­
dent’s performance of the relations with principals function,
controlling for the ratings on the importance of that function.

There is no significant difference between the means of the4.
ratings by board members and by superintendents on the superinten­
dent’s performance of the federal and state relations function,
controlling for the ratings on the importance of that function.

There is no significant difference between the means of the5.
ratings by board members and by superintendents on the superinten-

I

?• 
f

7zz~---z ,

.. ce­

dent’s performance of the collective bargaining function, control-

J!a A ■
There is no significant difference between the means of the
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dent’s performance of the central office coordination function,
controlling for the ratings on the importance of that function.

6. There is no significant difference between the means of the
ratings by board members and by superintendents on the superinten­
dent’s performance of the budgeting function, controlling for the
ratings

There is no significant difference between the means of the7.
by board members and by superintendents on the superinten-ratings

dent’s performance of the information systems and reporting function,
controlling for the ratings on the importance of that function.

8. There is no significant difference between the means of the
ratings by board members and by superintendents on the superinten­
dent’s performance of the providing physical facilities function,
controlling for the ratings on the importance of that function.

9. There is no significant difference between the means of the
ratings by board members and by superintendents on the superinten­
dent’s performance of the teacher and staff evaluation function,
controlling for the ratings on the importance of that function.

There is no significant difference between the means of the10.
ratings by board members and by superintendents on the superinten­
dent’s performance of the special programs and projects function,
controlling for the ratings on the importance of that function.

There is no significant difference between the means of the11.
ratings by board members and by superintendents on the superinten­
dent’s performance of the dealing with societal problems function,

controlling for the ratings on the importance of that function.

on the importance of that function.
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There is no significant difference between the means of the12.

ratings by board members and by superintendents on the superinten­
dent’s performance of the community relations and support function,
controlling for the ratings on the importance of that function.

15. There is no significant difference between the means of the
ratings by board members and by superintendents on the superinten­
dent’s performance of the personnel administration function, control­
ling for the ratings on the importance of that function.

14. There is no significant difference between the means of the
ratings by board members and by superintendents on the superinten­
dent’s performance of the board relations function, controlling for
the ratings on the importance of that function.

There is no significant difference between the means of the15.
ratings by board members and by superintendents on the superinten­
dent’s performance of the collegial relations function, controlling
for the ratings on the importance of that function.

16. There is no significant difference between the means of the
ratings by board members and by superintendents on the superinten­
dent’s performance of the monitoring student achievement function,
controlling for the ratings on the importance of that function.

There is no significant difference between the means of the17.
ratings by board members and by superintendents on the superinten­
dent’s performance of the dealing with political influences function,
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Definition of Terms

Administrator refers to a person occupying a line position who

oversees and leads an entire school system or a part of a school

The activities of an administrator contribute to thesystem.
enhancement of teaching and learning, which are the goals of the
educational organization.

of the
The board members, officially, are agentsof the entire district.

of the state, responsible for carrying out educational policies
determined by the state laws. In actuality, however, the execution
or carrying out of the policies remains to the employed experts of

Chief administrator or chief executive is limited to the person
employed by the board of education to administer policy. The noun
superintendent may be a synonym.

Function denotes a specific task describing daily behavior.
This study is concerned with functions related to the job of superin-

Thus, a function of superintendents will entail what theytendents.

7

I

Board of education relates to members selected by the citizens 

community to establish policy which is Jzf the best interest

The seventeen job functions presented in these hypotheses 
were listed by Columbus Salley, "Superintendents* Job Priorities," 
Administrator * s Notebook, 27 (1979-80), 2.

8

7 controlling for the ratings on the importance of that function.

the board, the superintendent and his co-workers.

do each day in order to fulfill the responsibilities of their
8position.

Salley, p. 1.
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Line describes the position of one who is responsible for the
operation of the major units of a school district. Those who occupy
such positions are assumed capable and entitled to make decisions. A
building principal, for example, is considered a line person as he is
responsible for the operation of a school.

Role represents the dynamic aspect of a status. An individual
is assigned a status or position and occupies it with relation to
other statuses.

the status into effect, a role is being performed. A role is
further defined as
individual actor which is organized about expectations relating to a
particular interaction context, which in turn is integrated with a

one
or more alters in the appropriate complementary roles.

Staff designates those who serve in a fact-gathering or advisory

capacity or perform a specialized function for line officers. These
persons normally do not have the responsibility for a school;
instead, they have functional responsibilities.

Super in tendency has evolved in essence over the last few years
due mainly to the immense growth in size of school districts. This

10
The Free

a sector of the total orientation system of an

Talcott Parsons, The Social System (New York: 
Press, 1951), PP- 58“59.

particular set of value-standards that govern interaction with
10

When putting the rights and duties which constitute
9

q Steven P. Hencley, ’’Definition of Concepts," Professional 
Administrators for America’s Schools, Thirty-eight Yearbook of the 
American Association of School Administrators (i960), p. 288.
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new meaning tends to describe the process of overseeing and leading
the operations of a school system. It is concerned more with the
functions or tasks of the organization under the direction of the
superintendent.

Superintendent is a chief executive of a school system who
generally initiates policy and provides evidence on which the board
makes policy decisions. He also accepts the final responsibility
for the operation of the schools. The superintendent may delegate
authority and some degree of responsibility; however, he cannot
delegate final accountability for tasks performed by the personnel.

Justification of the Study

However, he contends, though superintendents do basically the same
things, they differ as to the importance they attach to these tasks

number of principals, number of teachers, number of schools, student
His findings are:

1. The greatest number of differentiations among superinten­
dents ’ ratings of the importance of their job tasks relate to the
organization and size of school districts.

2. Size, selection mode, and term of office of board members
do not influence superintendents.

11 Salley, p. 1.

Salley has stated "that the superintendency’s functions or
dimensions are relatively invariant from one district to the next."11

due to the job situations or operating circumstances; examples are

enrollment, and so on.
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Ethnic characteristics of the dominant race of students and3-
staff account for the second largest number of differentiations.

Socio-economic status yields no significant differen-4.
tiation.

The least number of differentiations is created by the5.

superintendents’ personal characteristics.

6. No differentiations are produced by the age, race, number

tendent and major field of specialization of superintendents.
A superintendent may emphasize tasks or dimensions which are

not deemed important by others in the system, such as board members.
In this situation, it is assumed that a superintendent is viewed as
performing with less than acceptable competency.
superintendent who agrees with board members on the importance of the

tasks will be considered competent in performing these tasks.
The findings of this study should aid school systems in select­

ing appropriate candidates for the superintendency. As a result,

In addition,
it should assist the newly assigned and the experienced superinten­

dent in adapting to the unique situation of each system in order
that maximum performance may be achieved. In this manner, a

12

Sharon Zickefouse, "Successful and Unsuccessful School 
(Ed.D. dissertation, West Virginia University, 1979).

of years in present superintendency, number of years as a superin-
12

expenses and ineffective long

Conversely, a

term leadership, due to short terms 

in office by superintendents, would be decreased.^

Salley, p. 2.

13
Superintendents”
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superintendent is able to anticipate and to respond to the expecta­
tions and needs of the educational organization, encouraging a sense
of mission and an attitude of personal involvement necessary to
school systems, if they are to be dynamic and vital in the society
of today and tomorrow.

Overview

Chapter One presented the background of the study, statement
of the problem, hypotheses, definition of terms, and justification
of the study. Chapter Two consists of a review of the relevant

literature. Chapter Three discusses the research methodology and

the procedures which were used for collecting the data. Chapter

Four presents and analyzes the data. Chapter Five summarizes and

discusses implications of the study.
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CHAPTER TWO
Review of Literature

Chapter Two contains the survey of selected research and litera­
ture . Included are studies concerning theories of leadership, board­

superintendent relations, role of the superintendent, and functions

of the superintendency. The research reviewed represents attempts

to achieve a more sophisticated understanding regarding the public

school superintendency and its dimensions.

Background
The basic purpose of this study was to examine the relationship

between the importance of superintendents' job dimensions and the
degree of competency with which superintendents performed in these

This was achieved by collecting and analyzing the perceptionsareas.
of board members and superintendents on the importance of each job
factor and how well individual superintendents were performing the
tasks represented by the job factors. The respondents consisted of
board members and superintendents serving in all fifty-five counties
of West Virginia.

Pertinent to this investigation is research connecting expecta­
tions and behavior. What do superintendents do? What are superin­
tendents expected to do? Is there a connection between expectation
and performance?
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Theories of Leadership

Leadership theories are said to exist as attempts to explain

(2) the

Three types of theories have been identi­
fied:

Trait Theory
The earliest theorists and researchers in leadership emphasized

The idea was that effective leader-the characteristics of leaders.
ship found its root in ability which had been inherited or acquired
at an early age.

and out of it grew the ’’greattended to reinforce this concept,
theory held

that progress is due to the efforts and accomplishments of men who
have possessed special combinations of personal traits which caused

The personality theory was not consideredthem to become leaders.
important until the development of the personality tests in the

This new measurement created an interest in discovering the192O’s.
traits of effective leaders so that they could be contrasted with
those of people who were less endowed.

In 1948? Stogdill’s examination of traits led him to discredit
He concluded that it was more useful to considerthe trait theory.

leadership as a relationship between people in particular social

The

14 Stogdill, p. 17*

man” The ’’great man”

Carlyle’s essay on heroes, presented in 1841, 
14

theory and ’’personality theory.”

trait, behavorial, and situational.

13J Ralph K. Stogdill, Handbook of Leadership (New York: 
Free Press, 1974), p. 17-

(1) the factors important to the emergence of leadership or 

nature of leadership.^
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However, exploring leadership traits has assisted in

developing a basis for comprehending the performance of superinten­
dents, a necessity when preparing to undertake a study aimed at
investigating what superintendents do and what they are expected to
do. Relating traits to performance may indicate the advantage of
careful selection based on objective knowledge and procedures, rather
than selecting a superintendent by arbitrary and unsystematic

In

interest began to center on relationships between leader behaviors

and work group performance and satisfaction. Two of the most
important studies were developed at The Ohio State University and at
The University of Michigan.

Behavior Models
The Ohio State Leadership studies, which began shortly after the

end of the Second V/orld War, were directed toward the situational
determination of leadership behavior; however, much of the effort was
used to identify the types of behaviors leaders display and to
determine the effects of leadership style on work group performance
and satisfaction.
military organizations.

Ralph M. Stogdill, ’’Personal Factors Associated with Leader- 
A Survey of the Literature,” The Journal of Psychology 25

The early Ohio State Studies were located in
In one of the studies, Halpin and Winer**

practices, a common situation in today’s school systems.
addition, as the result of Stogdill’s work and others similar to it,

15
ship: 
(1948), 64.

16 Andrew W. Halpin, Theory and Research in Administration 
(New York: The Macmillan Company, 1966), p. 88.

•4- 4.- 15situations.
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Thisto assess leader behavior.at The Ohio State University

instrument, The Leadership Behavior Description Questionnaire (LBDQ),

assisted in the identification of two major dimensions of leader

behavior: ’’InitiatingInitiating Structure and Consideration.

Structure refers to the leader’s behavior in delineating the

relationship between himself and members of the work-groups, and in

endeavoring to establish well-defined patterns of organization,

channels of communication, and methods of procedure. Consideration
refers to behavior indicative of friendship, mutual trust, respect,

his staff.
Consideration and Initiating Structure are considered two

separate dimensions which may range from low to high in any indivi­

dual. Therefore, a leader high in one dimension does not have to be
low in the other. This creates a possibility of four leadership
styles:

High Consideration and High Initiating Structure.1.

2. Low Consideration and Low Initiating Structure.

5. High Consideration and Low Initiating Structure.

4. Low Consideration and High Initiating Structure.

Andrew W. Halpin, The Leadership Behavior of School
Midwest Administration Center,

worked with an instrument structured initially by Hemphill and Coons
17

and warmth in the relationship between the leader and the members of

17 John K. Hemphill and Alvin E. Coons, Leader Behavior 
Description (Columbus, Ohio: Personnel Research Board, The Ohio 
State University, 1950)*

18
Superintendents (2nd ed., Chicago:
University of Chicago, 1950), P* 4*
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Studies have been conducted at Ohio State and elsewhere, comparing
the effects of these four styles on subordinate performance and
satisfaction, but no single leadership style was identified as being

The High Consideration-High Initiating Structureuniversally best.
style was determined as leading to high satisfaction and performance

However, in one study conducted
Consideration was found to relateby Fleishman, Harris, and Burtt,

negatively to performance ratings of the leader by his superiors;

Thus, thoughsatisfaction and increased grievances and attrition.

demonstrating leader behavior which is highly considerate and highly

structuring appears to generally result in positive organizational

outcomes, it does not happen in all cases. In fact, it appears

Therefore, The Ohio State Studies indicate that though Consid­

eration and Initiating Structure are two primary behaviors

demonstrated by leaders, these behaviors do not explicitly relate to

Steven Kerr, Chester Schriesheim, Charles J. Murphy, and 
Ralph M. Stogdill, "Toward A Contingency Theory of Leadership Based 
Upon the Consideration and Initiation Structure Literature," 
Organizational Behavior and Human Performance, 12 (1974), 62-82.

more often than any of the others.

19

in another, Structure was connected with decreased subordinate
20

Edwin A. Fleishman and Edwin F. Harris, "Patterns of Leader­
ship Behavior Related to Employee Grievances and Turnover," 
Personnel Psychology 15 ( 19 62) , 4 5" 5 6.

21

19 Edwin A. Fleishman, Edwin F. Harris, and Harold E. Burtt, 
Leadership and Supervision in Industry (Columbus: The Ohio State 
University, Bureau of Educational Research, 1955) ♦

20

that Consideration and Initiating Structure may be situation-
21specific.
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subordinate performance and satisfaction.
important for the contribution they have made in defining and
describing behaviors and roles of leadership; and, as this study is
also interested in specifying hew superintendents, as leaders, are

expected to behave and do behave, it aids in the search for such
information.

has often advocated the study cfLBIXi is also pertinent.
leader behavior, yet the LBDQ observes behavior of leaders from the
views or perceptions of leaders themselves and others concerned with
the behavior of the leader.

It appears that statingof confusing perceptions with behavior.
exactly what is being observed and by what means observation is

Actions or behaviors are always relevant tooccurring is the issue.
the actor and/or the observer.
determined by how it is viewed by the actor himself and by others,

Knowing what iswhich is one of the main principles of this study.
expected of a superintendent, concerning his behavior, will assist in
assuring that the specified tasks or functions of the superintendency

will be performed.
Other research pertinent to leader behaviors was conducted by

Survey Research Center of the University of Kichigan. The goal was

On the other hand, being aware cf repeated criticisms of the
22 Halpin

Griffiths has warned against the dangers
23

However, these studies are

Hence, the importance of the act is

22 For example, Andrew W. Halpin, "The Behavior of Leaders,” 
Educational Leadership 14 (191,■ 6) , 172-176.

23 Daniel E. Griffiths, Research in Educational Administration 
(Hew York: Teachers College, Columbia University, 1959) •
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to identify leader behaviors which would maximize subordinate perfor­
mance and satisfaction, but the attempt was not successful.

Though the results were not signifi-

were more apt to behave differently than those in less productive
The supervisors of higher producing groups spent more timesections.

in planning and left the production of the work to their subordi-
Also, broader goals and more freedom in accomplishing theirnates•

Finally, supervisors of these highertasks were given subordinates.
producing groups were usually described as being more concerned with

For example, a supervisor of such atheir subordinates as persons.
group would be interested in training members of the group for

In addition, he would be concerned over personal eventsadvancement.
and well-being of the subordinates.

Similar results were achieved in other studies in regard to the
It was assumed thatlooseness of supervision.

the Michigan researchers called it) was related to high produc-
However,

in a study of employees in a plastic manufacturing company
found that close supervision may be associated with positive results.

(as

"general supervision"

tivity, and low productivity to close supervision.
25 Patchen

cant, it was found that supervisors in the more productive sections

The Michigan researchers began by studying clerical workers in
i • 24a large insurance company.

4 Donald Katz, Nathan Maccoby, and Nancy Morse, Productivity, 
Supervision and Morale in An Office Situation (Ann Arbor, Michigan: 
University of Michigan Survey Center, 1951)•

25 Martin A. Patchen. "Supervisory Methods and Group 
Performance Norms," Administration Science Quarterly 7 (1962), 
pp. 275-293. ———
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Employees in this plant did not see close supervision as detrimental.
Again, the results seem to indicate the importance of the situation.

to lead apparently depends on the situation rather
than the relationships among supervisory behavior, organizational
structure, and employee satisfaction.

Situational Theory
Two of the most discussed situational theories was Fiedler’s

Contingency Theory and the Path-Goal Theory of Leadership originally
proposed by House.
ical orientation in preference to style. Leaders are classified

task-oriented or interpersonal relationships-oriented accordingas
to their descriptions of the individual with whom they least prefer

After much investigation in controlled situations, Fiedlerto work.
concludes that the most effective leadership depends on (l) the
relations between the leader and group members, (2) nature of the

position power of leader.
Fiedler’s approach to an understanding of leadership is some­

what different from other views because of the explanation offered
for leadership style and specific variables related to style and

The leadership style is not dependent on behavior.effectiveness.

York:

The ’’best way”

Fiedler has utilized ’’the concept of psycholog- 

„26

task to be performed, whether structured or unstructured, and (3)

27

2 6 Thomas J. Sergiovanni and Fred D. Carver, The Nev/ School 
Executive; A Theory of Administration (l\ew York: Load Head and 
Company, 1975), p. 205.

27 Fred E. Fiedler, A Theory of Leadership Effectiveness (New 
McGraw-Hill, 19&7), Chapter 9*
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It is inferred from psychological orientation as reflected in a
description of the Least Preferred Co-worker, the only measure of

’’The ’contingency’ variables are empirically derived

achieving group tasks. Thus, it is assumed that leadership acts

in fact, the
theory specifies that relationship-motivated leaders will be more
effective than task-motivated leaders in situations of moderate
favorableness, but less effective than task-motivated leaders in
highly favorable or highly unfavorable situations. Sergiovanni and
Carver offer a simplified statement of the theory in the following

28

Sergiovanni and Carver, p. 205.
50 Sergiovanni and Carver, p. 205.
51 206.Sergiovanni and Carver, P.

Appropriate 
leadership style

effective goal 
achievement■for

Task-oriented style 
or interpersonal 
relations-oriented 
style

Chester A. Schriescheim and Steven Kerr, ’’Theories and 
A Critical Appraisal of Current and Future 
The Cutting Edge, eds. James G. Hunt and 

Southern Illinois University

Measures of Leadership:
Directions,” Leadership:___________
Lars L. Larson (Carbondale,Illinois: 
Press, 1965), p. 25*

29

situational determinants of effectiveness of leadership style in

i,29

- , . -three variables■is a iunction of-------------
organizational or 1. leader-member

group tasks relations
2. task struc­

ture 
5* leader 

position 
power

leadership which has been regularly used in researching the Contin- 
28 gency Theory.

are necessary to goal achievement and the situational variables offer 
only what the most effective leadership style may be.^

. . 51equation:
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Again, it appears the necessary question is what does an effec­

tive leader do rather than what is an appropriate leadership style.

The 1974and modified and refined by House and Dossier.

The revised theory is composed of two basic propositions; the
first deals with the role of the leader, and the second, with the

The first proposition states that thedynamics of the situation.
He is effective to theleader’s function is a supplemental one.

extent to which he provides subordinates with coaching, guidance,
support, and rewards which are not otherwise found in the work
environment and which are necessary for effective performance.

is dependent on how deficient the environment is with respect to

other sources of motivation and guidance. Summarizing his first
proposition, House states:

Schriescheim and Kerr, p. 14.

(Carbondale, Illinois:
55

later extended by
54

Robert J. House, "Some Mew Implications and Tests of the 
(unpublished paper, University of

52 
ness,”

Therefore, the leader’s effect on the motivation of his subordinates

version is discussed as it overcomes a number of shortcomings of the
, . -55earlier version.

Another theory based on situation is the Path-Goal Theory of
52Leadership, originally proposed by House,

House,

Robert J. House, ”A Path-Goal Theory of Leader Effective- 
Administrative Science Quarterly 16 (1971)9 }21-558*

55
Path-Goal Theory of Leadership,” 
Toronto, 1972).

Robert J. House and Gary Dessler. ’’The Path-Goal Theory of 
Leadership: Some Post Hoc and A Priori Tests,” Contingency 
Approaches to Leadership, eds. James G. Hunt and Lars L. Larson 

Southern Illinois University Press, 1974).
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The second, proposition is that the motivational impact of specific
leader behaviors is determined by the situation in which the leader

In this manner, the two factors proposed as comprising theoperates.
situation are (1) characteristics of the subordinates being led and
(2) environmental pressures and demands with which subordinates must
cope to accomplish work goals and satisfy their needs.

As seen by House, leader behavior is acceptable to subordinates
to the extent that it is perceived as being an immediate or future
source of satisfaction. For example, subordinates needing affili­

ation would view a considerate leader as satisfactory. However,

those subordinates with a high need to achieve would prefer leader

behaviors which facilitate task accomplishment, such as Initiating

Also, subordinates* views of their abilityStructure, as satisfying.

to perform their assigned tasks influence their reaction to leader

If they do think that they can accomplish their tasks bybehaviors.

themselves, they will view leader directiveness and coaching behavior
as less acceptable or desirable.

The environment of the subordinate, according to House, consists
of those factors which are not under his control but affect his
ability to perform effectively and to satisfy his needs. Superiors

36 House and Dessler, p. .

. . . the motivational function of the leader consists 
of increasing personal pay-offs to subordinates for 
work-goal attainment and making the path to these pay­
offs easier to travel by clarifying it, reducing road 
blocks and pitfalls, and increasing^^he opportunities 
for personal satisfaction on route.
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are one component of the environment, and the effects of the
superiors ’ attempts to motivate the subordinate will be determined by
other aspects of the environment such as (1) the task performed by
the subordinate, (2) the formal authority system of the organization,
and (5) 'the primary work group of the subordinate.

House insists that assessment of these environmental factors
makes it possible to predict the effect that leader behavior will
have on (1) subordinate satisfaction with the intrinsic rewards of
the job, (2) subordinate satisfaction with extrinsic rewards
associated with the job, (5) the expectations of subordinates that
effort will lead to effective performance of their jobs, and (4) the
expectations of subordinates that effective job performance will
lead to receipt of rewards. For example, in a routine job where
methods are clear, the attempts of a leader to further clarify pro­
cedures will be viewed by the subordinates as unnecessarily close

While supervision may reduce idle time, it willsupervision.
decrease satisfaction as well. The less satisfying the tasks, the
more the subordinates will resent leader behaviors aimed at increas­
ing productivity or enforcing rules and regulations. Leader
behaviors will motivate subordinates if they help subordinates to

cope with environmental uncertainties, threats, or sources of

frustration. Such behaviors will increase subordinate satisfaction
with the job context (not the job itself) and lead to increased
motivation by enlarging the subordinate expectations that effort
will lead to reward. Thus, descriptions of expected leader behavior
by subordinates will increase the efficiency, as well as the
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of the superintendent, for a leader who attempts toeffectiveness,

behave as expected by his subordinates will provide an environment
within which subordinates will perform effectively and satisfy their

Another time, the knowledge of expectation and of perfor-own needs.
mance comes forth as essential to the functioning of the superin­
tendency.

Hence, what does leadership theory contribute to a study
regarding the expectations and performance of the superintendents1
job functions? First, it implies that leadership effectiveness is
not dependent upon a single set of personal characteristics which
are inherited at birth or acquired at an early age. This conclusion
leads to the assumption that success as a leader can be achieved by
almost anyone, assuming that the situation is conclusive and the
leader is able to adjust to it. The necessary procedure then for
achieving effective leadership is to assure that a superintendent

leader) will be placed in a situation appropriate to his pattern
of behavior or to teach him how to adapt his behavior to the

Hence, the superintendent may be able to improve hissituation.
performance by becoming cognizant of what the situation requires by
analyzing the expectations of those viewing the situation and
comparing the expectations with the actual performance. In this
way, the superintendent will become aware of what changes he must
make in his performance, if he anticipates behaving in a manner

which is considered acceptable to those within the educational

environment.

(or
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Board-Superintendent Relations
The examination of theories pertaining to leadership has been

crucial to developing an understanding of the superintendent’s role
in American public education. Though public schools have existed
in the past and still exist in some sections of the United States
without the position of superintendent, there has always been a need
for leadership. In the beginning, board members attempted to fill

as early as 1848, some systems found themselves
unable to oversee the schools and recommended that a superintendent
be appointed.

From this simple beginning, the superintendency ’’has grown to

is doubt as to the actual power held by school superintendents.
A superintendent of schools is considered the administrative head of
a school district. In addition, he reports to a board of education
and is its chief executive officer.

concerned with school administration
contends it is the function of the board of education to legislate
and of the superintendent to execute, meaning the board establishes
and the superintendent administers policy. In fact, when discussing
this relationship, the idea inevitably surfaces that the more
separate policy-making is kept from administration the better, and

37

38 - 
J 

(hew York:
For example, Ward Reeder, School Boards and Superintendents 
1 : The Macmillan Company, 1954), pp. 16, 47, 58-59.

one of considerable responsibility and authority, though there still
n57

this void, but,

7 0
Much of the literature^

Griffiths, p. 1.
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the more the board keeps cut of administration the better. However,

the role of the superintendent in policy making is not so easily
There are those who think the superintendent shouldseparated.

initiate all policies, vzhile others insist that it is a responsi­
bility of the board; there are even some who would advocate a joint
endeavor of both board members and superintendent concerning policy-
making. Actually, in practice, "it is found that the superinten-

which the board makes policy decisions. The board, being vitally
concerned with the administration of the policy, reviews it by
requesting the superintendent to submit periodic reports and perhaps
to utilize consultants to evaluate various aspects of school
operation.
administration of the school.

Nevertheless, developing clearly defined roles for superinten­
dents and board members remains a difficult task. Desiring to
address this delemna, Paul Salmon, executive director of the
American Association of School Administrators and Thomas Shannon,
executive director of the national School Boards Association,

They attempted to identify what school boards and superintendents

The results (which are assumed toshould expect from each other.

39

dent generally initiates policy-making and provides the evidence on
i,59

Griffiths, p. 94-
4° Thomas 3. Shannon, "Board-Superintendent Relations," The 

American School Board Journal, 167 (June 1980), 39, 44.

Thus, the board is not relinquishing control over the

conducted an inservice for the Georgia School Boards Institute.^
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relate to the nation) indicate that a school board should expect its
superintendent:

To be the preeminent educational leader in the community;1.
2. To be a competent leader of people and manager of programs

and budgets;
To establish an effective system of communicating with the5-

board, including a format for reports that puts information in a
manageable and understandable form and to provide sufficient backup
data on which to base a reasonable decision;

To provide the board with several courses of action and to4.
offer a specific recommendation;

To give members time to study issues prior to board action;5.
6. To be accessible to board members, district staff, and the

public and monitor an effective parent and citizen-contact infor­
mation program;

7. To implement board policy and keep the board informed about
implementation efforts;

8. To establish a sound employee evaluation procedure under

board policy, and keep the board informed about the results of the

process;

9. To be gracious when the board rejects a superintendents’
recommendation; and,

10. To understand the community.

A superintendent expects his or her school board:

To formulate educational goals for the district with the1.
assistance of the superintendent;
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To develop with the superintendent a mutual understanding2.

of the difference between policy (board’s function) and admini­
stration (superintendent’

To stay abreast of education developments through personal5.
reading;

To deal with issues, not with personalities;4.
To treat the superintendent with the respect and dignity5.

the office deserves; and,
6. To regularly evaluate the superintendent based on estab-

the county boardsAccording to school law in West Virginia,
of education (consisting of five lay persons elected by the qualified
voters of that county) direct public school affairs. They are
charged with "determining the policy of the school district, subject

West Virginia Board of Education.
responsible for curriculum decisions, employment of all personnel,

The county superintendent’s duties, according to

Gibbins, McCoy, and Queen, p. 9.

Roy Truby, School Laws of West Virginia (Charlottesville, 
The Mitchie Company, 1980), pp. 56-57.

lished criteria and in light of district goals.
41

to the constitution and laws of the state and to the rules of the
..42

s responsibility);

In addition, they "are

and the general rules and regulations for the day-to-day operation 
of the schools.

41
Virginia:

42 West Virginia Code, 18-5-13 (1980), in Law of Free Public 
Education in West Virginia by Neil L. Gibbins, Zane McCoy, and 
Bernard Queen ^Danville, Illinois; The Interstate Printers and 
Publishers, 1978), p. 21.

45
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include nominating personnel; assign-

ing, transferring, suspending, or promoting school employees;
closing schools temporarily; certifying expenditure and payrolls;
attending all board meetings.

By reviewing these expectations, duties, and responsibilities,
a relationship of cooperation and coordination between board members

Such an approach allows for anand superintendents is sensed.
exchange of ideas and views, from which both the board and the

The board utilizes the know-superintendent are able to function.
ledge and experience of the superintendent as a source of infor-

In addition, the board members considermation and techniques.
The result is a system basedtheir own experience and knowledge.

Role of the Superintendent
When studying the behavior of school superintendents, Halpin

found that ’’these administrators demonstrate good leader behavior
in their high consideration for members of their staff; but, on the
other,

He speculated that possible reasons for this

44 Truby, p. 51.
45 Griffiths, p. 94-

Andrew W. Halpin, The Leadership Behavior of School Superin- 
. Midwest Administration Center, The

46    .
tendents (2d. ed. ; Chicago: j’* ' 
University of Chicago, 1959), p. 79.

upon teamwork, an interplay between the superintendent and the 
board.45

they fail to initiate structure to as great an extent as is 
probably desirable.”4^

West Virginia Code 18-4-10,44
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condition were the current emphasis in education upon human relations

He addedand suggested that perhaps the pendulum had swung too far.

organization of which they are a part is not to be overlooked.
This idea is clarified by viewing the role of the superintendent who
has a contractual obligation to accomplish a specified goal which
may require, for achievement, capabilities beyond the scope of the

To be a superintendent implies being a leader;immediate work group.
The problem now is determining thea leader must act like a leader.

expected behavior which defines the role of the superintendent.
The role concept focuses on ideas central to several social

sciences•

From these two ideas can be derived the basic proposition that human
behavior is partially a function of the positions an individual
occupies and the expectations held for those occupying these
positions.

47

that the responsibility imposed upon the leaders of the formal
47

Halpin, p. 80.
/ A Neal Gross, Ward S. Mason, and Alexander W. McEachern, 

Explorations in Role Analysis: Studies of the School Superinten­
dency Role (New York: John Wiley and Sons, 1958), p. 519.

49 Gross, Mason, and McEachern, p. 519.

However, the conditions under which expectations are 
49 learned or taught and who defines them may be quite variable.

One of these is that human behavior is influenced to 
some degree by the expectations individuals hold for them­
selves or which other individuals hold for them. Another 
is that a person’s locations or positions in social struc­
ture influence the kind of social relationships in which 
he is involved and the.gvaluative standards he or others 
apply to his behavior.
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Since the late fifties, many interested in educational admin-

The setting for this

theoretical model is the social system, defined conceptually as ’’two

Utilizing this definition, a school districtthere is agreement.

Three characteristicsachieve the goals of the school district.
of the social system are (1) individuals, (2) interaction between and
among individuals, and (3) interaction aimed at achieving goals.
Thus,
A larger social system may create a subsystem which acquires the
characteristics of its creator, or individuals who are similarly
oriented may join together to accomplish certain goals. Most formal

educational groups (e.g., school districts, building units, and
They have been created by the

larger social system, the community.
The schoolSocial systems are usually considered permanent.

district and building organizations are among the more permanent of
school social systems. As evidenced in these times, specific

177.Sergiovanni and Carver, P.
52 Sergiovanni and Carver, 177-P.
55 Sergiovanni and Carver, 177.P*

50
Administrative Process, 
423-441.

51

classrooms) belong to the first type.
55

a particular social system could develop in a variety of ways.

social system is ’’all members of a school organization working to

,.52

or more persons interacting toward a goal (or goals) about which
,.51

Jacob W. Getzels and Egon G. Guba, ’’Social Behavior and the 
” The School Review, 65 (Winter 1957),

istration have examined the concept of a social system as presented 
50 by the Getzels-Guba social process theory.
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districts or attendance units are sometimes eliminated, but only so

In thisthat larger or different districts or units may be created.
way, superintendents function within social systems which have been
previously created for generally agreed upon purposes and which are
relatively permanent. The social system of the superintendent is
also inhabited by individuals and it is to some degree structured.
This leads to the next concept, that of role.

Role occupancy has at least two features. One relates to
behavior which is necessary to reach the institutional or group
goals, and the other is behavior which satisfies the individual

The social behavior may be considered a function ofpersonal needs.
These major elements together

constitute the nomothetic or normative dimension of activity in a
social system; individual, personality, and need-disposition

According to Getzels, roles are complementary and interdependent
in that each role derives its meaning from other related roles in the

In this manner, a role is a prescription not only for thesystem.
given role incumbent but also for the incumbents of other roles
within the system, so that, in a hierarchial setting the expecta­
tions of one role may to some degree also form the sanctions for a

54 Jacob W. Getzels, ’’Administration as A Social Process,” 
Administrative Theory in Education, ed. Andrew V/. Halpin (Chicago: 
Midwest Administration Center, the University of Chicago, 1958)5 
P. 152.

institution, role, and expectation.

together create the idiographic or personal dimensions of behavior
54in a social system.
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The quality of complementarity combinessecond interlocking role.

two or more roles into a coherent, interactive unit and makes it
possible to consider an institution as having a characteristic
structure.

When two role incumbents (e.g., a subordinate and a super­
ordinate) appear to understand each other, in reality, their
perceptions and prescribed complementary expectations are congruent.
If there is misunderstanding, then their perceptions and prescribed
complementary expectations are incongruent. Clearly, *'the function­
ing of the administrative process depends not only on a clear
statement of the public expectations but on the degree of overlap

In fact, congruence in the
perception of expectations often takes priority over actual observed

by the participants in the interaction and which unfavorable.
In conclusion, an act is conceived as being derived simulta­

neously from both dimensions: nomothetic and idiographic. In other
words, social behavior is the result of the individual’s attempts to
cope with an environment composed of patterns of expectations for
his behavior consistent with his own independent pattern of needs.

p), where B is observed behavior, R is a given

55
(PhDElmer Femeau, ’’Role-Expec tat ions in Consultations" 

dissertation, University of Chicago, 1954).

behavior in determining which outcomes will be considered favorable

56

Therefore, B = f (R x

in the perception and private organization of the expectations by

55 the specific role incumbents."

Getzels, p. 156.

56



institutional role defined "by the expectations attached to it, and P

This formula is different from that of Lewin,
E), where P is personality and E is environment. Ini. e., B

Lewin’s formula, P and E are interdependent, since the environment is
In the formula consistingdefined by the perception of the person.

of nomothetic and idiographic elements, Pl and P are independent as
P is defined by the internal determinants within the role incumbent,
and R is defined by external standards set by others.

59On the other hand, social systems are viewed by others as
They contend that socialbeing both independent and interdependent.

systems are interdependent because they consist of personalities in

They are independent because each personality has itsinteraction.
In other words, social systems have emergentown need-disposition.

Furthermore, the structureproperties which make up their structure.
roles, norms, and collectives. Ascontains explicit elements:

explained in Chapter One of this study,
expectations of behavior of people who occupy specific statuses.
Role expectations are defined in terms of norms, which are sets of
rules derived from commonly shared values. Norms may be positive

57

f (p x

is the personality of the particular role incumbent defined by his
I I 1T-. "5 r~* J" "4" T n

Kurt Lewis, A Dynamic Theory of Personality (New York: 
McGraw-Hill Book Company, 1955), chapter III.

59 Benton Johnson, Functionalism in Modern Sociology; Under­
standing Talcott Parsons (Morristown, New Jersey; General Learning 
Press, 1975), PP* 24-25.

a role is a pattern of

Getzels, p. 156.
58
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’’must” do this and that)

that). They designate rights, duties, and liabilities in social
relationships and are enforced by sanctions, expressions or approval
or disapproval. Basically, sanctions are rewards and punishments
proposed for reinforcing or extinguishing particular acts of behav-

Lastly, collectives are groups that possess clear criteria ofior.
membership and a division of labor among its members. A school
system may be considered a collectivity as it possesses standards for

Viewing these dimensions of humanmembership and required acts.
behavior in organizations has permitted a differentiation between

Behavior is effective if it con-effectiveness and efficiency.
tributes to the attainment of institutional goals; this means
effectiveness is measured along the nomothetic dimensions. Behavior
is considered efficient if it is consistent with the need­
dispositions of the role incumbent, meaning efficiency is measured

Similarly, Barnardaccording to the idiographic dimension.
distinguishes between effectiveness and efficiency:

Thus, various attempts have been made to explain the behavior of
Theorists have sought to identify types of leaderssuperintendents.

60

(you or negative (you ’’must not” do this and

Effectiveness relates to the accomplishment of the 
cooperative purpose, which is social and non-personal 
in character. Efficiency relates to the satisfaction 
of individual motives, and is personal in character. 
The test of effectiveness is the accomplishment of 
a common purpose or purposes; effectiveness can be 
measured. The test of efficiency is the g^iciting of 
sufficient individual wills to cooperate.

Chester Barnard, The Eunctions of the Executive. (Cambridge, 
Massachuse11s: Harvard University Press, 1958), p. 60.
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In addition,and relate them to the functional demands of society.

they sought to account for the emergence of leadership by either

examining the qualities of leaders or elements of the situation.

Whereas the theorists attempt to understand a problem in its

entirety, the empiricist is concerned with those aspects of the

problem which may be considered researchable in terms of avail­

ability of samples and measurability of variables. This means
viewing leadership (within education and out) as an outgrowth of

These approaches have been examined in
anticipation of discussing the functions of the superintendency,
for seeing the position as others see it should assist board members
and superintendents in determining what will be expected of the
superintendent.

Functions of the Superintendency
The term function emits different meanings which, at times,

Parsons used the word functions as anappear to be conflicting.

T-ierton critically
examined the definitions of function used in several fields and
decided function to be observable consequences of standardized items

The

Talcott Parsons, "On Building Social Systems Theory,” 
Daedalus, 99 (Fall 1970), 849.

abstract term referring to conditions which must be met in order for 
62systems of various types to operate effectively.

social interaction processes or as an aspect of role differentiation 
and performance.

Ralph M. Stogdill, Handbook of Leadership (New York: 
Free Press, 1974), pp. 5”&5 15”1o-

62



Salley, when

dimensions which are relatively invariant for superintendents.
Litterer saw confusion in the term due to focusing on the types of

When a function is being discussed, the meaning
relates to the role of a part in a larger entity or the contribution
of a partial activity or partial institution to a larger activity or

In other words, the important point is that to under­institution.
stand the function of an activity, the system of which it is a part

For example, a heart removed from the body ismust be understood.
useless by itself; it only has purpose or meaning in association
with the whole system, for without the system, it has no use.

Daniel Griffiths, when presenting functions of the superinten-
anything specific which an administrator

Examples he offers are (1) directing guidance programs,does.

(2) controlling the budget, and (5) assisting teachers in diagnosing

The

examining job priorities of superintendents, viewed functions as job

64

dency, states a function is 
,t66

Daniel Griffiths, The School Superintendent (New York: 
Center for Applied Research in Education, 1966), p. 69.

of behavior (that are, in Parsons’ sense, structures) which enhance 
63 or impede the adaption or adjustment of the system.

Benton Johnson, Functionalism in Modern Society; Under­
standing Talcott Parsons (Norristown, New Jersey: General Learning 
Press, 1975), PP* 19-20.

Columbus Salley, "Superintendents’ Job Priorities," 
Administration Notebook 28 (1979-30), 1-4•

65 Joseph A. Litterer, The Analysis of Organizations (New York: 
John Wiley and Sons, 1965), pp. 177-173*

66

functional classifications rather than on the nature of functional 
relationships•
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In fact, he suggests that athe learning difficulties of pupils.

list of all the functions of administration could be called the job
of the superintendent. However, as a categorization scheme is more
helpful, he advocates using the Three-Skill Concept as a source.
According to this concept, the superintendent’s job can be divided

(1) improving educational opportunity, (2) obtain-into four parts:
ing and developing personnel, (3) maintaining effective relations

The Three-Skill Concept of the analysis of the work of an
The term skill isadministrator was developed by Katz at Harvard.

defined as the ability to use one’s knowledge effectively. Admin­

istrative skills are categorized as (1) conceptual, the ability to

whole; (2) human, the ability to work

effectively as a group member and to build cooperative effort within

the faculty; and (5) technical, specialized knowledge and ability

involving methods, processes, procedures or techniques. The

procedure suggested is to first divide the functions into the four
categories previously mentioned and then consider the three levels

The result is an idealized

67

Griffiths, pp. 71-72.

’’position description.

of skill required in each category.

„68

see the organization as a

with the community, (4) providing and maintaining funds and 

facilities.

Griffiths, p. 70-
68



undertaken in 1969, it is possible to describe what superintendents

It was found that superintendents worked aboutdo even further.

fifty-eight hours a week; in fact, two out of five worked sixty or

Superintendents agreed that financing educationmore hours per week.

Other concerns werewas the task which caused the most concern.

demands for innovation, greater visibility, changes in values and

behavior, and the revolution in school staff relations. Issues

related to the social-cultural ferment were felt more by superin­

tendents in large districts than by those in small ones. On the
other hand, reorganization was important to systems of less than

About half of thethree hundred pupils up to three thousand.
superintendents appeared to be reacting to local concerns rather
than to prevailing national issues.

superintendents felt their effectiveness to be inhibitedAlso,
by factors such as inadequate financing, too many insignificant
demands, low quality of staff, limits of personal capabilities and

They believed that systems could be improved byinsufficient time.
adding more traditional specialists such as those in curriculum and
instruction, general administration, and specialized administration,
rather than those in planning or systems analysis. In addition,
superintendents desired personally to increase their information or

69 
(Washington, D.C. : 
1971), pp. 64-65.

Stephen J. Knezevich, The American School Superintendent 
American Association of School Administrators,

By analyzing a study of the American school superintendent^^
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skills in human relations, change, or public finance, rather than in

fields such as systems administration or specialized management.

In several model job descriptions distributed by the National

School Boards Association, some performance responsibilities listed

were:

1. Attends and participates in all meetings of the Board and
its committees, except when own employment or salary is under
consideration.

Advises the Board on the need for new and/or revised2.
policies and sees that all policies of the Board are implemented.

Prepares the annual operating budget recommendations and5.
implements the Board approved budget.

Prepares and submits to the Board recommendations relative4-
to all matters requiring Board action, placing before the Board such
necessary and helpful facts, information, and reports as are needed
to insure the making of informed decisions.

Informs and advises the Board about the programs, practices,5.
and problems of the schools, and keeps the Board informed of the
activities operating under the Board’s authority.

6. Secures and nominates for employment the best qualified and
most competent teachers and supervisory and administrative personnel.

Assigns and transfers employees as the interest of the7.
district may dictate, and reports such action to the Board for
information and record.

Reports to the Board the case of any employee whose service8.

is unsatisfactory, and recommends appropriate action.
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Holds such meetings of teachers and other employees as9.

necessary for the discussion of matters concerning the improvement

and welfare of the schools.

10. Keeps the public informed about modern educational
practices, educational trends, and the policies, practices and
problems in the district’s schools.

11. Delegates at own discretion to other employees of the Board
the exercise of any powers or the discharge of duties with the
knowledge that the delegation of power or duty does not relieve the
superintendent of final responsibility for the action taken under
such delegation.

12. Keeps informed of modern educational thought and practices
by advanced study, by visiting school systems elsewhere, by attend­
ing educational conferences, and by other appropriate means, and
keeps the Board informed of trends in education.

15. Studies and revises, together with the staff, all
curriculum guides and courses of study, on a continuing basis.

14. Hakes recommendations with reference to the location and
size of new school sites and of additions to existing sites; the
location and size of new buildings on school sites; the plans for
new school buildings, all appropriations for sites and buildings,
and improvements, alterations, and changes in the buildings and
equipment of the district.

Recommends to the Board for its adoption all courses of15.
study, curriculum guides, and major changes in texts and time
schedules to be used in the schools.
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Submits to the Board a clear and detailed explanation of any16.

proposed procedure which would involve either departure from estab­

lished policy or the expenditure of substantial sums.

Maintains adequate records for the schools, including a17.
system of financial accounts; business and property records; and
personnel, school population, and scholastic records. Acts as

custodian of such records and of all contracts, securities, documents,

title papers, books of record and other papers belonging to the

Board.
18. Makes recommendations to the Board concerning the trans­

portation of pupils in accordance with the law and the requirements

of safety.

19. Provides suitable instructions and regulations to govern

the use and care of school properties for school purposes.
20. Attends, or delegates a representative to attend, all

meetings of municipal agencies at which matters pertaining to the

public schools appear on the agenda or are expected to be raised.

21.

TheObviously, a superintendent has many tasks to perform.
problem is knowing which tasks are important to his particular

Increasing the difficulty of the problem is thesituation.

possibility that the role of the superintendent as perceived by

71 National School Boards Association, Job Descriptions in 
Education (1980).

Performs such other tasks as may from time-to-time be
71assigned by the Board.
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illustrate different perceptions relative to role expectations.

If this be the situation, awareness of job expectations would be

imperative to job performance.

superintendent’s competency or performance becoming dependent on the

superintendent’s decision, for the superintendent who is privy to

such information is now able to assess his perceptions with those

of others and to determine whether or not he possesses the ability

and willingness to perform as expected.

Summary

Chapter Two contained a review of the literature which relates

The literature indicated that leadership is seldomto this study.
Instead, of centralviewed in terms of personality traits.

importance, is the theory that human behavior or performance is

related to the expectations individuals have for themselves and

which others have for them, in conjunction with the dynamics of the
The review was divided into the following categories:situation.

theories of leadership, board-superintendent relations, role of the

superintendent, and functions of the superintendency.

Michael Tippet.

192.

board of education members and by the superintendent himself may
72

Also, job awareness may result in a

72 Michael Tippet. ’’The Role of the Public School Superin­
tendent as Perceived by Superintendents and Board of Education 
Members” (Fd.D. dissertation, West Virginia University, 1981), p.
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CHAPTER THREE
Research Procedures

Chapter Three deals with the methods and procedures utilized in
These include methods used in the pilot study and inthis study.

the selection of the sample, description and administration of the

data collection instruments, and statistical procedures employed in

examining the research hypotheses.

of the superintendency identified by Salley and Baehr were used to

In anticipation of employingtest the predictions of this study.

E, D) with Dr. Salley and Dr. Baehr. Dr. Baehr willingly responded

by phone and in writing; she also submitted, in writing, permission

to use the list but was unable to issue data about the tests, as

Dr. Salley had taken the information with him when he left for his
However, Dr. Salley refused to respond to phone callsnext position.

His secretary finally returned a phone call in March,or letters.
informing the researcher that Dr. Salley has consistently refused to

Nevertheless, in mid­release normative data concerning the test.
factor analysis of ratings (Appendix E) offered by one

hundred ninety-four school superintendents on the Superintendents1

n

As indicated in Chapter One, a list of seventeen job functions
.71

.1 
I**'’

October, a

this instrument, contact was made by phone and mail (Appendices A,

71 Columbus Salley ’’Superintendents’ Job Priorities, 
Administrator’s Notebook 28 (1979-80), 2.
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obtained from the London

House Management Consultants of Parkridge, Illinois.

Pilot Study
The lists of job functions concerning the importance and perfor-

The purpose of conductingmance were analyzed through a pilot study.
the study was to determine the validity of the research instruments,
to determine the readability and interpretation of the items, the
value and interest of the study, and the opportunity to consider
suggestions for improvement of the study itself and the mechanics of
the study.

The pilot study was conducted in the graduate class, ’’General
taught by Dr. Bill Gordon at Marshall

The researcher communicated with the instructor andUniversity.
explained the purpose of the study. Dr. Gordon arranged the date,

time, and location.

The following procedure was conducted in order to administer

the pilot study. First, the reasons for the study were explained,

and the purposes for the pilot study were presented. The instru­
ments were then distributed and a period of fifteen minutes was
allotted for completion.

When the respondents had completed the requirements, the follow­
ing questions were asked, and the answers recorded in writing for
further study:

1. Did you understand the content of the instruments? If not,
why?

Job Function Inventory (Appendix D) was

School Administration,”
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Bid you have a problem rating the functions according to2.

importance and performance?
Bo you feel you would have rated the responses differently5.

if the forms were to be completed at a different time of the year?
Bo you have any suggestions for improving the instructions?4-

If yes, what are they?

It was indicated by the responses of the twenty-four members of

the class that all understood the content of the questionnaire.

However, rating the functions was a problem for some as they

perceived themselves as lacking sufficient knowledge and experience

concerning the responsibilities of superintendents. As to rating

the responses differently at a different time of the year, most of

the students answered they would have responded in the same manner.

The last question requested suggestions but few were offered. One
respondent mentioned that it would be interesting to gather the same
data later in the school year and compare the two results.

The researcher viewed the pilot study as being beneficial in
affirming the validity and level of readability of the research
instruments. In this manner, it was possible to make adjustments
before actually administering the forms. Hence, the following
revisions were made:

1. Terms were underlined to draw attention to that aspect of
the instrument.

The headings of the two sets of numbers were made more2.
explicit.

The instruments on how to circle the number that best5.
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described the respondent’s opinion were improved.

Sample

The purpose of this study was to collect and analyze perceptions

of board members and superintendents concerning the importance and

performance of public school superintendents’ job functions. The

(a) participants were selected fromsample included two variables:
the fifty-five counties in West Virginia and (b) much of the research
was concerned with agreement between board members and superinten­
dents on the importance of the functions and performance of superin­
tendents . The following procedure was used to select the
participants.

The list of eligible participants was selected by utilizing the

West Virginia Education Directory, 1982-83. The directory provided

the names of the board members and superintendents from each of the
fifty-five school districts in the State of West Virginia. Random

selection procedures were not utilized for school superintendents or

board members, as one hundred percent of the superintendents and

board members from school districts within West Virginia were

contacted.

After the list of eligible participants was formulated, the
following procedures were conducted by the researcher.

Two kinds of information were needed:
An importance rating on seventeen job functions of the1.

superintendent from the referent groups in each county:

superintendenta.
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b. members of the board of education

A performance rating for each superintendent on the seven-2.
teen job functions of the superintendent from the same two sources.

The entire population of fifty-five superintendents and two
hundred seventy-five board members in the State of West Virginia

mailed instruments (Appendix G) for the purpose of gatheringwere
this information. Accompanying these instruments was a cover letter
designed to explain the purpose of the study, background information
concerning the project, and assurance that the responses would be
confidential. The cover letter also emphasized that the study was to
gather information concerning the importance of job functions of the
superintendent and views of his performance. The first mailing was
made to superintendents and board members within West Virginia on
October 22, 1982. A period of three weeks was permitted for the

If at least sixty-five percent returnreturn of the completed forms.
had occurred, no follow-up procedures would have been used. However,
further communication was needed; consequently, a second mailing was
made on November 12, 1982. In addition, instruments were sent by

Except for ancertified mail to twenty members of the population.
arbitrary decision to mail instruments to the two superintendents
who had not responded, the names were chosen at random from a list
of those who had not returned questionnaires.

As previously stated, instruments were first mailed to the
entire population of the fifty-five superintendents and two hundred
seventy-five board members in the State of West Virginia. From this
mailing one hundred sixty-five returns were received. This total
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represented a 50 percent return which did not fulfill the minimally
acceptable percentage of 65 percent determined in the prospectus.

The totalFrom this mailing, fifty-three instruments were returned.
of returns received at this point was two hundred eighteen, reflect­
ing a 66 percent return.
not useable, due to omission of role identification or refusal to
rate any of the functions, twenty additional forms (Appendix .?)
were dispatched by certified mail on January 15, 19&5* From this

The total now signifiedendeavor, nine instruments were returned.

Table 1 represents the number of superintendents and board
members who were mailed instruments and the number and percentage of
responses received.

Data Collection
Data needed for this study was collected by means of an

instrument that consists of two parts; both constituting seventeen

job functions for superintendents.

Part One: Importance of Job Functions

From the list of seventeen job functions developed by Salley

and Baehr, the first part of the instrument was derived. The
respondents were instructed to circle the number to the right of
each item that most nearly expressed their views as to the importance
of the job function described. The numbers ranged from one to
seven; one indicated the lowest priority and seven indicated the

a 69 percent return.

a second mailing (Appendix F) was made.

However, as twelve of these returns were

Thus, on November 12, 1982?



51
Table 1

Number and Percentage of Participants

98%5455Superintendents
63%173275Board Members

69%227530Totals

Original 
Humber
Surveyed

Percentage 
of 

Returns
Total
Return

Received
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highest priority, rating from low to high (Appendix E) •

Part Two: Performance of Job Function
This section used the same seventeen job functions to estimate

the degree of competence with which the superintendent of the
individual county school systems in the State of West Virginia
performed. Each board member and superintendent was requested to
respond by writing the number which best described the performance of

The system of rating wasthe superintendent within that system.
Theidentical to that used to rate the importance of job functions.

performance rating was to be made after the importance rating was
accomplished.

The respondent was again assured of anonymity in anticipation
of receiving candid responses from both groups.

Statistical Procedures
Variables

Thus, understanding the termrelationships among variables.
variable is basic to a scientific research problem. Traits which

For example, sex and intelligence are often included as variables
in research studies. In addition, most research requires the
identification of independent and dependent variables. The

• 1

are capable of variation from person to person are called variables.

' r rr.A:
* ,?

Scientific research is ’’the systematic and empirical study of*
,.72

72 John T. Roscoe, Fundamental Research Statistics for the 
Behavioral Sciences, (New York: Holt, Rinehart and Winston, 
1975), P. 5.
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investigator may be interested in determining whether or not a
relationship exists between the two, and if it does exist, what is
the nature of the relationship. Though the terms independent
variable and dependent variable are difficult to define in a general

they are usually identified easily in a research setting.manner,
Variations in the independent variable are presumed to relate to
variations in the dependent variable. Another way of viewing the
distinction between the two is that the determination of the
individual’s score on the independent variable will ordinarily
precede the determination of the score on the dependent variable.

A great deal of behavioral research is undertaken in which the
Often a researcher willinvestigator merely observes and explains.

suspect that other variables may also influence the dependent
variable and affect the outcome of the study. This suggests that

the independentindependent variables be broken into groups:
variable which the investigator is interested in studying to deter­
mine its influence upon the dependent variable, and other variables

Therefore, the problems ofwhose influence he wishes to control.
organizing, carrying out, and interpreting behavioral research

(1) independent variablescenter around three kinds of variables:
whose effects are to be studied; (2) independent variables whose
effects are to be controlled; and (5) dependent variables that are
observed in order to determine relationships or consequences. Three
such variables were developed for the study presented by this paper.
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Criterion Variable

When identifying a variable, one must be certain that what is
labeled a variable is just that and not the measure of the variable.
The dependent variable or criterion variable in this study was the
performance or competency of the person who is occupying the position

The instrument used for measure-of superintendent in each county.
ment was the test formed by the list of superintendents* seventeen

The performance of the superintendent was determinedjob functions.
by board members and superintendents of public school systems in

An example of this instrument may be viewed onWest Virginia.
page 149.

For this study, it was also necessary to identifyCovariate.
an independent variable whose effects were to be controlled in order
to insure that the effects observed by rating the dependent variable

performance of superintendents)
related to the independent variable whose effects the investigator
wished to study and not by some other variable. The covariate or
controlled variable of this study was the importance of each superin-

The instrument to be used for the measure-tendent*s job function.
ment of importance consisted of the same seventeen job functions
listed in the test for performance. The evaluators were again board
members and superintendents located in the fifty-five counties of

An example of this instrument may be viewed onWest Virginia.
page 149.

(in this case, were, in fact,
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The third variable was the independentIndependent Variable.

variable whose effects the investigator had chosen to study. The
independent variable in this case was the role of two groups within
the public school administration today: board members and superin­
tendents • The members of these groups also rated the importance of
the superintendents’ job functions and the performance of the
superintendents’ job functions.

Data Analysis
The organization of the data received from the replies of the

participants had been determined by the structure of the instruments.
The lists of job functions to be rated were to assist in gathering
data pertinent to perceptions of board members and superintendents
concerning the importance and performance of job functions relevant
to the superintendency.

The data received from the rating of superintendents * job

in order to determine the existence of differences
among variables. Such a measure is useful for studies of assessing
significant differences when one variable (importance) can influence
another variable (performance). Analysis of covariance techniques
provided a method for determining differences among board members
and superintendents on the importance and the performance of the

73

functions were computed by using one-way analysis of co-variance
. 73techniques

Statistical Analysis System User’s Guide, (Cary, North 
Carolina:SAS Institute, Inc., 1979), pp. 237-244.
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job functions of the superintendency.

Summary
Chapter Three has presented a discussion of the methods and

procedures to be utilized in the completion of this study. It
described the pilot study, the sample, and the instruments used in
order to gather the data required for the study. In addition, the

The discussion of thevariables were discussed and presented.
selected design revealed the decision of the researcher to employ
analysis of covariance techniques.
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CHAPTER FOUR
Presentation and Results of the Analysis of Data

This chapter contains a presentation of the techniques employed

in analyzing the data that were collected. In addition, an exposi­

tion of the tables displaying results of the statistical analysis

Tests of the hypotheses are also included. For test­is offered.

ing purposes, hypotheses are stated in the null form. A null
hypothesis is rejected if its probability level is .05 or below.

Analysis of Data Techniques
Analysis of covariance procedures were utilized to test for

from the SAS library and wasThe specific program used was GLM
performed on the Amdahl 470, an IBM compatible mainframe located at
the West Virginia Network for Educational Telecomputing in

However, the remote job entry occurredMorgantown, West Virginia.
on the campus at Marshall University in Huntington, West Virginia.
The purpose of this program is to evaluate main effects and covariate
effects on the functional competency of superintendents.

Analysis of covariance (ANCOVA) is a technique for controlling
extraneous variables. It is a statistical method that may be
utilized to equate groups on one or more variables. Essentially,

74 SAS User's Guide, pp. 245-244*

significance of difference between the means of the scores obtained.
74
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A1ICCVA adjusts criterion scores for initial differences on some

In this way, the groups arevariable and compares adjusted scores.
equalized with respect to the control variable and then compared.
Covariance is thus used as an attempt to reduce variation in the
criterion scores (in this study, the performance scores) which may be
attributed to another variable (in this study, importance of superin-

The essential task in statistical analysis is to explain the
variability of the criterion. This may be achieved by discovering
the degree of dispersion of scores about the measure of central
tendency, such as the mean. The variance is a most useful measure
of variability, especially in inferential statistics, as in the
analysis of variance. The variance is defined verbally as the sum
of the squared deviations from the mean divided by the number of

The sum of the squared deviations is calculated by sub­responses.
tracting the mean of a group of scores from each individual score
and squaring the remainder. In the analysis of variance, the total
sum of squares is partitioned into its component parts, thus
attempting to identify the sources of variability of the criterion.

The analysis of covariance emphasizes concomitant variation in
the criterion variable and a variable whose relationship to the
criterion is to be controlled. In this manner, covariance is viewed

Competencies for Analysis 
Charles E. Merrill Publishing Company,

75 L. R. Gay, Educational Research: 
and Application, (Columbus: 
1981)/ pp. 325-524.

Hypothetically, all variance in the
75 criterion scores are attributed to the covariate.

tendents ’ job functions).
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paired, variables) of the deviations

It may be calculated by dividing the sum of productsfrom the mean.
by the total number of scores. Then, the total sum of products is
partitioned in a manner similar to the partitioning sum of squares
in the analysis of variance.

The procedure of Ai’COVA includes the following steps:

1. Two or more random samples are drawn.
2. A variable that is believed to be correlated with the

criterion variable is selected for purposes of control. A measure
on this variable is recorded for each subject and later paired with

the subject’s measure on the criterion.

5.
subjects in all samples. The sum of squares for the model, for the

These calculations are computed for thedegrees of freedom.

criterion and the control variable.
The sum of the products for the model, for the error factor,4.

and for the total arc then calculated. Adjusted sum of squares,

degree of freedom, and mean squares are computed for the criterion.
The F-ratio is calculated.5.

6. The adjusted means are calculated.

7. The probability figure is computed.

8. The null hypothesis is accepted if the calculated

probability figure exceeds the predetermined level of significance

(in this study, .05). The null hypothesis is rejected if the

calculated probability figure is equal to or less than the level of

as the mean of the products (for

error factor, and for the total are calculated, along with respective

Next, a single criterion measure is administered to all
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Exposition of Tables
The data in Table 2 illustrated means and standard deviations

obtained by computing the ratings of the board members and of the
superintendents on the importance of the seventeen job functions of

The means indicated the average ratings bythe superintendency.
board members or by superintendents on the importance of a function.

Responding board of education members perceived the budgeting

Responding superintendents viewed thefunction as most important.

The meanboard relations function as the most important function.
score for the board members was 6.3686, whereas the superintendent’s

The function considered the least important

by board member respondents was the collective bargaining function;

the mean was 4-0699* The function rated the least important by

superintendent respondents, with a mean of J. 14^9* was also the
collective bargaining function.

The standard deviations indicated how dispersed a set of scores
were, whether the scores were relatively close together and clustered

If

The standard deviations presentedfell at widely spaced intervals.

mean score was 6.6793*

7 6 John T. Roscoe, Fundamental Research statistics for the 
Behavioral Sciences (hew York: Holt, Rinehart and Winston, 1975), 
PP. 351-358.

around the mean or scattered, covering a wide range of scores.

. P. 76s 1 gn 1 f 1 c an c e •

similar; however, if the standard deviation were large, the scores

the standard deviation were small, the scores were close together or
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Table ?

Roles

Functions KeanSt. Dev.

4.0699 1.88201. CE 2.1807
2. 2.110?DR

.8971RP

FS

CO

.9429E

7. 1.1815IS

8. 1.0925 5-7559PF

9. TS
10. PP

11. SP
12. CS

PA

1.0792BR

1.4741CR
1.1410SA

17. 1.7512PI

MOTES:

i

13.
14.

1.1330
1.1669

1.O855

1.0769

1.0125

.9151
1.2550
1.5013
1.4760

1.2513
1.1989
1.5067
.8882

Means and Standard Deviations from Ratings by Board 
Members and Superintendents on the Importance of 

the 17 Job Functions of the Superintendency

1.9502 
.8745

1.2581
1.2165 
.9916

5.0520
6.2590
6.0519
6.2405
4.6618
5.8291
4.7000

1.1154 
1.2284
1. 56O4 
1.1588 
.9702

5.
4.

5.
6.

5.1429
3.7255
6.5OOO
5.2642
6.1731
6.4528
5.4906

4.8491

6.4340
6.2264
6.6795
4.8654

5.5283

5.2264

15.
16.

4.2735
6.2695
5.6582

6.0562
6.5688

5.6415

5.5438
6.0516

4.9744

Superintendents
St. Dev.

Board Members 
lie an

5.9454
5.1*M

1. CE, Collective Bargaining; 2. DR, Desegregation and Race 
Relations; 5* RP, Relations with Principals; 4. FS, Federal 
and State Relations; 5. CO, Central Office Coordination; 6. 
B, Budgeting; 7. IS, Information Systems and Reporting; 8. 
PF, Physical Facilities; 9. TS, Teacher and Staff Evalua­
tion; 10. PP, Special Programs and Projects; 11. SP, Deal­
ing with Societal Problems; 12. CS, Community Relations and 
Support; 15. PA, Personnel Administration; 14. 3R, Board 
Relations; 15. CR, Collegial Relations; 16. SA, Monitoring 
Student Achievement; 17. PI, Dealing with Political 
Influences.
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in Table 2 indicated that the scores offered by the board members to
the collective bargaining function were the most varied; the standard

The scores depicting the least variance amongdeviation was 2.1807.
board members were those given to the relations with principals

the standard deviation was .8971* The scores of thefunction;
superintendents which were most varied were those allocated to the
desegregation and race function; they reflected a standard deviation

The standard deviation of.8745 showed the least varianceof 1.9502.
among the superintendents in regard to importance. The function
which was judged with the most agreement by the superintendents who
responded was the same as the one chosen by the board members who
responded, the relations with principals function.

The data in Table 5 provided means and standard deviations for

the ratings by board members and by superintendents on the superin­
tendent’s performance of the seventeen job functions of the superin-

In this situation, the responding board members rated thetendency.
superintendent's performance of the budgeting function as highest,

with a-mean of 5-7115, and the performance of the collective bargain-

ing function, as lowest, with a mean of 4*5&57* The superintendents

also rated the performance of the budgeting function as highest,

with a mean of 6.2692, and the performance of the collective
bargaining as lowest, with a mean of J.6809. An.analysis of the data

revealed that there was agreement between board members and superin­
tendents on the function performed with the least competency by the
superintendents, the collective bargaining function.

The standard deviation which revealed the highest deviation from



Table 5

Roles
Functions St. Lev. St. Bev.

1. CB
2. DR
5. RP
4. FS

CO
B
IS
PF
TS
PP

11. SP
12. CS

PA
BR
CR

17.

ROTES:

15.
14.

5.
6.

SA
PI

Means and Standard Deviations from Ratings by Board 
Members and Superintendents on the Performance of 

the 17 Job Functions of the Superintendency

2.0758
1.7659
1.6170

3.6809 
4.2245 
6.1751 
5.1508 
6.0000 
6.2692 
5.2692 
5.8846 
5.5000 
5.1246 
4.9216 
6.0980 
5.8654 
6.2308 
5.0588 
5.4058 
5.5846

1.9125
1.8175
.7852

1.2765
1.1662 
1.0867 
1.0867 
1.1658 
1.1289
1.0103 
1.5595 
.9645 
.9707
• 9417 

1.2870
1.5174
1.2549

4.5657
4.8752 
5.4076 
5.6623 
5.4650 
5.7115 
5.1667
5.5571 
4-8477 
4.9474 
4.6667 
5.1218 
5.1118
5.5714 
4.9262
5.1111
4.7456

1.5750
1.6074
1.5283 
1.5020 
1.2350
1.5570
1.5848
1.5977
1.7901
1.6559
1.6082
1.3461
1.4957
1.7409

9.
10.

15.
16.

7.
8.

Board Members 
Mean

Suner i n tendents 
Mean

1. CB, Collective Bargaining; 2. DR, Desegregation and Race 
Relations; 3. RP, Relations with Principals; 4- FS, Federal 
and State Relations; 5. CO, Central Office Coordination; 6. 
B, Budgeting; 7. IS, Information Systems and Reporting; 8. 
PF, Physical Facilities; 9. TS, Teacher and Staff Evalua­
tion; 10. PP, Special Urograms and Projects; 11. SP, Deal­
ing with Societal Problems; 12. CS, Community Relations and 
Support; 13. PA, Personnel Administration; 14. BR, Board 
Relations; 15. CR, Collegial Relations; 16. SA, Monitoring 
Student Achievement; 17. PI, Dealing with Political 
Influences.
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the mean by board members when rating the performance of superin-

This statistic related to the mean of thetendents was 2.0758.
ratings on the performance of the collective bargaining function.
The standard deviation which revealed the lowest deviation from the
mean by board members on the performance of superintendents was

This statistic related to the mean of the ratings on the1.2550.
performance of the providing of physical facilities function. The
standard deviation which displayed the highest deviation from the
mean, in regard to ratings by superintendents on the superinten-

This statistic related to the meandent’s performance, was 1.9122.
of the ratings on the performance of the collective bargaining

The standard deviation which displayed the lowest devi-function.
ation from the mean, based on ratings by superintendents for the

This statistic related tosuperintendent’s performance,
the mean of the ratings on the performance of the relations with
principals function.

In Table 4 through Table 20, a co variate analysis of each
The tables showed thefunction was furnished individually.

partition of the total sum of squares for the dependent variable
(the superintendent’s performance of the function) into the portion
attributed to the model (importance of the function plus roles of

The mean square term was the sum of squares divided by the
degrees of freedom (DF). The mean square for the error was an
estimate of the variance of true residuals.

The F value was the ratio produced by dividing the mean square

the respondents) and the portion attributed to the error.

was .7852.



It tested hew well the

model

lificance procability, labeled ?R>F, were small, it

indicated significance. If the F value were not significant, any

significant differences between specific comparisons would have to

be regarded as possibly representing a chance difference. If, how-
value were obtained, significant differencesa siever,

would be attributed to the model.
The adjusted ANOVA gave the sun of squares for the independent

variable (role) and the covariate (importance). The total of these
two sum of squares equaled the sum of squares for the model. The

ANCOVA gave the sum of squares for the independent variable, after
adjusting for the covariate.

The F value and PR>F values for A1IC0VA were equivalent to the

The covariate analysis of the collective bargaining function
The model explained the effects of rolewas presented in Table 4.

and importance on the ratings for the superintendent’s performance
of the collective bargaining function (P = .0001). The R-Square

.2124, indicated that the model accounted for an approximate
21 percent of the variation found in the dependent variable
(perceptions on the superintendent’s performance of the collective

77 SAS User’s Guide, pp. 259“244*

If the sigr

f the model

a whole accounted for the dependent variable’s behavior.

statistic (All R-Square statistics are presented in Appendix H.),

gnifleant

the mean square of the error.

results of a t-test for testing the hypothesis that the regression

77 parameter (population value) was equal to zero.



.able 4

Dependent Variable: Performance of the Collective Bargaining Function

Source DF Sum of Squares Mean Squares F Value PH>F

160.9503Model 2 80.4751 24.01 .0001

596.6630jsrror 178 5.3520

757.6133180

Unadjusted AKOVA

16.3184Role .02861 4.87

144.6319Importance 1 45.15 .0001

Adjusted ANCOVA

Role 5-74761 1.12 .2918

144.6319Importance 1 .000145.15

Ccvariate General Linear Analysis of 
the Collective Bargaining Function

Corrected
Total
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bargaining function). Before the means for role had been adjusted
for the influence of the covariate (importance of the collective
bargaining function), role was viewed as having an effect on the
ratings of the superintendent’s performance (P .0286). After

adjusting for the influence of the covariate, role did not show a
significant effect on the behavior of the dependent variable (P =

.0001).significant effect (P
Thus, variation was probably due to the covariate or to the
perceived importance of the function.

The covariate analysis of the desegregation and race relations

function was presented in Table 5* The model explained the effects
of role and importance on the ratings for the superintendent’s
performance of the desegregation and race relations function (P =
.0001). The R-Square statistic, .2790, indicated that the model

accounted for an approximate 28 percent of the variation found in

the dependent variable (perceptions on the superintendent’s perfor­

mance of the desegregation and race relations function). Before the

means for role had been adjusted for the influence of the covariate

was seen as having a significant effect on the ratings of the .

superintendent’s performance (P = .01). After adjusting for the

influence of the covariate, role had no significant effect on the

behavior of the dependent variable (P .0968), while the covai'iate’s

effect was significant (P .0001). Therefore, variation in the
model was probably due to the influence of the covariate or the

perceived importance of the function.

mi

.2918), while the covariate had a

(importance of the desegregation and race relations function), role
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Table 5

Dependent Variable:

Source Sum of SquaresDF Mean Squares F Value PR>F

2Model 85.1936 36.19170.3872 .0001

187 440.2654Srror 2.3544

189 610.6526

Unadjusted AIIOVA

15.9376Role 6.771 15.9376 .01

154.4496154.4496Importance 65.601 .0001

Adjusted AKCOVA

6.5579Role 6.5579 .09681 2.79

154.4496Importance 154.4496 65.601 .0001

Corrected
Total

Covariate General Linear Analysis of 
the Desegregation and Race 

Relations Function

Performance of the Desegregation and Race 
Relations Function
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The covariate analysis of the relations with principals function

was presented in Table 6. The model explained the effects of role

and importance on the ratings for the superintendent’s performance

of the relations with principals function (P = .0001). The R-Square

statistic, .1154, indicated that the model accounted for an approxi­

mate 12 percent of the variation found in the dependent variable

(perceptions on the superintendent’s performance of the relations

with principals function). Before the means for role had been

adjusted for the influence of the covariate (importance of the

relations with principals function), role was viewed as exhibiting

a significant effect on the ratings of the superintendent’s perfor-

After adjusting for the influence of the

covariate, role continued to have a significant effect on the

behavior of the dependent variable (P

also displayed a significant effect (P = .0001). Hence, variation

may have been due to the influence of role and importance of the

function.

The covariate analysis of the federal and state relations

function was presented in Table 7* The model explained the effects

of role and importance on the ratings for the superintendent’s

performance of the federal and state relations function (P

.0001). The R-Square statistic, .2580, indicated that the model

accounted for an approximate 26 percent of the variation in the

dependent variable (perceptions on the superintendent’s performance

of the federal and state relations function). Before the means for

role had been adjusted for the influence of the covariate

= .0057), while the covariate

mance (P = .0012).
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Table 6

Dependent Variable:

PP>FSource LF Sum of Squares Mean Squares F Value

Model 25.29692 50.5957 .000115.51
Error 587.7658204 1.9008

206 458.5575

Unadjusted ANOVA

Role 20.65151 10.85 .0012

29.9624Importance 15.761 .0001

Adjusted ANCOVA

Role 1 14.8576 7.81 .0057

29.9624Importance 1 15.76 .0001

l 11

Covariate General Linear Analysis of the 
Relations with Principals Function

Performance of the Relations with Principals 
Function

Corrected
Total
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Table 7

Dependent Variable:

Source DF Sum of Squares PR>PMean Squares F Value

Model 96.56462 48.2825 55.11 .0001
Error 277.7964202 1.5752

574.5610204

Unadjusted ANOVA

Role 4.64551 .06765-58

Importance 1 66.8491.9211 .0001

Adjusted ANCOVA

Role 1 .4415 .52 .5717
Importance 66.841 91.9211 .0001

Performance of the Federal and State 
Relations Function

Covariate General Linear Analysis of the 
Federal and State Relations Function

Corrected
Total
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(importance of the federal and state relations function, role was

observed as not having an effect on the ratings of the superinten­

dent’s performance (P .0676). After adjusting for the influence

of the covariate, role continued to have no effect on the "behavior

of the dependent variable (P = .57U), while the covariate again had

.0001).
probably due to the influence of the covariate or to the perceived
importance of the federal and state relations function.

The covariate analysis of the central office coordination
function was presented in Table 8. The model explained the effects
of role and importance on the ratings for the superintendent’s
performance of the central office coordination function (P = .0001).

model accounted for an approximate 9 percent of the variation found
in the dependent variable (perceptions on the superintendent’s
performance of the central office coordination function)• Before
the means for role had been adjusted for the influence of the

covariate (importance of the central office coordination function),

role displayed an effect on the ratings of the superintendent’s

performance (P .0247). After adjusting for the influence of the
covariate, role continued to have an effect on the behavior of the
dependent variable (P
significant influence (p Therefore, variation may have
been due to the influence of role and importance.

The covariate analysis of the budgeting function was presented
in Table 9. The model explained the effects of role and importance

= .0005).
.0562), while the covariate remained a

In this manner, variation was

Here, the R-Square statistic was .0845, which indicated that the

a significant effect (P
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Table 8

Dependent Variable:

Source PR>FDF Sum of Squares F ValueMean Squares

Model 20.5693 9.462 40.7387 .0001
Error 205 441.3583 2.1529

482.0769207

Unadjusted ANOVA

Role 11.01961 5.12 .0247
Importance 1 29.7191 13.80 .0005

Adjusted ANCOVA

Role .03621 9.5714 4.45

Importance 1 29.7191 13.80 .0003

Covariate General Linear Analysis of the 
Central Office Coordination Function

Corrected
Total

Performance of the Central Office Coordination 
Function
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Table 9

Dependent Variable: Performance of the Budgeting Function

Source PR>FSum of SquaresDF Mean Squares F Value

90.5762 26.95Model 2 45.1881 .0001

544.0056 1.6781Error 205

207 454.5798

Unadjusted ANOVA

Role 12.1298 .00781 7.25
78.2464 46.65Importance 1 .0001

Adjusted Al'COVA

Role 6.001 10.0705 .0151

78.2464 46.65Importance 1 .0001

Corrected
Total

Covariate General Linear Analysis of the 
Budgeting Function
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on the ratings for the superintendent’s performance of the budgeting

function (P = .0001).

the model accounted for an approximate 21 percent of the variation
found in the dependent variable (perceptions on the superintendent’s
performance of the budgeting function). Before the means for role
had been adjusted for the influence of the covariate (importance of
the budgeting function), role was viewed as having some effect on
the ratings of the superintendent’s performance (P = .0078). After

adjusting for the influence of the covariate, role had less effect

.0151); however, the

The covariate continued to display aeffect was significant.
significant effect (P .0001). Therefore, variation may have

occurred due to the influence of role and importance.

The covariate analysis of the information systems and reporting

The model explained the effectsfunction was presented in Table 10.

of role and importance on the ratings for the superintendent’s

performance of the information systems and reporting function (P =

.0022)., The R-Square statistic, .0578, indicated that the model

accounted for an approximate 6 percent of the variation found in the

dependent variable (perceptions on the superintendent’s performance

of the information systems and reporting function). Before the

for role had been adjusted for the influence of the covariatemeans

(importance of the information systems and reporting function) role

was not seen as having an effect on the ratings of the superinten­

dent’s performance (P .6414). After adjusting for the influence

the effect of role on the behavior of the dependentof the covariate,

on the behavior of the dependent variable (P

The R-Square statistic, .2081, indicated that
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Table 10

Dependent Variable:

Source PR>FSum of Squares F ValueDF liean Squares

Model 25.7166 6.292 11.8585 .0022
Error 586.5912205 1.8858

207 410.5077

Unadjusted ANOVA

Role .64141 .4105 .022

25.5065Importance 12.561 .0005

Adjusted ANCOVA

.8006Role 1 .042 .5154

25.5065Importance 12.561 .0005

Covariate General Linear Analysis of the 
Information Systems and 
Reporting Function

Performance of the Information Systems and 
Reporting Function

Corrected
Total
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while the covariate continued to have a significant effect (P -

.0005). Variation was probably due to the influence of the covariate

or to the perceived importance of the information systems and report­

ing function.

The covariate analysis of the providing physical facilities

The model explained the effectsfunction was presented in Table 11.

of role and importance

performance of the providing physical facilities function (P

.0001). The R-Square statistic, .1689, accounted for an approximate

17 percent of the variation found in the dependent variable

(perceptions on the superintendent’s performance of the providing

physical facilities function). Before the means for role had been

adjusted for the influences of the covariate (importance of the

providing with physical facilities function), role was considered to

have a significant effect on the ratings of the superintendent’s

performance (P = .0041). After adjusting for the influence of the

variable decreased, but not to the point of insignificance (P =

.0155). The effect of the covariate appeared at the same level of
significance (P .0001). Variation was probably due to the
influence of role and importance.

The covariate analysis of the teacher and staff relations func­
tion was presented in Table 12. The model explained the effects of
role and importance on the ratings for the superintendent’s perfor­
mance of the teacher and staff relations function (P .0001). The li­

on the ratings for the superintendent's

variable increased, but not to a point of significance (P = »5154),

covariate, the effect of role on the behavior of the dependent
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Table 11

Dependent Variable:

Source DF Sum of Squares F Value PR>FMean Squares

Model 20.6326.47612 52.9523 .0001
260.5283Error 203 1.2834

313.4806205

Unadjusted ANOVA

Role 1 10.8158 8.45 .0041
Importance 42.13651 52.83 .0001

Adjusted ANCOVA

Role 7.64571 5.95 .0155

42.1565Importance 1 52.83 .0001

Co variate General Linear Analysis of the 
Providing Physical Facilities Function

Performance of the Providing Physical 
Facilities Function

Corrected
Total
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Table 12

Dependent Variable:

PP>FSource DF Sum of Squares F ValueMean Squares

Model 62.9515 16.5651.46522 .0001
578.0658Error 199 1.8998

201 440.9951

Unadjusted ANOVA

Role 17.16171 9.05 .0030

Importance 45.76961 24.09 .0001

Adjusted ANCOVA

Role 1 19.7270 10.38 .0015
45.7696Importance 1 24.09 .0001

Corrected
Total

Covariate General Linear Analysis of the 
Teacher and Staff Relations Function

Performance of the Teacher and Staff 
Relations Function
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Square statistic, .1427, indicated that the model accounted for an

approximate 14 percent of the variation found in the dependent

variable (perceptions on the superintendent’s performance of the

teacher and staff relations function). Before the means for role

had been adjusted for the influence of the covariate (importance of

signifi­
cant effect on the ratings of the superintendent’s performance (P
.0050). After adjusting for the influence of the covariate, role

increased in effect (P .0015). The covariate once again designated
significance (P = .0001). Hence, the variation may have been due to
role and importance.

The covariate analysis of the special programs and projects
function was presented in Table The model explained the effects
of role and importance on the ratings for the superintendent’s
performance of the special programs and projects function (P =
.0001). The R-Square statistic, .2182, indicated that the model

accounted for an approximate 22 percent of the variation in the

dependent variable (perceptions on the superintendent’s performance

of the special programs and projects function). Before the means

for role had been adjusted for the influence of the covariate

(importance of the special and projects function), roleprograms
displayed an insignificant effect on the ratings of the superinten­
dent’s performance (P .3121). After adjusting for the influence

of the covariate, role’s effect decreased (P = .5189), while the

probability of the covariate having no effect was insignificant

(P = .0001). Thus, variation was probably due to the influence of

the teacher and staff relations function), role indicated a
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Table 1}

Dependent Variable:

Source F Value PB>FSum of SquaresDF Mean Squares

Model 74.85682 27.9157.4184 .0001
Error 268.1585200 1.5408

202 542.9951

Unadjusted ANOVA

Role 1.57691 1.05 .5121

Importance 1 75.4599 54.79 .0001

Adjusted Al’COVA

.5600Role 1 .42 • 5189

Importance 1 75.4599 54.79 .0001

Corrected
Total

Covariate General Linear Analysis of the 
Special Programs and Projects Function

Performance of the Special Programs and 
Projects Function
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the covariate or to the perceived importance of the special programs
and projects function.

The covariate analysis of the dealing with societal problems
function was presented in Table 14* The model explained the effects

the ratings for the superintendent’s
performance of the dealing with societal problems function (P =
.0001). The R-Square statistic, .1118, indicated that the model
accounted for an approximate 11 percent of the variation in the
dependent variable (perceptions
of the dealing with societal problems function). Before the sum of
squares for role had been adjusted for the influence of the covariate
(importance of the dealing with societal problems function), role
did not indicate a significant effect on the ratings of the superin­
tendent’s performance (P = .5538). After adjusting for the influence

.2207); however,

importance continued to be a significant influence (.0001). In this

variation was probably due to the influence of the covariatemanner,

or to the perceived importance of the dealing with societal problems

function.

The covariate analysis of the community relations and support

function was presented in Table 15. The model explained the effects

of role and importance on the ratings for the superintendent’s

performance of the community relations and support function (P =

.0001). The R-Square statistic, .1098, indicated that the model

accounted for an approximate 11 percent of the variation in the

dependent variable (perceptions on the superintendent’s performance

of the covariate, role’s effect increased (P =

on the superintendent’s performance

of role and importance on
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Table 14

Dependent Variable:

PR>FF ValueSource Mean SquaresDF Sum of Squares

26.0242 .0001Model 12.5252.04852
Error 2.0785199 415.5754

465.6257201

Unadjusted ALOVA

• 5558Role .941.95071

50.0976 .000124.11Importance 1

Adjusted ANCOVA

5.1561 .2207Role 1.511

50.0976 24.11Importance .00011

Corrected
Total

Covariate General Linear Analysis of the 
Dealing with Societal Problems Function

Performance of the Dealing with Societal 
Problems Function
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Table 15

Dependent Variable:

Source PR>FF ValueDF Sum of Squares Kean Squares

Model 65.6582 12.582 .000151.8291

Zrror 516.1679204 2.5502

206 579.8261

Unadjusted ANCVA

Role 56.65041 14.48 .0002

10.68Importance 1 27.0278 .0015

Adjusted ANCOVA

Role 12.461 51.5555 .0005

Importance 10.681 27.0278 .0015

Corrected 
Total

Covariate General Linear Analysis of the 
Community Relations and 

Support Function

Performance of the Community Relations and 
Support Function
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of the community relations and. support function). Before the means
for role had been adjusted for the influence of the covariate

(importance of the community relations and support function), role

exhibited a significant effect on the ratings of the superinten­

dent’s performance (P = .0002). After adjusting for the influence
of the covariate, role’s effect diminished but remained significant

.OOO5), while the effect of the covariate once more remained
significant (P = .0015). Hence, variation in the criterion was
probably due to the influence of role and importance.

The covariate analysis of the personnel administration function
was presented in Table 16. The model explained the effects of role
and importance on the ratings for the superintendent’s performance
of the personnel administration function (p = .0001). The R-Square

mate 18 percent of the variation in the dependent variable (percept­
ions on the superintendent’s performance of the personnel admini­
stration function). Before the means for role had been adjusted for
the influence of the covariate (importance of the personnel admini­
stration function) , role indicated a significant effect on the
ratings of the superintendent’s performance (P = .0009). After

adjusting for the influence of the covariate, role’s effect

decreased but remained significant (P = .0061). The effect of the

covariate also displayed significance (P = .0001). Again, variation
was probably due to the influence of role and importance.

The model explained the effects of role andpresented in Table 17*

(P =

The covariate analysis of the board relations function was

statistic, .1744, indicated that the model accounted for an approxi-
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Table 16

Dependent Variable:

Source DF F ValueSum of Squares Mean Squares PR>F

Model 82.50612 41.2551 21.25 .0001

Error 590.6507201 1.9455

475.1568205

Unadjusted A1I0VA

Role 1 22.0005 11.25 .0009

Importance 6O.5O561 51.15 .0001

Adjusted ALCOVA

Role 7.681 .006114.9178

Importance 6O.5O561 51.15 .0001

Corrected
Total

Covariate General Linear Analysis of the 
Personnel Administration Function

Performance of the Personnel Administration 
Function
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Table 17

Dependent Variable: Performance of the Board Relations Function

Source F Value PR>FDF Sum of Squares Mean Squares

Model 52.5674 25.68572 12.85 .0001
Srror 406.4775205 2.0024

205 457.8447

Unadjusted ANOVA

Role 16.89961 8.44 .0041

Importance 54.46781 17.21 .0001

Adjusted ANCOVA

Role 9.01671 4.50 .0550

Importance 54.46781 17.21 .0001

Corrected
Total

Covariate General Linear Analysis of the 
Board Relations Function



88

importance on the ratings for the superintendent’s performance of
the board relations function (P = .0001). The R-Square statistic,

.1122, indicated that the model accounted for an approximate 11

percent of the variation in the dependent variable (perceptions on
the performance of the board relations function). Before the means
for role had been adjusted for the influence of the covariate
(importance of the board relations function), role exhibited a
significant effect on the ratings of the superintendent’s perfor-

After adjusting for the influence of the
covariate, role's effect decreased but continued to be significant
(P .0550). In addition, the covariate indicated a significant

probability of effect (P = .0001). Thus, variation was probably
due to the influence of role and importance.

The covariate analysis of the collegial relations function
The model explained the effect ofwas presented in Table 18.

role and importance on the ratings for the superintendent’s perfor-
.0001).of the collegial relations function (P The fi­nance

Square statistic, .5549, indicated that the model accounted for

variable perceptions on the performance of the collegial relations
function. Before the means for role had been adjusted for the

influence of the covariate (importance of the collegial relations

the ratings of the superintendent’s performance (P = .4470). After
adjusting for the influence of the covariate, the effect of role

decreased (P = .4541), while the effect of the covariate remained

an approximate 56 percent of the variation in the dependent

function), role did not show a significant probability of effect on

mance (P = .0041) .



Q9

Table 18

Dependent Variable: Performance of the Collegial Relations Function

PR>FSource F ValueMean SquaresDF Sum of Squares

62.4060 .000154.19Model 124.81192
1.1516226.8681Error 197

351.6800199

Unadjusted ANOVA

.6685 .58 .4470Role 1

107.80 .0001Importance 1 124.1454

Adjusted ANCOVA

.56.6480Role .45411

107.80 .0001Importance 124.14541

Corrected
Total

Covariate General Linear Analysis of the 
Collegial Relations Function
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.0001). Hence, variation was probably due to the

influence of the covariate
collegial relations function.

The covariate analysis of the monitoring student achievement
The model explained the effect of rolewas presented in Table 19*

the ratings for the superintendent’s performance
of the monitoring student achievement function (P The R-
Square statistic, .1776, indicated that the model accounted for an
approximate 18 percent of the variation in the dependent variable
(perceptions on the performance of the monitoring student achieve­
ment function). Before the means for role had been adjusted for
the influence of the covariate (importance of the monitoring
student achievement function), role did not indicate a significant
effect on the ratings of the superintendent’s performance (P =
.1701). After adjusting for the influence of the covariate, the

effect of role increased significantly (P = .0395)* while the

covariate continued to exhibit a significant effect (P = .0001).

variation was probably due to the influence of role

and importance.
The covariate analysis of the dealing with political influences

function was presented in Table 20. The model explained the effect
on role and importance on the ratings for the superintendent’s
performance of the dealing with political influences function (P =
.0001). The R-Square statistic, .1490, indicated that the model

accounted for an approximate 15 percent of the variation in the

dependent variable (perceptions

significant (p =
or the perceived importance of the

on the performance of the dealing

and importance on

For this reason,

= .0001).
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Table 19

Dependent Variable:

Source DF F Value PF>FSum of Squares Mean Squares

Model 76.5368 38.26842 21.81 .0001
Error 1.7546202 554.4195

450.9561204

Unadjusted AFOVA

Role 1 5.5256 1.90 .1701

Importance 1 75.2110 41.75 .0001

Adjusted ANCOVA

Role 7.55861 4.50 .0395

Importance 1 73.2110 41.75 .0001

Covariate General Linear Analysis of the 
Monitoring Student Achievement Function

Performance of the Monitoring Student 
Achievement Function

Corrected
Total
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Table 20

Dependent Variable:

Source F Value PR>FDF Sum of Squares Mean Squares

Model 2 .000184.5188 42.1594 17.94
Error 205 481.7582 2.5500

566.0770207

Unadjusted ANOVA

Role 16.0256 6.821 .0097
68.2952Importance 29.061 .0001

Adjusted ANCOVA

Role 8.74581 5.72 .0551

68.2952Importance 29.061 .0001

Covariate General Linear Analysis of the 
Dealing with Political

Influences Function

Performance of the Dealing with Political 
Influences Function

Corrected
Total
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with political influences function). Before the means for role had

been adjusted for the influence of the covariate (importance of the

significant effect on the ratings of the superintendent’s performance

(P = .0097). After adjusting for the influence of the covariate, the

effect of role decreased significantly (P = .0551) and the effect of

the covariate again indicated significance (P = .0001). Therefore,

variation was probably due to influence of the covariate or the

perceived importance of the dealing with political influences

function.

Tests of Hypotheses

1. The null hypothesis stated that there is no significant

difference between the means of the ratings by board members and by

superintendents on the superintendent’s performance of the collective

bargaining function, controlling for the ratings on the importance of

that function. The computed mean of the ratings by board members on

the superintendent’s performance of the collective bargaining

4.2743> while the mean obtained for the ratings by superintendents
was 3.9412. The probability of significance of the difference

between the means of the ratings by board members and by superinten­

dents was .2918. The null hypothesis was accepted.

The null hypothesis stated that there is no significant2.

superintendents on the superintendent’s performance of the

difference between the means of the ratings by board members and by

function, controlling for the importance of that function, was

dealing with political influences function), role displayed a
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desegregation and race relations function, controlling for the
ratings on the importance of that function. The computed mean of
the ratings by board members on the superintendent’s performance of
the desegregation and race relations function, controlling for the

The probably of signifi­
cance of the difference between the means of the ratings by board

The null hypothesis was
accepted.

The null hypothesis stated that there is no significant5.
difference between the means of the ratings by board members and by
superintendents on the superintendent's performance of the relations
with principals function, controlling for the ratings on the
importance of that function. The computed mean of the ratings by
board members on the superintendent's performance of the relations
with principals function, controlling for the importance of that
function, was 5*4718, while the mean obtained for the ratings by
superintendents was 6.0956* The probability of significance of the
difference between the means of ratings by board members and by
superintendents was .0057. The null hypothesis was rejected.

The null hypothesis stated that there is no significant4.
difference between the means of the ratings by board members and by
superintendents on the superintendent’s performance of the federal
and state relations function, controlling for the ratings on the
importance of that function. The computed mean of the ratings by
board members on the superintendent's performance of the federal and

i

the ratings by superintendents was 4*5986.

importance of that function, was 4*8260, while the mean obtained for

members and by superintendents was .0968.
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state relations function, controlling for the importance of that

function, was 5*5952, while the mean obtained for the ratings by

The probability of significance of thesuperintendents was 5*4855*

superintendents was .57^7* The null hypothesis was accepted.

5* The null hypothesis stated that there is no significant

superintendents on the superintendent’s performance of the central
office coordination function, controlling for the ratings on the
importance of that function. The computed mean of the ratings by
board members on the superintendent’s performance of the central
office coordination function, controlling for the importance of that

superintendents was .0562. The null hypothesis was rejected.
6. The null hypothesis stated that there is no significant

difference between the means of the ratings by board members and by

superintendents on the superintendent’s performance of the budgeting

function, controlling for the ratings on the importance of that

function. The computed mean of the ratings by board members on the

superintendent’s performance of the budgeting function, controlling

for the importance of that function, was 5*7259, while the mean

The

probability of significance between the means of the ratings by

board members and by superintendents was .0151. The null hypothesis

function, was 5.4758, while the mean obtained for the ratings by 

superintendents was 5.9728. The probability of significance of the

difference between the means of ratings by board members and by

difference between the means of the ratings by board members and by

difference between the means of the ratings by board members and by

obtained for the ratings by superintendents was 6.2525*
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7* The null hypothesis stated that there is no significant

difference between the means of the ratings by board members and by

superintendents on the superintendent’s performance of the infor­

mation systems and reporting function, controlling for the ratings

on the importance of that function. The computed mean of the

ratings by board members on the superintendent’s performance of the

information systems and reporting function, controlling for the

The probability of

significance between the means of the ratings by board members and

by superintendents was .5154* The null hypothesis was accepted.

8. The null hypothesis stated that there is no significant
difference between the means of the ratings by board members and by
superintendents on the superintendent’s performance of the providing
physical facilities function, controlling for the ratings on the
importance of that function. The computed mean of the ratings by
board members on the superintendent’s performance of the providing
physical facilities function, controlling for the importance of that
function, was 5*5780, while the mean obtained for the ratings by

The probability of significance betweensuperintendents was 5*8228.
the means of the ratings by board members and by superintendents was

*0155* The null hypothesis was rejected.

9* The null hypothesis stated that there is no significant

difference between the means of the ratings by board members and by

superintendents on the superintendent’s performance of the teacher

was rejected. 

importance of that function, was 5*1564, while the mean obtained

for the ratings by superintendents was 5*2999*
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and staff relations function, controlling for the ratings on the

The computed mean of the ratings byimportance of that function.

board members on the superintendent’s performance of the teacher and

staff relations function, controlling for the importance of that

function, was 4.8208, while the mean obtained for the ratings by

superintendents was 5*5362. The probability of significance between

the means of the ratings by board members and by superintendents was

.0015. The null hypothesis was rejected.
The null hypothesis stated that there is no significant10.

difference between the means of the ratings by board members and by
superintendents on the superintendent’s performance of the special
programs and projects function, controlling for the ratings on the

The computed mean of the ratings byimportance of that function.
board members on the superintendent’s performance of the special
program and projects function, controlling for the importance of that

The probability of significance betweensuperintendents was 5-0659*
means of the ratings by board members and by superintendents was

•5169. The null hypothesis was accepted.
The null hypothesis stated that there is no significant11.

difference between the means of the ratings by board members and by

superintendents on the superintendent’s performance of the dealing

with societal problems function, controlling for the ratings on the

The computed mean of the ratings byimportance of that function.

board members on the superintendent’s performance of the dealing

with societal problems function, controlling for the importance of

function, was 4.9646, while the mean obtained for the ratings by
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The probability of significance of thesuperintendents was 4*9672.

superintendents was .2207. The null hypothesis was accepted.

The null hypothesis stated that there is no significant12.

superintendents on the superintendent’s performance of the community
relations and support function, controlling for the ratings on the

The computed mean of the ratings byimportance of that function.
board members on the superintendent’s performance of the community
relations and support function, controlling for the importance of
that function, was 5-1584? while the mean obtained for the ratings

The probability of significance of6.0472.

of the ratings by board members and

by superintendents was .0005. The null hypothesis was rejected.

The null hypothesis stated that there is no significant15*

difference between the means of the ratings by board members and by

superintendents on the superintendent’s performance of the personnel

administration function, controlling for the ratings on the impor-

The computed mean of the ratings by boardtance of that function.

members on the superintendent’s performance of the personnel admini­

stration function was 5*1449? while the mean obtained for the rat­

ings by superintendents was 5*7687. The probability of significance

of the difference between the means of the ratings by board members

and by superintendents was .0061. The null hypothesis was rejected.

The null hypothesis stated that there is no significant14*

by superintendents was

difference between the means of the ratings by board members and by

that function, was 4*6800, while the mean obtained for the ratings by

difference between the means of the ratings by board members and by

the difference between the means
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difference between the means of the ratings by board members and by

superintendents on the superintendent’s performance of the board

relations function, controlling for the ratings on the importance of

that function. The computed mean of the ratings by board members on

the superintendent’s performance of the board relations function,

The

probability of significance of the difference between the means of

the ratings by board members and by superintendents was .0550- The

null hypothesis was rejected.

15. The null hypothesis stated that there is no significant

of the ratings by board members and by

superintendents on the superintendent’s performance of the collegial

relations function, controlling for the ratings on the importance of

that function. The computed mean of the ratings by board members

on the superintendent’s performance of the collegial relations

4.9267, while the mean obtained for the ratings by superintendents

The probability of significance of the differencewas 5»O575.

of the ratings by board members and by superinten­
dents was .4541. The null hypothesis was accepted.

16. The null hypothesis stated that there is no significant

difference between the means of the ratings by board members and by

superintendents on the superintendent’s performance of the monitor­

ing student achievement function, controlling for the ratings on the

The computed mean of the ratings byimportance of that function.

between the means

difference between the means

controlling for the importance of that function, was 5»6145> while

function, controlling for the importance of that function, was

the mean obtained for the ratings by superintendents was 6.1057•
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board members on the superintendent’s performance of the monitoring
student achievement function, controlling for the importance of
that function, was 5*0729, while the mean obtained for the ratings

The probability of significance of
of the ratings by board members and

The null hypothesis was rejected.superintendents was .0595*
The null hypothesis stated that there is no significant17*

of the ratings by board members and by
superintendents on the superintendent’s performance of the dealing
with political influences function, controlling for the ratings on

The computed mean of the ratingsthe importance of that function.
by board members on the superintendent’s performance of the dealing
with political influences function, controlling for the importance of

4.7846, while the mean obtained for the ratings
The probability of significance of5*2617.

the difference between the means of the ratings by board members and

by superintendents was .0551* The null hypothesis was accepted.

Summary
Chapter Four explained the analysis of data techniques which

Tables demonstrating the means and thewere used in this study.

standard deviations of the ratings on the superintendent’s job func­

tions and tables displaying the covariate analysis of each function

Furthermore, exposition of the tableswere offered for examination.

Following the exposition of tables, the hypotheseswas included.

tested were also stated, and the findings concerning each were given.

the difference between the means

difference between the means

by superintendents was

that function, was

by superintendents was 5*51&5*
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CHAPTER FIVE
Summary and Implications

brief review of procedures utilized in the
Conclusions based on the analysis of datastudy will be presented.

will also be delineated. In addition,
presented, and implications for future study will be offered.

Review of the Study
This study examined the degree of consensus between the percep­

tions of board members and superintendents in West Virginia on the
performance of job functions of the superintendency, while control­

ling for the importance of these functions. For this purpose, data

were collected from the two ref erant groups by two instruments which
However, the first instrumentwere identical in construction.

requested the respondents to circle the number of each item that
most nearly expressed their views as to the importance of the job

function described. The numbers ranged from one to seven, with one

indicating the lowest priority and seven indicating the highest.

The second instrument requested the respondents to circle the number

which best described the performance of the superintendent within

After 65 percent of the instruments had beentheir school system.

returned, the recorded responses were analyzed according to analysis

of covariance procedures. The seventeen hypotheses were then tested

individually.

a discussion will be

In this.chapter, a
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Conclusions
The hypotheses of this study and conclusions regarding each

hypothesis will be generalized in this section*
There was no significant difference between the perceptions1.

of board members and superintendents on the performance of the

It wascollective bargaining function of the superintendency.
hypothesized that, if variation was detected in the scores of these

the performance of the superintendent, it would be due
to the expectations

Analysis of the data indicated thatnot to the performance itself.
the variation of
the expectations of the referents or to the perceived importance of
the collective bargaining function and not to the role of board
member of superintendent.

2. There was

of board members and superintendents on the performance of the

Perceptions of boarddesegregation and race relations function.

members and superintendents on the performance of the desegregation

Thus,and race relations function were not significantly different.

variation detected by the model was probably due to the influence

of the perceived importance of that function.

There was a significant difference between the perception5.
of board members and superintendents on the performance of the

relations with principals function. A significant difference was

found to exist, though the mean scores for performance had been

adjusted for importance. Therefore, it is probable that variation

two groups on

no significant difference between the perceptions

or the importance given to that job function and

scores revealed by the model was probably due to
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detected by the model was due to differences between the roles of

board member and of superintendent.

4. There was

of board members and superintendents

federal and state relations function. Differences detected by the

model were probably due to varying opinions of the respondents on

the importance of that function.

significant difference between the perceptions5.

the performance of the
central office coordination function. However, when considering
this result, it should be noted that the model did not indicate a
high degree of variation. Thus, the difference may be viewed with

Perhaps, the rejection of the hypothesis was partially duecaution.

to little initial variation being detected.

6. There was

board members and superintendents on the performance of the budgeting
function. There were indications that a significant difference did
exist; this was probably due to the budgeting function being viewed
from different perspectives by board members and superintendents.

7. There was no significant difference between the perceptions
of board members and superintendents on the performance of the
information systems and reporting function. The analysis of this
function was interesting due to the fact that little variation was
detected by the model but the influence of the importance of this
function was outstanding. It may be concluded that both groups

agreed significantly on the importance and the performance of this

a significant difference between the perception of

on the performance of the

of board members and superintendents on

no significant difference between the perceptions

There was a
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function.

There was a significant difference "between the perceptions8.

of board members and superintendents on the providing physical

facilities function. The difference between scores was probably due

to the roles of board member and superintendent.

9. significant difference between the perceptions

of board members and superintendents on the performance of the

Variation was probably due to theteacher and staff relations.

influence of role.

10. There was no significant difference between the perception

of board members and superintendents on the performance of the

The views of board membersspecial programs and projects function.

and superintendents displayed significant agreement when the scores

were adjusted for the influence of the perceived importance of the

function by board members and by superintendents.

There was no significant difference between the perceptions11.

of board members and superintendents on the performance of the

Significant agreement between thedealing with societal problems.

adjusted mean scores of the two referent groups was revealed.

Variation indicated in the model was probably due to the perceived

importance of the function.

There was a significant difference between the perceptions12.

of board members and superintendents on the performance of the

The analysis of the datacommunity relations and support function.

indicated that a significant difference does exist between the two

groups, perhaps due to the difference in role.

There was a
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15. There was a significant difference between the perceptions

of board members and superintendents on the performance of the

The model detected a variationpersonnel administration function.

of board members and superintendents which

As variation was revealed in

the R-Square statistic, variation may be the result of the difference

in roles.

There was a significant difference between the perception14.

of board members and superintendents on the performance of the board

A variation between the mean scores of the tworelations function.

responding groups was noticed, probably as a result of the difference

in roles.

15. There was no significant difference between the perceptions

of board members and superintendents on the performance of the

collegial relations function. After adjusting for the influence of

importance, the mean scores of the two referent groups were not

The variation appearedconsidered to be significantly different.

to be the result of perceptions on importance of the function.

16. There was a significant difference between the perceptions

of board members and superintendents on the performance of the

A significant difference wasmonitoring student achievement.

The variation in mean scorerevealed by the analysis of the data.

on the performance of this function is probably due to the

difference in roles.

There was no significant difference between the perceptions17.

of board members and superintendents on the performance of the

between the mean scores
was not due to perceived importance.
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A significant differencedealing with political influence function.

Therefore, variation shown inwas not displayed by the analysis.

a result of the difference in perceived

importance of the function.

After reviewing the generalized results of the statistical

analysis, it is possible to conclude that the perceived importance

expectations of board members and superintendents on the seven-or

teen job functions of the superintendency do significantly influence

perceptions on the superintendent’s performance of these functions

The mean scores which displayedin eight cases out of seventeen.

consensus between the referent groups, after controlling for

importance,

1. collective bargaining,

2. desegregation and race,

5. federal and state relations,
information systems and reporting,4.
special programs and projects,5.

6.. dealing with societal problems,

7. collegial relations,

8. dealing with political influences.
Those mean scores which did not reveal consensus between the groups

referred to the following functions:
1. relations with principals,

2. central office coordination,

5. budgeting,

providing physical facilities,4.

the model may exist as

were those that referred to the following functions:
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5. teacher and staff relations,
6. community relations and support,

7. personnel administration,

8. board relations,

9. monitoring student achievement.

Discussion
The central thesis of this study was that a significant

relationship existed between the perceptions of board members and

superintendents on the performance of superintendents’ job .functions

The statisticaland on the importance of these same functions.

analysis revealed that such a relationship did exist in regard to

However, though a relationship between the twosome job functions.

variables was not statistically established in each instance,

importance repeatedly exhibited an influence on the performance of

these functions, while role was often considered to be insignificant.

These findings suggest that, if organizational conflict is to

those in educational administration should place moredecrease,

emphasis on discovering what is considered important to those

In other words, role conflict betweenpersons who are involved.

board members and superintendents may be limited by establishing

an agreement on the expected results of rules, regulations, and

procedures.
In the future, board members and superintendents may be seen

discussing issues in an environment of commitment to consensus.

Granted, conflict will continue to exist, for, without conflict,
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little progress would occur; however, the conditions will differ.

Both groups will feel free to express their views and, then, with

minds open and eager for solutions to problems, will listen and will

consider the ideas of others. Through increased communication,

specific roles for individual school systems and administrators will

be developed on a continuum. As a consequence, educational systems

will no longer be portrayed as architects of boundaries which

prohibit or discourage innovative and productive thought. They

will, instead, be seen as institutions which personify the spirit
of learning.

Assuredly, this investigation addressed only one dimension of

attending to the obvious may have far more reaching results. A

meeting of minds concerning job expectations may produce solutions

In this manner,to problems which are more personal in nature.

school systems become more effective and efficient institutions.

Thus, in a general sense, all members of society will benefit by

the reiteration of the knowledge that the manifestation of under­

standing and consensus is essential to the attainment of expected

performance.

Recommendations
It is recommended that objective and systematic procedures1.

and processes concerning the identification and evaluation of

superintendents1 job functions be established as a manner of policy.

These functions would be subject to review at an annual meeting of

administrative behavior, the nomothetic or institutional, but
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At this meeting, functions whichboard members and superintendent.

have been previously identified and evaluations of the superinten­

dent’s performance of these functions would be discussed, and, if

it were found necessary, revisions would occur by means of consensus.

It is recommended that, before the selection of a new2.

superintendent, board members meet with the potential candidates and

present them with the views of the board on what functions are

considered important to the attainment of effectiveness and

In this way, theefficiency in that particular school system.
managerial and institutional levels of the organization reach a
consensus on role expectations before job commitment has occurred.
The result will be a superintendent who has no excuse for failure
of performance and members of school boards who expect the most
(not the least) from a person occupying the office of superintendent.

It is recommended that, as the literature has suggested5.
that relationships between people in particular social situations

are necessary to leader behavior, efforts should be made by each

school system to identify what type of leader behavior (for example,

considerate cr structured) is required in that specific situation and

publish the results of the investigation. Hence, the superintendent,

knowing what the system expects from him, will be responsible for

performing in this manner and, in addition, will be able to predict

the effect his behavior will have on other elements of the

organization.

4. It is recommended that information such as revealed by

this study concerning what respondents together considered to be the
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most important function (budgeting) and the least important function

(collective bargaining) be utilized in reaching decisions concerning

(For additionalthe expectations of each school organization.
information regarding the grand means of board members and superin-

the importance and performance of superintendents’ job

It is recommended that members of school boards establish5.

of education and of county superintendents according to school law
By reviewing the West Virginia Code concerningin West Virginia.

educational sys terns,

between board members and superintendents will be encouraged.

6. It is recommended that roles be prescribed not only for
the superintendent but also for the incumbents of other roles within

The result will be a quality of complementarity whichthe system.

combines the roles into a coherant, interactive unit with a

In other words, the functioning of acharacteristic structure.

superintendency depends not only on a precise description of
expectations for the role of superintendent but also on a clear
statement of expectations for other specific role incumbents.

It is recommended that to achieve a position description7.

(1) improvingthe job functions be divided into four categories:

educational opportunity, (2) obtaining and developing personnel, (5)

maintaining effective relations with the community, (4) providing

and maintaining funds and facilities. Following this, skills

required in each category may be listed according to (1) conceptual,

a relationship of cooperation and coordination

tendents on

functions, see Appendix H.)

a document which presents specifically the duties of county boards
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seeing the organization as a whole, (2) human, working cooperatively

within a group, (5) technical, possessing the knowledge and the

The resultability to involve methods, procedures, or techniques.

will be an idealized portrait of each position.

It is recommended that the opinions of board members and8.

superintendents on importance and on performance be compared in

in Table 2 and inorder to ascertain where discrepancies arise.

Table 5 on pages 61 and 65, the data give evidence that board

members and superintendents do not always agree on which function

is most important

Specific information such as presented in these tableslevel.

should be provided so meaningful dialogue may occur.

Implications for Future Study

The results of this study indicate a lack of knowledge in

regard to understanding the performance of the superintendent.

Future. studies need to (1) investigate the influence of other

groups within the school system on the performance of the superin­

systems to those in ineffective systems, (5) question the school

systems in West Virginia as to what job functions are pertinent to

(4) survey the views of those who participated intheir situation,

this one)

is to their school system and what the emphasis of future studies

should be, (5) examine the degree of congruence among the views of

this study as to how beneficial an investigation (such as

tendent, (2) compare the behavior of superintendents in effective

or on which function is performed at the highest
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board members, superintendents, and parents, and (6) determine the
effects of politics on the performance of the superintendent.
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HUNTINGTON, WEST VIRGINIA 25701

February 23, 1982

Dear Dr. Baehr:

Thank you for your courtesy and consideration.
Sincerely,

ES: eb

A state universit\ of West Virninia

I
i

the JFISS and 
and planning.

Educational Administration
Supervision, and Field ServiceI

Ermel Stepp, Ed.D.
Associate Professor

Dr. Melanie Baehr 
Director of Research 
Human Resources Center 
1225 East 60th Street 
Chicago, IL 60637

for review 
Salley’s new address 

and telephone, in order that we may communicate with him too.

In our telephone conversation on Monday, February 22, we 
talked about the Job Functions Inventory for School Super­
intendents (JFISS)7—

One of our doctoral students in educational administration, 
Patricia Harrison, is considering using the JFISS in her 
dissertation research. Please provide us with a copy of 

any normative data available on it, :----
Also, provide us with Dr.

Marshall University
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March 1, 1982

Phone (201) 733-7333

HUMAN RESOURCES CEN-TER 
1225 EAST SIXTIETH STREET

lessor Ermel Steoo 
cational Administration 
ervision, and Field Service 
shall University 
tington, West Virginia 25701

THE UNIVERSITY OF CHICAGO 
CHICAGO • ILLINOIS 60637

r Professor Stepp:

Yours sincerely,
< . UL Covvwj cXx/Cvv*

Melany E^Baehr, Ph.D.
Associate Director - Research

We are pleased to authorize the use of the Job Functions Inventory 
School Superintendents by Ms. Patricia Harrison in the dissertation 

earch which she will conduct under your supervision. We are also prepared 
grant the educational discount of 40 per cent on the original purchase 
ce of $8.00 for 20 booklets.

=gb
“ Dr. Columbus Salley

Dr. Columbus Salley 
Executive Superintendent 
Newark Public Schools 
Two Cedar Street 
Newark, N. J. 07102

We hope that the instrument will be useful in the research study, and 
I'ouild appreciate receiving a copy of research results which pertain to 
IjFISS.

I regret that I am not able to supply you with the accompanying 
erial which you request. I find that all I have in my possession is a 
al report of the national project which resulted in the construction of 
s instrument and which is copyrighted by Columbus Salley. I have not 
’been able to contact Dr. Salley to request the factorial structure of 
itest, scoring instructions, and norms. I shall continue my attempts 
contact him, but you may wish to do this yourself. His address and 
fephone number are given below.
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07102

Dear Dr. Salley:

I would appreciate your mailing this information to me, if
possible.

Sincerely,

PMH:bh

CC: Dr. Ermel Stepp

Dr. Columbus Salley 
Executive Superintendent 
Newark Public Schools 
Two Cedar Street 
Newark, New Jersey

PATRICIA M. HARRISON
Doctoral student in education 
administration

1016 West Third Street 
Hunting ton, West Virginia 
March 11, 1982

It is with pleasure that I report receiving authority from 
Melanie Baehr to use the Job Functions Inventory for School Superin­
tendents in dissertation research which will be conducted under the 
guidance of Dr. Ermel Stepp of Marshall University. However, Dr. Baehr 
writes that she does not have access to the factorial structure of the 
test, scoring instructions, and norms.
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Please Fill In:
JOB FUNCTIONS INVENTORY

Name 

FOR School District 

City or Community.SCHOOL SUPERINTENDENTS
Stat* 

Developed by

DIRECTIONS:

If You Are Asked to Use a Separate Answer Sheet:

If You Are Asked to Mark Your Answers in the Booklet:

Do not make any marks on this booklet. For directions on how to use the separate 
answer sheet, turn to the inside front cover of the booklet.

To complete this Inventory, you rate the importance of each item or function for your 
particular supenntendency. In deciding on the importance of each item or function for 
your supenntendency, think of your job the way it is. nor the way you would like it to 
be or the way other people expect it to be.

Columbut Salley. Ed.D..
Melany E. B»ehr. PhD.

DUAL 
TJVF-I46-R! 
6-O-SOO

Copyright 1978
Human Retourcei Center ■ The (Jnivenity of Chicago • 1225 Eart SOth Street ■ Chicago. Illinois 60637

This Job Functions Inventory for School Superintendents provides a standardized proce­
dure for identifying the major dimensions of a superintendent’s job as determined by the 
special operating conditions and. constraints of that particular superintendency. The 
Inventory consists of 120 items or descriptions of functions a superintendent may have to 
perform on some regular basis. Of course, even this many items cannot reflect the full 
complexity of the job or all dimensions of every supenntendency. However, care has been 
taken dunng the development of this Inventory through interviews with diverse kinds 
of supenntendents. such as urban, suburban, small district, large district, etc., and a 
comprehensive review of the literature to represent both functions common to most 
supenntendencies and of ones characteristic of certain specialized job situations.

Use a .Vo 2 pencil, not a pen. First, fill in the information asked for at the top of this 
page. Then there are two steps to follow in rating the importance of booklet items for 
your job. For directions on these steps, tum topne 3 of the booklet.

""“FRC
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If You Are Asked to Use a Separate Answer Sheet:

STEP ONE

I.

STEP TWO

I.

Use a ;Vo. 2 pencil, not a pen. First, fill in the information asked for at the top of the answer 
sheet.

On the answer sheet, there are five columns of answer rows. For this Inventory use the first 
three columns, or the rows numbered from I to 120. There are two steps to follow in 
marking the answer sheet to rate the importance of booklet items for your job.

Try to rate about half the items “Below” and half “Above” for the booklet as a whole, 
or approximately 20 “Below” and 20 “Above” for each column on the answer sheet. 
When you have rated all 120 items, count the total of “Below Average” marks on the 
answer sheet. If you have 50 or less, review your ratings and try to reclassify more 
items as “Below Average.” If you have 70 or more, try to reclassify more items as 
“Above Average.” Erase your original check mark when you make a change.

Read each item. Decide whether you think it is of “Below Average” or “Above Aver­
age” importance for your job. Indicate your decision with a check mark in the appro­
priate one of the two middle blank columns on the answer sheet in the row with the 
same number as the item.

Next, look at the items you have rated “Below Average” on the answer sheet. Now 
make more precise ratings. Use the columns labeled “Little or None” and “Less than 
Average.” This time, indicate your rating by putting a heavy pencil mark in the answer 
space ( •=> ) in the appropriate column. Again try to classify about half of the items 
you are dealing with into each column, or approximately 10 “Little or None” or 10 
“Less than Average” for each full column. If you change a rating, erase your original 
mark completely.

Then do the same for the items you checked “Above Average" on the answer sheet. 
Make a more precise rating on each. Use the columns labeled “More than Average” and 
"Outstanding." Indicate your rating by putting a heavy pencil mark in the answer 
space ( <= ) in the appropriate column. Again try to classify about half of the items 
you are dealing with into each column, or approximately 10 "More than Average” and 
10 “Outstanding” for each full column. If you change a rating, erase your original 
mark completely.
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If You Are Asked to Mark Your Answers in the Booklet:

STEP ONE

I.

STEP TWO

1.

Try to rate about half the items “Below” and half “Above” for the booklet as a whole, 
or approximately 12 “Below” and 12 “Above” on each full page. When you have rated 
all 1 20 items, count the total of “Below Average” marks for the whole booklet. If you 
have 50 or less, review your ratings and try to reclassify more items as “Below Aver­
age.” Erase your original check mark when you make a change.

Read each item. Decide whether you think it is of "'Below Average” or "Above Aver­
age importance for your job. Indicate your decision with a check mark in the appro­
priate one of the two middle shaded columns on the right of the page.

On each page, look at the items you have rated “Below Average.” Now make more 
precise ratings. Use the unshaded columns labeled “Little or None" and “Less than 
Average.” For each item, make a new rating in one of these columns. Again try to 
classify about half of the items you are dealing with into each column, or approxi­
mately 6 “Little or None” and 6 “Less than Average” on each full page.

Do the same on each page for the items you checked “Above Average.” Make a more 
precise rating on each, using the unshaded columns labeled "More than Average" and 
“Outstanding.” For each item, make a new rating in one of these columns. Try to 
classify about half of the items you are dealing with into each column, or approxi­
mately 6 “More than Average” and 6 "Outstanding” on each full page.
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IMPORTANCE

4

1.

5.

16.

17.

18.

19.

23.

24.

Approximate Final Column Totals 6 12 126

..

6.
7.

20.
21.

12.
13.
14.
15.

8.
9.

10.
11.

3.
4.

Working with principals and central office staff to evaluate performance of 
specialized staff  
Dealing with emergency energy problems . . .  
Adjusting to changing ethnic composition of the school district  
Nominating to school board candidates to fill teacher, principal, and admin­
istrative vacancies  
Knowing issues in public education and communicating them effectively to 
staff and school board  
Establishing a district-wide affirmative action program  
Working with committees of the school board to promote innovative meth­
ods or materials  
Requesting additional state funding for special district programs  
Delegating appropriate responsibility to members of personal executive team. 
Monitoring district compliance with state truancy laws  
Keeping key local, state and congressional politicians informed of district 
issues and programs  
Adhering to Privacy Laws for staff and student records  
Submitting proposals for special funds to federal agencies  
Cultivating relationships with diverse religious organizations  
Reporting to school board at regular meetings on such personnel matters as 
the dismissals of teachers, principals, and administrative staff  
Complying with state laws specifically applicable to the superintendent of 
schools  
Providing adult education or continuing education programs in response to 
community needs  
Understanding constraints of agreements with the union and teacher asso­
ciation  
Gaining attention and providing support for programs in continuing, alterna­
tive, and adult education  
Seeking school board approval for closing of certain schools  
Making regular reports to school board on services such as building-main­
tenance. health, and food  
Providing regular press releases on progress of school programs and activities. 
Seeking community-wide opinions on the need for new buildings and facili­
ties  
Clarifying with school board duties and responsibilities of board and super­
intendent

o
■ 

o.

I 
3
J
n

I 
71

5 
>

1

E 

o 

3

E a

3 > 
4 a*

S o

3

_ ;_
6 | 6
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IMPORTANCE5

32.

37.

38.

39.

43.

I

i

Approximate Final Column Totals |

1

I

i

I

I i 
121 6 6

I
T
T

25.
26.

44.
45.
46.
47.
48.

40.
41.
42.

33.
34.
35.

27.
28.

> 
oo

J 
a 
*

29.
30.
31.

E 

o 

3 I
I

r r
I

3 

a
£

I 
T
T

6 I 6 112

Making final decisions on the selection, promotion, and dismissal of teachers. 
Ensuring that competitive bids are made on all proposed district construc­
tion and services  
Developing strategies for participating in community activities  
Ensuring that programs for the handicapped are implemented according to 
state guidelines  
Seeking support of parents in implementing school programs and activities . . 
Involving principals in the decision to remove non-certificated staff  
Developing a knowledge of the capabilities and uses of computer technology 
in daily administration and management  
Working with appropriate board members in securing a collective bargaining 
agreement with teachers’ union officials  
Maintaining meaningful and up-to-date records on teacher performance  
Holding public hearings on budget  
Briefing principals and central office staff on federal guidelines and proce­
dures for management of special projects and funds  

36. Having articles published in educational journals
Accounting to state educational agencies for success or failure of innovative 
programs  
Reading reports from personal executive team regarding all phases of school 
operations  
Consulting with principals on needs for new or remodeled buildings or 
facilities  
Providing census or demographic data to state agencies  
Working with members of executive team in preparing annual budget  
Providing teachers, principals, and administrative staff with documentation 
on evaluations of their performance  
Working with principals and central office staff to evaluate the performance 
of teachers  
Providing census or demographic data to federal agencies  
Making copies of the annual budget available to the public .
Enforcing compulsory attendance laws  
Attending district social and athletic events  
Submitting proposals for special funds to state agencies

J_ !
I I
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IMPORTANCE

6

57.

62.

63.

71.

72.

6 12 12 6

68.
69.
70.

64.
65.
66.
67.

60.
61.

58.
59.

54.
55.
56.

49.
50.
51.

Involving central office staff in decisions to remove specialized staff  
Seeking appropriate state approval for special or innovative programs  
Understanding the processes needed for effective participation in collective 
bargaining ,............................................................
Submitting reports to state agencies on progress of state funded projects. . . . 
Seeking appropriate state approval of plans for certain new buildings and 
facilities.......................................................................................................................
Soliciting community views on educational programs and materials................
Developing plans for capital improvements..........................................................
Developing strategies for utilizing key media persons in promoting special 
board projects and activities..................................................................................
Cooperating with local universities in designing and implementing special 
educational projects................................................................................................
Setting up programs to identify and remove poor teachersand administrators. 
Recommending to school board approval or rejection of collective bargaining 
agreements................................................................................................................
Establishing qualifications for janitors and other maintenance personnel . . . . 
Accounting to state agencies or federal government for success or failure of 
desegregation programs  
Working with principals to provide effective staff development programs for 
teachers  
Ensuring that the terms of collective bargaining contracts are understood by 
principals and central office staff  
Keeping school board members informed on federal policy and legislation. . . 
Maintaining regular contacts with other superintendents  
Briefing central office staff on district policies and procedures  
Cooperating with local and state agencies in dealing with child abuse and 
neglect  
Making regular reports to board concerning expenditure levels  
Monitoring district programs which eliminate sex discrimination  
Developing more sophisticated planning and information systems for the 
district  
Providing stress control programs for principals and other administrative 
staff  
Encouraging principals and central office staff to consider innovative pro­
grams and materials

o 

B

1 
O

J 
3 *

3

>
6

c 
y 
o
2 i

a

3

3

5 
a 
3 > 
3
3 *

52.
53.

Approximate Final Column Totals LA
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IMPORTANCE7

73.

74.

82.

83.

86.

87. progress of federally funded

I

93.

126 12Approximate Final Column Totals

iI

94.
95.
96.

91.
92.

88.
89.
90.

84.
85.

77.
78.
79.
80.
81.

75.
76.

£ a

>2
3*

J

£
3 
>
4a

c
T
Q

3

5T a
3
4 I

I
i 6 6 j 6

__
I

Keeping minutes of school board meetings on file for public review in 
district office  
Working with central office staff to establish criteria for evaluating their 
effectiveness in working with different racial and ethnic groups in the 
districts  
Identifying future financial needs and resources  
Working with school board and appropriate staff to establish criteria for 
evaluating teacher performance  
Attending national educational conventions  
Ensuring that janitorial services are competently performed  
Involving principals in the decision to remove or fire teachers  
Initiating programs for decentralizing management throughout the system. . . 
Determining the academic achievement of school district in relation to other 
districts, both state and national  
Providing detailed budget information to union officials during collective 
bargaining  
Providing staff development programs for principals, specialized, and admin­
istrative staff  
Coordinating accounting and auditing functions with central office staff. . . . 
Working with principals on assigning teachers and specialized staff to new or 
ongoing federal or state projects  
Monitoring and evaluating behavior of principals, specialized staff, and 
central office staff in dealing with members of different racial and ethnic 
groups in the district  
Submitting reports to federal agencies on 
projects  
Seeking school board approval for plans for new buildings  
Involving principals in the selection of non-certificated staff.  
Working with principals, local community, and law-enforcement agencies to 
control drug traffic and abuse in the district  
Distributing information on board policies and district guidelines  
Developing and implementing uniform guidelines for the administration ot 
grievance procedures  
Ensuring that an adequate number of candidates are interviewed for vacan­
cies among teaching, principal, executive, and other administrative starf 
positions  
Involving principals in the selection of teachers  
Delegating budget preparation to appropriate staff persons  
Monitoring district staffs compliance with laws concerning Students’ Rights.
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IMPORTANCE8

97.

98.

99.

100.

101.

109.

I

119.

120.

Approximate Final Column Totals 6 6 12 12 6 6

110.
111.

112.
113.
1 14.
115.
116.

117.
118.

106.
107.
108.

102.
103.

104.
105.

Ensuring that student personnel services maintain responsibility for the 
academic and personal needs of all students  
Maintaining an adequate security force to deal with such school problems as 
gang activity, drug abuse, and crowd control  
Making recommendations to school board on approved list of textbooks and 
instructional materials  
Monitoring district allocation of state monies designated for special students 
and programs  
Seeking board approval for special programs for teaching English to bilingual 
or multilingual students  
Developing positive relationships with other school districts  
Dealing with the effects of declining enrollments on staff size and building 
programs  
Working with principals to evaluate the performance of non-certificated staff. 
Recommending uniform certification requirements for teachers, specialized 
staff, and administrators to school board  
Accounting to school board for success or failure of innovative programs. . . . 
Attending professional meetings and seminars outside of district  
Establishing distnct-wide guidelines and procedures for distribution and 
record-maintenance of school supplies and equipment  
Monitoring compliance with collective bargaining agreements and continuing 
dialogues with union leaders  
Assisting in designing programs to identify and remove poor teachers  
Clarifying when necessary in the media the implications of collective bar­
gaining negotiations or agreements on district resources and programs  
Dealing with racist groups in the community, either white or black  
Requesting additional federal funding for special district programs  
Dealing with teacher strikes  
Informing district staff of criteria used in evaluating their performance  
Encouraging principals and central office staff to develop techniques for 
dealing with street gangs or drug pushers within school district  
Reading professional journals and periodicals  
Ensuring that there is adequate transportation for students to attend regular 
and special school programs .......................................................
Developing plans for the upward mobility of females and minorities in 
administrative and supervisory positions  
Developing plans for school desegregation

£ o

>
»•

3 >

c
©
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Normalized Standard Scores for 194 School Superintendents

Relationships with People and Groups
Factor 2. Desegregation and Race Relations

Factor 5- Relations with Principals
Raw 

Score

Raw 
Score

Standard
Score

Standard
Score

Factor Analysis of Superintendents’ 
Job Functions Inventory

Raw
Score

Raw
Score

26
25
24
23
22
21
20
19
18
17

26
25
24
23
22
21
20
19
18

Standard
Score

Standard
Score

23.93
5.41

Raw 
Score

Raw
Score

Standard
Score

Standard
Score

36 
35 
34 
35 
32 
51 
50
29 
28 
27

55
54
55
52
31
50
29
28
27

78
76
74
70
67
64
61
59
57
55

76
72
71
68
65
64
62
61
60

55
51
49
47
45
45
41
40
40
38

59
57
56
54
53
52
52
51
50

16
15
14
13
12
11
10
9

17
16
15
14
13 
12 
11 
10
9

49
48
46
44
42
40
36
32
26

37
36
35
33
32
31
28
24

Mean = 
S .D. =

Mean = 19-41
S.D. = 6.79
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Federal and State RelationsFactor 4*

Teacher and Staff EvaluationFactor 9*

Standard
Score

Raw 
Score

Raw
Score

Standard
Score

76
72
69
67
64
65
61
58

Raw 
Score

Raw 
Score

28
27
26
25
24
25
22
21

Standard
Score

Standard
Score

Raw 
Score

Raw 
Score

20
19
18
17
16
15
14
15

Standard
Score

Standard
Score

45 
44 
45 
42 
41 
40 
59
58 
57 
56 
55

56
55
54
55
52
51
50
29

76
75
75
72
70
69
68
65
64
64
65

54
55
52
51
50
29 
28 
27
26
25
24

61
59
57
56
55
54
55
51
49
47
45

25
22
21
20
19
18
17
16
15
14

44
45
41
59
58
57
55
51
28
24

40 
57 
54 
52 
28 
26
24 
22

56
54
52
50
48
46
44
42

Mean = 25*05
S.D. = 4*60

Mean = 27*00
S.D. = 6.58
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Dealing with Societal ProblemsFactor 11.

Community Relations and SupportFactor 12.

24.61

Raw
Score

Raw 
Score

Standard
Score

Standard
Score

Raw
Score

Raw 
Score

28
27
26
25
24
25
22
21
20
19

30
29
28
27
26
25
24
25

Standard
Score

S tandard 
Score

Raw 
Score

Raw 
Score

18
17
16
15
14
13
12
11

22
21
20
19
18
17
16
15

Standard
Score

Standard
Score

38
37
36
35
34
33
32
31
30
29

38
37
36
35
34
33
32
31

78
76
76
73
71
70
69
69
69
68

66
63
61
59
57
55
53
52
51
49

61
59
58
56
54
52
50
47

47
45
43
40
38
34
29
24

45
41
39
36
34
33
31
28

78
76
74
72
69
66
65
64

I’iean =
S.D. = 4.48

Mean = 20.24
S.D. = 5-09
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Board RelationsFactor 14*

Collegial RelationsFactor 15-

Raw 
Score

Raw 
Score

Raw 
Score

Standard
Score

Standard
Score

78
74
72
71
68
65
65
61
59

Raw
Score

25
22
21
20
19
18
17

Standard
Score

Standard
Score

Raw 
Score

Raw
Score

27
26
25
24
25
22
21
20
19

16
15
14
15
12

45
44
45
42
41
40 
59 
58 
57

50
29
28
27
26
25
24

78
75
72
71
6?
67
65

56
55
54
55
52
51
50
29
28

57
56
54
52
50
49
47
46
44

65
60
58
55
55
49
45

Standard
Score

42
59
55 
51 
26

Standard
Score

42
59
58
56
54
51
28
24
22

Mean = 18.61
S.D. = 5.55

Mean = 51*69
S.D. = 5.51
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Dealing with Political InfluencesFactor 17.

Instruction

Factor 16. Monitoring Student Achievement

Raw
Score

Raw
Score

28
27
26
25
24
25

22
21
20
1918

Standard
Score

Standard
Score

Raw
Score

Raw
Score

22
21
20
19
18
17

1716
15
14
15

Standard
Score

Standard
Score

Raw 
Score

Raw 
Score

16
15
14
1512
11

Standard
Score

Standard
Score

78
75
69
6560
56

7568
6460
57

55
49
46
45
41
59

55
50
48
45
41

57
55
55
5128
22

57
54
28
26
22

12
11
10
9
8

Mean = 15*78
S.D. = 2.91

Mean = 20.79
S.D. = 5*25
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Personnel

Factor 1. Collective Bargaining

Factor 15- Personnel Administration

Raw 
Score

Raw 
Score

16
15
U
15

Standard
Score

Standard
Score

68
61
56
52

Raw
Score

Raw
Score

50
29
28
27
26
25
24
2522
21

Standard
Score

S tandard
Score

Raw 
Score

Raw 
Score

Standard
Score

S tandard 
Score

40
59
58
57
56
55
54
55
52
51

78
75
70
68
66
65
62
60
58
57

12
11
10
9

48
44
40
58

55
54
52
50
49
48
47
46
45
44

20
19
18
17
16
15
14
15
12
11

8
7
6
5

44
45
42
41
40
40
59
58
55
52

55
52
27
22

Mean =. 12.25
S.D. = 2.41

Mean = 25-55
S.D. = 7.72
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Administration
Central Office CoordinationFactor 5*

Factor 6. Budgeting

Raw 
Score

Raw 
Score

Raw 
Score

Raw
Score

20
19
18
17
16

Standard
Score

Standard
Score

Raw
Score

15
14
15
12
11

Standard
Score

Standard
Score

Raw 
Score

25
22
21
20
19
18
17
16
15
14
15

Standard
Score

Standard
Score

78
76
76
76
76
76
74
72
68
64
61
59

72
66
61
56
52

55
54
55
52
51
50
29
28
27
26
25
24

57
55
54
52
50
49
46
44
45
41
40
58

49
46
45
41
40

10
9
8
7
6

56
54
52
50
27
26
24
24
24
24
22

57
55
55
5128

47
46
45
44
45
42
41
40 
59 
58 
57 
56

Mean = 50*85 
S.D. = 5*51

Mean = 14*77
S.D. = 5*25
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Information Systems and ReportingFactor 7.

Factor 8. Physical Facilities

Standard
Score

Raw 
Score

Raw 
Score

28
2726
25
24
2522

Standard
Score

Raw 
Score

Raw 
Score

26
25
24
25
22
21
20
19

21
20
1918
1716
15

S tandard 
Score

S tandard
Score

17.54
4.49

Raw 
Score

Raw 
Score

S tandard 
Score

Standard
Score

54
5552
5150
2928
27

76
72
6966
65
6562
60

78
7470
67
6562
59

58
57
55
55
51
49
47
45

57
54
55
51
49
47
45

18
1716
15
14
1512
11

14
15
12
11
10
9
8
7

42
41
59
56
52
28
24
22

45
41
58
56
54
5128 
24

Mean =
S.D. =

Mean = 21.86
S.D. = 4.92
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Special Programs and ProjectsFactor 10.

Raw 
Score

29
28
27
26
25
24
25

Standard
Score

78
71
68
67
64
62
60

Raw 
Score

22
21
20
19
18
17
16

Standard
Score

Raw 
Score

42
40
58
56
51
22

58
55
54
52
50
47
44

15
14
15
12
11
10

Standard
Score

i

I

Mean = 18.49
S.D. = 4.25
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110, 17

169, 152, 144, 172

Score Key for Job Functions Inventory 
for School Superintendents

Relations with Principals
141, 147, 45, 126, 157, 100, 01, 66, 135

Teacher and Staff Evaluation
122, 64, 91, 66, 175, 168, 79, 50, 150

Desegregation and Race Relations
97, 180, 170, 06, 1J6, 118, 154, 29, 156

Personnel Administration 
145, 07, 22, 38

Community Relations and Support
44, 40, 85, JI, 11, 76, 88, 21, 127, 157

Budgeting
148, 65, 55, 14, 107

Monitoring Student Achievement 
94, 57, 96, 146, 75, 140

Factor 1 
Items:

Factor 9
Items:

Factor 16 
Items:

Factor 17
Items:

Factor 2 
Items:
Factor 3
Items:

Factor 6 
Items:

Factor 4 
Items:

Factor 1$
Items:
Factor 5
Items:

Factor 7 
Items:

Factor 12 
Items:
Factor 14
Items:
Factor 15
Items:

Dealing with Societal Problems 
142, 174, 28, 151, 15, 26, 105, 75,

Dealing with Political Influences 
105, 155, 16, 104, 09, 145, 102

Factor 11 
Items:

Collegial Relations
162, 123, 176, 53, 113, 114, 116, 131

Information Systems and Reporting
61, 70, 19, 82, 50, 149, 41. 158, 65, 52

Collective Bargaining 
81, 166, 49, 27, 92, 101,

Federal and State Relations
12, 171, 20, 77, 80, 54, 135, 52, 82, 138, 153, 59

Board Relations
152, 74, 102, 117, 159, 12, 158, 35, 51, 53, 161, 60

Central Office Coordination
106, 95, 39, 124, 165, 134, 50, 129, 120, 178, 98, 05



145

Factor 8 
Items:
Factor 10
Items:

Score Key for Job Functions Inventory 
for School Superintendents 

(Continued)

Special Programs and Projects 
179, 109, 128, 46, 10, 90, 108, 67

Physical Facilities
159, 54, 56, 87, 84, 03, 121
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October 22, 1982

Sincerely,

Patricia M# Harrison
Graduate Assistant
Department of Educational Administration

Richard Meckley
Coordinator
Cooperative Doctoral Program

Neil L# Gibbins
Department of Educational Administration
Marshall University

THE IMPORTANCE AND PERFORMANCE OF SUPERINTENDENTS' 
JOB FUNCTIONS VIEWED BY SCHOOL BOARD MEMBERS

AND SUPERINTENDENTS

A self-addressed stamped envelope is enclosed for your 
convenience in returning the completed form, which will require 
approximately fifteen minutes of your time# Your assistance and 
cooperation is gratefully appreciated, and your responses will be 
treated in absolute professional confidence# Thank you for your 
prompt attention#

This study should aid school systems in selecting appropriate 
candidates for the superintendency# In addition, it should assist the 
newly assigned and the experienced superintendent in adapting to the 
unique situation of each system in order that maximum effectiveness may 
be achieved# If you desire a summary of the results of the survey, 
there is a place on the questionnaire to indicate such#

In an effort to gain a better understanding regarding the views 
of board members and superintendents on the importance of superintendents’ 
job functions and on the competency with which the job functions are 
performed, we are conducting a study among the fifty-five counties in 
test Virginia#
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25701HUNTINGTON, WEST VIRGINIAMARSHALL UNIVERSITY

November 12, 1982

Sincerely,

Keil L. Gibbins
Department of Educational Administration
Marshall University

Patricia K. Harrison
Graduate Assistant
Department of Educational Administration

Richard ileckley
Coordinator
Cooperative Doctoral Program

both groups on 
superintendents perform in these areas.

This study should interest board members and superintendents who 
are striving to create a better understanding regarding the views of 

the dimensions of the superintendency and how well 
If you desire a summary of 

the results of this survey, there is a place on the questionnaire to 
indicate this.

A self-addressed envelope is available for your convenience in 
returning the completed form. Again, we assure you that the responses 
you offer will be treated in absolute professional confidentiality. 
Imo names of persons or systems will be released or will appear in the 
study. Thank you for helping to make this investigation possible.

Several weeks ago, a form was mailed to you requesting your 
responses on the importance of superintendents’ job functions and 
the competency with which the job functions are performed. If you 
returned this form to us, we are grateful of your cooperation. If, 
however, you have not mailed the form to us, we would appreciate your 
finding the time to complete the form enclosed in this letter by 
November 26, 1982.
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WE NEED YOUR RESPONSE

January 15? 1983

Thank you very much for your help and cooperation.
Sincerely,

Patricia M. Harrison
Graduate Assistant
Department of Educational Administration

Neil L. Gibbins
Chairman
Department of Educational Administration

Richard F. Neckley 
Coordinator
Cooperative Doctoral Program

Previously, forms were sent to you requesting information 
regarding the views of board members and superintendents, 
people have been kind enough to respond, 
we thank you.

Kany
If you were one of them,

Your earliest reply will be appreciated. Enclosed is a 
self-addressed stamped envelope for the return of the questionnaire.

However, in case you were away or were too busy to complete 
the form before now, we would appreciate your doing so at this time. 
In order for our results to be meaningful and helpful to people 
interested in achieving maximum effectiveness within public school 
systems, a large number of returns is essential.
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DIRECTIONS

Your response should, appear similar to the followings

Importance Performance
High Low High

4 2
2 4

1 2 4 2 4
621 4 1 2 4

Low High Low HighFunction
2 21 1

1 2 1 2
1 2 1 2

21 1 2
1 2 21

21 1 2
21 1 2
21 4 21

61 2 4 1 2
1 2 4 1 2 4
1 2 4 21
1 2 4 1 2
1 2 4 1 2

21 1 ' 2 4
21 1 2 4

1 2 4 1 2 4
1 2 4 1 2 4

No.

1
1 ©
1

3
3
3
3

6
6
6
6

3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3

No names of
Complete confidentiality is absolutely

4
4
4
4
4
4
4

4
4

5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5

6
6
6
6
6
6
6
6

6
6
6
6
6
6
6
6

6
6

7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7

7
7
7
7

Performance 
of Superintendent

3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3

4
4
4
4
4 
4
4
4
4

4
4
4

6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6
6

7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7
7

At the end of the statement of each job function of the auperintendency, you will find two seta 
mbers ranging from one to seven.

Confidential Responses Concerning the 
Importance and the Performance of 
Superintendents * Job Functions

7
7
(7)
7

Importance of
Job Function

5
’5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5

5
5
5 ®
5

3 ©
3 
3 
O

Low
1 ©
1

Please circle the number in the first set that best describes your opinion regarding the importance 
hat job function to public school superintendency. Then, circle the number in the second set that 
describes your opinion regarding the competency, with which the superintendent in your school district 

acres this function.

5
5
5

a report on the findings of this study when it ha** been, completed, check the

Collective Bargaining 
Desegregation and race relations 

ialations with Principals 
Federal and State Relations 
Antral Office Coordination 
iudgeting
'nformation Systems and Reporting 
bysical Facilities
'eacher and Staff Evaluation 
pecial Programs and Projects 
eoling with S<">cial Problems 
-asuunity PeTattone and Support 
grsonnel Admj nj atration 

-ard Relations
dlegial Relations
storing Student Achievement 
iflVng with Political Influence

All information will be used in the form of statistical and logical analysis, 
widuals or school districts will appear in the study. 
anteed.

, yvould care to receive 
box.

The closer your circled number is to either end of the numbers, the greater the intensity of your 
ion in the direction of high (7) or low © concern 1 ng the importance or performance of that function.
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1983FEBRUARY 3r11:10 THURSDAY»

(00700? •THE JOB PATDIS HAS BEEN RUN UNDER RELEASE 79.6 OF SAS AT WVNETNOTE :

NOTE I

5-0

3 3

P11F
B h.r
C R P
□ Up

1-3
4

35
36
37
38

SAS OPTIONS SPECIFIED ARE:
SOR T = 4

30
31

r hI 
BRI 
cfcl 
Ski 
r L [ 
1. BP 
uRF 
RF P
i.ur 
BF

35
3o

• 38
39
40 7

1
2
3
4
5
6

8
9
10
11
12
13
14
15
1 o

18
19
20
21
22
23

7 
8 
9
10 
11

12 
13
1 4 
15 
lo 
17 
18 
19 
20 
21 
j 2 
23
2 4 
25 
2 o25

2 o
27
28

31

DATh FA TRICI Ai 
INPUT 
ID 
ROLE 
COUNT t 
CBI 
DR I 
RPI 
FSI 
COI 
BI 
ISI 
PFT 
iSI 
PPI 
bPI

A T I S T I C A L



155

Ph 1<1

THEN CF:p=.»

OR
TSP = .

THEN BRP=.

!

PPK1
SPK1

THEN CSi=.i 
THEN Pul-.r 
THEN dRI=.t 
THEN CRI=.»

IF
IF
IF

ROLt<1 
CBK1

CHEN SPP=.
THEN CSP=.

IF
IF

4u 
41 
42 
43 
4 4 
45 
4o 
4 7 
48 
49 
50 
51

52

54
55
5 o
57
58
59
60
61
62
63
64
65
60
67
08
69
70
71

IF COP<1
IF
IF

IF RPK1 
IF F5K1 
IF CO KI 
IF 
IF 
IF 
IF 
IF 
IF

CSI-1 Ok CS1>7
OR Ph Iz 7

BRK1 OR BRI>7
IF CRI-.l OR CRI>7

ShI-1 OR ShI>7 THEN 5hI=.z
PI KI OR PII>7 THEN PII=.f

IF CBF--.1 OR CBP..-7
IF ORF 1 OR DRP>7 I HEN DRP=.
IF

IF ROL£<1 OR R0LE>2 THEN ROLE=.r
IF CBK1 OR CBI>7 THEN CBI=.»
IF DR KI OR DRI>7

OR RPI>7
OR FSIz7

THEN uRI=.» 
THEN RPI=.i 
THEN FSI=.» 

OR CO 1X7 THEN COI=.i 
OR BI>7 THEN BI=»» 

OR ISI>7 THEN ISI=.
THEN PFI=.i 
THEN F5I=.» 
THEN PPK.» 
THEN SPI=.»

B K1 
ISI 'si OR IS£>7 
PFKi OR PF I,-7 
TSI-sl OR TSI^7 

OR PPI>7 
Ok SPI>7

ISP>7 THEN ISP=.
PFP;. 7 THEN PFP=.

TSP-sl OR TSP>7 THEN 
OR PPP>7 THEN PPP=.

IF SPP<1 OR SPP>7
IF CSP-.1
IF PAP-sl
IF BRP<sl

ORF 1 OR 
RPP-si OR RPP>7 THEN RPP=.r

IF FSP’l OR FSP>7 THEN FSP=.r
OR C0P>7 THEN COP=.i

BP<1 OR BP>7 THEN BP=.i 
ISP<1 OR ISP>7 THEN 

IF PFP<1 
IF 
IF PPP<1

OR CSP>7
OR PhP>7 THEN PAP=.
OR BRP>7



156
I 5TAT I A N h L Y SS I S T C A L

li:iu THURSDAtf 3» 1983FEBRUaR1

OR CRP>7 THEN CRP=.*

LABEL
DESEGREGATION AND RACE*

INFORMATION SYSTEMS*

LABEL SPI=IMPORThNCE OF

LABEL

FEDERAL hND STATE*

INFORMATIONS SYSTEMS*

P*

o3 udS/ 1 rxK .ilu 1 E .
NOTE :

2 2 7 0 B S E R V A i £ u N S h h D 3 7 VhK i»wlES . 
19jK.

PERSONNEL noniNiS'i Rh 1 I UN» 
BOARD RELATIONS*

RELh£IunS»
Hurt I lUhiNO SiuuENT huh.

LhBEL
LhBEL
LhBEL
LhBEL
LHK 113 >

label
LABEL

LABEL
LABEL

LABEL
LABEL

72 
73
74 
75
76 
77 
78 
79 
80 
31
82 
83 
84 
85 
86
87 
88
89 
90 
91 
92 
93
94 
95
96 
97 
98 
99 
100 
101
102 
103 
104 
IOS 
iOo 
107
108 
109 
110

DEALING WITH POLITICS* 
COLLECTIVE BARGAINING* 
DESEGREGA U0N AND RACE*

S 1 S I E M

LhBEL 
LhBEL 
LABEL 
LABEL TSP=PERFORMANCE OF TEACHER AND STAFF* 
LABEL PPP=PERFORMANCE OF SPECIAL PROGRAMS* 
LABEL S.PP = PERFORMANCE OF DEALING WITH SOCIETAL 
L«B£k £SP = E£RE.ORbaNCE OF COMMUNITY RELATIONS* 
LhBEL r hP-PERFuRiihNCE OF 

BRP-PERFORHhNCE OF 
CRF-rERFORMhNCE OF COLLEuihL 
ShF-PeRFUKHhNCE OF 
r IF “PERFORHhNCE OF DEALING w r TH POLITICS*

£• 11 1 11 S E 1
1 H E D H I H

IF CRP<1 
IF SAP<1 OR SAP>7 THEN SAP=.r 
IF PIP<1 OR PIP>7 THEN PIP=.* 
LABEL ROLE=SUPERINTENDENT OR BOARDMEMBER* 

COUNTY=WEST VIRGINIA COUNTY* 
LABEL CBI=IMPORTANCE OF COLLECTIVE BARGAINING* 

DRI=IMPORTANCE OF 
RFI=IMPORTANCE OF RELATIONS WITH PRINCIPALS* 

LABEL FSI=IHPORTANCE OF FEDERAL hND STATE* 
COI=IMPORTANCE OF CENTRAL OFFICE* 
BI-IMPORTANCE OF BUDGETING* 

LhBEL ISI=IMPORFANCE OF 
PFI=IMPORTANCE OF PHYSICAL FACILITIES* 
TSI=IMPORTANCE OF TEACHER AND STAFF* 

LhBEL PPI=IMFORTANCE OF SPECIAL PROGRhHS?
DEALING WITH SOCIETAL PROB* 

LhBEL CSI=IHPORTANCE OF COMMUNITY RELATIONS* 
LhBEL PAI=IMPORTANCE OF PERSONNEL ADMINISTRATION* 

BRI=IMPORTANCE OF BOARD RELATIONS*
LABEL CRI-IMPORTANCE OF COLLEGIAL RELATIONS* 
LhBEL SAI=IMPORTANCE OF MONITORING STUDENT ACH* 
LABEL P11 = IMPORTANCE OF 
LABEL CBF‘ = PERFORHANCE OF 
LABEL DRP=PERFORMANCE OF 
LABEL RPF=PERFORMANCE OF RELATIONS WITH PRINCI* 
LABEL FSF-PERFORMANCE OF 
LABEL COP=PERFORMANCE OF CENTRAL OFFICE* 

BP=PERFORMANCE OF BUDGETING* 
ISP=PERFORMhNCE OF 
PFP=PERFORMANCE OF PHYSICAL FACILITIES* 
TSF=PERFORMANCE OF

viuRix . PhTR ICIh Hho 
SinTEnENf USED 0.53 SECONDS Ailu
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NOTE ; irit PROCEDURE GLri USED 0,34 SECONDS AND 250K AND PRINTED PAGES 1 TO 3.

NO I E i THE PROCEDURE GLri USED 0.34 SECONDS AND 250K AND PAINTED PAGES 4 TO 6.

NO f E . SECONDS AND 250K hND PRINTED FhGES 7 TO 9.THE PROCEDURE GLri USED 0.34

NOTE ; 10 TO 12.THE PROCEDURE GLri USED 0.34 SECONDS AND 250R AND PRINTED PAGES

359
Sou

PROC GLri>
CLmSSES RULE,

34 4
345
346
347
348

349
350
351
352
353

339
340
341
342
343

354
355
356
357
358

PROC GLn,
classes rule;
nODEL FSP=ROLE FSIi
LShEhNS ROLE/STDERR pdiff;
IIiLE CUUARIAiE ANALYSIS OF FEDERhL hND STATE RELhTIuNS;

PROC GLri;
clhsses rule;
nODEL CBP=ROLE CBIi
LShEhNS ROLE/STDERR PDIFFi
TITLE COVhRIaTE ANALYSIS OF COLLECTIVE «hRumINING,

P R u C G L ri ;
CLASSES role;
nuDEL DRP=ROLE DRi;
LShEhNS ROLE/STDERR PDIFF,
iIi’LE COVhRIATE ANALfSIS OF DESEGREGATION AND JvhCE RELATIONS;

PROC GLri,
CLASSES RULE, 
nODEL RPF=ROLE RPI, 
LSi-iEANS ROLE/STDERR PDIFF; 
TITLE CUVARIATE ANALYSIS OF RELhTIuNS WITH PRINCIPALS;
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1I c H

THIiR-y...... yi I 1 I ') t- tKhllnf. I

NOTE : THE PROCEDURE GLH USED 0.34 SECONDS AND 25vK AND PRINTED PAGES 13 Fu 15.

NOTE : THE PROCEDURE GLH USED 0.34 SECONDS AND 250K AND PRINTED PAGES TO1 o 18 .

SYSTEMS AND REPORT ING*INFORHhTION

NOTE ; SECONDS AND 250K AND PRINTED PAGES 19 TO 21.THE PROCEDURE GLn USED 0.34

NOTE : THE PROCEDURE GLN USED 0.34 SECONDS TO 24.AND

TEACHER AND STAFF RELATIONS*

NO FE : SECONDS AND 250K AND PRINTED PAGES 25 TO 27.THE PROCEDURE GLN USED 0.34

SECONDS AND 250K AND PRINTED PAGESNOTE : PROCEDURE GLH USED 0.34THE 28 TO 30.

361
362
363

PROC GLH*
CLASSES ROLE*
HODEL PFP = ROLE PF I?
LSnEANS ROLE/STDERR PDIFF* 
T ( TLE

369
370
37 1
372
373

364
365
366
367
3o8

PROC GLH*
CLASSES RQLEJL

38 4
385
386
387
388

379
380
381
382
383

37 4
375
376

378

389
390

PROC GLH*
CLASSES ROLE*
HODEL TSP=ROLE TSI*
LSnEANS ROLE/STDERR PDIFF*
TITLE COUARIATE ANALYSIS OF

PROC GLHy
CLASSES ROLE*
HODEL BP=ROLE BI*
LSHEhNS ROLE/STDERR PDIFF*
TITLE COUhRIATE ANALYSIS OF BUDGETING*

HODEL COP=ROLE COI*
LSnEANS ROLE/STDERR PDIFF*
IITLE CuVhRIh1E ANhLiSIS OF CENTRAL OFFICE COORDINATION*

I S I

PROC GLH*
CLASSES ROLE*
HODEL PPP=ROLE PPI*
LSnEANS ROLE/STDERR PDIFF*
TITLE COUARIATE ANALYSIS OF SPECIhL PROGRAMS AND PROJECTS/

COUARIATE ANALYSIS OF PHYSICAL FACILITIES*

25UR AND PRINTED'PAGES 22

PROC GLn*
CLhSSES ROLE*
HODEL ISP-ROLE ISI*
LSHEhNS ROLE/STDERR PDIFF*
TITLE COUARIATE ANALYSIS OF

ii i-i h LS T h I



159

NOTE . THE PROCEDURE GLri USED 0.34 SECONDS aND 250R AND PRINTED PhGES 31 TO 33.

398 RELATIONS AND SUPPORT*I I TLE CUVARIATE hNhLTSIS OF COrinUNITi
NOTE . SECONDS AND 250K AND PRINTED PAGES 34 TO 3o.THE PROCEDURE GLn USED 0.34

PROCEDURE GLn USED 0.34 SECONDS AND 250K AND PRINTED PAGES 37 TO 39.NOTE. THE

TO 42.NOTE . SECONDS AND 250K AND PRINTED PAGES 40(HE PROCEDURE GLri USED 0.34

l

391
392
393

PROC GLri,
CLASSES ROLE*
riODEL CSP = R(jLE C5I,
LSriEANS ROLE/STDERR PDIFF*

394
395
396
397

399
400
401
402
403

404
405
40 o
407
4 0 8

nODEL SPP-ROLE bPI,
LSriEANS ROLE/S i DERR PD1FF, 
TITLE COVhRIhTE ANhLiSIS OF DEhLING WITH SOCIETAL FROBLEriS,

PROC GLri*
classes role;
MODEL BRP=ROLE BRI*
LSNEhNS ROLE/STDERR PDIFF*
TITLE COVARIai'E ANALrSIS OF BOARD RELATIONS;

PROC GLri*
CLASSES Rule;
riODEL PhP=R0LE PAI*
LSriEANS ROLE/STDERR FLUFF;
TITLE COVhRIATE ANALYSIS OF PERSONNEL ADrilNISTRATIONi
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ANALYSIS S i S T E nC

11:10 THURSDAY. FEBRUARY 1983

TO 45.SECONDS AND 250K AND PRINTED PhGES 43NOTE ; i’HE GLri USED 0.34r RuCEdURE

STUDENT ACHIEVEMENT;
NOTE : THE PROCEDURE GLM USED 0.35 SECONDS AND 250K AND PRINTED PAGES 46 TO 48.

DEALING WITH POLITICAL influence;
note: THE PROCEDURE GLM USED 0.35 SECONDS AND 250K AND PRINTED PAGES 49 TO 51.
NOTE : SAS USED 250R MEMORY.
NOTE : INC .

27511-8000

PROC GLri;
classes role;

41h
4 15

416
417
418

419
420
421
422
4 23

409
410
411
412
413

nODEL SAF=ROLE SAI?
LSriEANS ROLE/STDERR PDIFF;
TITLE COVARIATE ANALYSIS OF MONITORING

PROC glm;
classes role;
MODEL PIP=ROLE PII?
LSriEANS ROLE/STDERR PDIFF?
TITLE COVARIATE ANALYSIS OF

H LSTATIST I

PROC GLri?
CLASSES role;
riODEL CRP-ROLE CRIi
LSriEANS ROLE/STDERR PDIFF;
TITLE CUVARIATE ANALYSIS OF COLLEGIAL RELATIONS;

SAS INSTITUTE
SAS CIRCLE
BOX 8000
CARY. N.C.



161

o

r-4

ii

■n
LU

J

MC 33

nJ

ro3> r-i J~i

O !>3 nJ

O

MJ

i.3
liD

LU

:D 5;D

i

■z

6

z
Z

z»
a

LU

D

fl

n 1

n

in

z>
U4

■fl

□
i

I

cn

iD
tn

o

ro
co

I

3: <r 
nJ 
X

CD 
cn
D>

3 
o

o
■n

I UD CD

i*> -T

I

Cl

Cl

o

I

5
in 
JD

O

1

*

i
•Z

I

■nn

rn 
•n 
T 
X

33

rn

!«3

I
LU = 
-J

s

-U

2

o

2

O -G 
-=■ CD 
X -f 
-< l«3 
:n o

1 
I

o —<
S3



162

r*o

r-n

'U

Ld

Z

i'41
z> Z

'JI

Cl

LU

Z

3

3

5

LU 
3» 
'jJ

JO n

Id
JO

•c>—

LU 
Z

<c

jo

z

iu

S

-d
2

jj

I

r-J

n

I

b 
Id

JO 
Ld

td
Ji

JJ
-I
LU

•*0 
CD

o

D>
Ld

Ji

5

CD

r>
r-4

O

•Z
X

Ld

Ji

■Ji

i

o

Ld

1

■Ji

%
1

co 
th-

I

z

Ld
_J
-I

2

jo

a: 
Ld 
ji 
jj 
o

Ji
•Ji

o
JO

:n

I
■Ji

tZ 
-X z z a 
Id

o
Id

Z 
Ld 
rj) 
id

Ld

i i s
JO 
Ld

'Ji
Ji

z

Ld

Ji

Ji>-

i
Ji

LO

1

■n

I
LU

A Z

CD Ld
O X
|Z JO

— r-4

21
— <n

O C4 
r i r -4 

r -4 
■jo r» 
Cb A 
i> ID 
o in

JO

•I

SI
Ld LU

Z 'JO 
)- -I 
'JO

s
3 LJ

o o
*0 .’J

■4 r*J

=1
•n

■n _i

UJ UJ 

?1

Z Ld 
Id JJ

JO <

Z O

3 Z
Ld
Z Tj 
-x z
JO

i



165

2>

u)

in£

Id

cm tn

u.o

oLd

ri

-x
Id

o

m f*DCd
o o tDLd Si

<Z tn

25 in

tno cn
m

3O
tn

idID

Id

Ld
Cdn =)IdO

OLd

o ooo o o
tDz

•o

Ld
O

in
Ld Id

a
r-j UJ

co co tn tn

tnCd

in

z
_j

cc o
Z>

Ld

2 id

O IdLdLd

?2

z 
o

D> 
td

-J

5

i
tn

Id
Cd

<z
Ld

z

tn
Ld
Z

in 
aj

•I

cn
tn

Ld
cd

I

ID
Ld
tn
Ld

id

2

O' 
tn

tn 
tn

o -r 
m

Ld

a

<r 
Ld z

I

Ld

rn

co 
ro

rn
•o
ri
in

CD
in

o cd z >=■

3 
O 
m 
i

Cd

o o 
o

<r
ID 
id

jn

o in

CD
Id
in
Id

Ld

<r

tn 
m

CD 
m 
o 
•o

Ld

Cd 
z s

£> -C
t> 

in t 
•n -r

Id

o

1

m

id _!
Cd

tn
CD

<L'

z

Ld

co 
m

th 
m 
in 
o 
C-4

m -r
-t in

ID

S5

•o 
o 
ru 
•<D 
ro 
O'

•>. o
rx 'O

■o o

£

m

S
Id

LD
Ld
tn
Ld

— tn

- i

-g

52
Cd JD

rx m

C4 O' 
r-4 -< 
■o -o

O T

O -< 
o o

m



164

o

LU

X
rj

2>

2 o

z

01

o

Z

LU

■n

:Xi

r-4

'z

2

z 
o

3
tn

o

£
LU

rj3 
■n

LU 
m

■n

1

tn

•n

i

rn 
_i 
LU

Z
Z

o
n 

—■f

2
I

■n

i

m
■n

r-l
ci

il

1

5

i
LU

LU 
Z> 
LU
X 
o
X

'-fl 
LU
—I
•X

o 
z
m 
m

LU 
m 
LU

5 
s

2 
<n

6 

s

•Ji 
b

J)

LU 
rj

m

£

If)

tn

i

o

z
iu
m

lU. U?
X -r-l 
F- X



165

*
o□3

iu
X

n

<x.u

IO
LULu

LU

O
''•J

LUn

£
■n

ri o

X

•JJ

5
* LUn

z c 
LU

s> 
jJ

1

O'
fS
CD

■Ji
'Ji

3 

n

2^
O uO

I

Z3

U3

1

0 X 
r: o

5 r>

•X
X

tn

•n o o o 
o o
o o

!Si

■X

LU

5

in

1
U-J

in

<ji
rJi

I

03 
“1 
a
m

as

■X

‘3

rj
•n

o
•ji

j)

X

i

m 
03

l>:n o

2

o
O' 
c
X

I

LU 
X

i
LU

■Ji

I

in

i
rn

I
■B.



166

3>

m m

z
1 Lu

LU

'=
m tn

c
z

LU U?

Z

in

o■j)
z

IU
if

LU
Ixl

<1 Z
r-4zLULU <rtn oo tn

rf)
J)

-ILU
Zif)tn

tn
•x

LOr-4
LU o
Lu

LU lU
tn

5 iuXi tn
o

tnmtn m
LU-j)

tn

o

LU
LU

2>
LU

£

O
ru

LU 
z> 
LU

Ifz

Z
ill
LU

tn 
in

-x=>

<C 
iZi

o o 
o o

tz

LU

z 
iZ 
o

z

Z LU 
nJ .n

tn
■j)

'■n
CD

m
x!

tn
tn

i

2

LU 
tn

2
txl

LD

*
5

□J
tn

o
tn

tn
z
J

z>

1

■z.
LU
*n

tn

z

5

iu tn 
Z-S

ri o 
n cd

g
■z ?n

tn

in 'J 
in -r 
r-j t> 
ri o.

lu iu 
u_ m 
tn 
LU
Z LU

1X1

■z- o 
Cl —t 

^2

^3
LU LU

H

Z 3
III

tn <r

is

z tn
LU >-
tn _j
LU <X

z



167

£
Id

Ld

ID

z

3on 33 LD

Z>

m<r

in
Lu

2>

O

ru X
§

Ld

?Ld Z>

D

£
ID

Lu

□

Ld

O

Ld

in
:D

■n n

■G 
O

CEt
Ld

■5

?*3 03

a
I
UJ

*
i

■X.

Ld

I
LD

£
<Z

ID

!XJ

" 2
o
LD

LD

_J

Z

Ld

Ld
LJ

s
LD

Id

o

O' 
•n 
■o

-o 
b~

•o

!D

□3

r-4 r 
3:?

i
LD 

I

CD
CD

D>

LT 

£ 
rj 
rj 
n
n

I
ID

1

Ld 

i 
Ld

O

CD

X

Ld

O 
z 
Ld

5

i

LD

I
£
!D

3
§

JO

5

G -i

O <D

•> -o 
.'4 rx 
uT D

Id O



168

rtCM

m

D

— <n

o

-D

-d
LU

n,5•n XI 3

O
_n ld

n

>n o

ld

•n

41
d

ri

z

u•n

iu
X!D

Q

JI

n

3

ld

m

5

tn
Ld

tn 

x

•n•n

o
n
n

LU
ID

rj
jm

ti

LU•_n

3
Id

LU 
d

Q
LU 
'JI

LU
JQ
iZ

LD 
ul 
X 
X

1
Id

J) 
X 
X

LU

•D
:D

5 m 
•i

■n

5

3

tn
JO !>

n 

s
?

5

2
n

I
■nn

u_

Id

LD

n
X

3
X

3

i
Id

t*J

id
D

o
1

-D Z

o o
t tn
o t>
-H o

-■?
-2
A £ 

tn

a —

Id id 

= 2 
- -J n

"I
at Ld

2 'D

•n x,J-
n

tn
.'i n



16?

■Z.

o

o
Z

o MJ O

CJ o o
Ld OD CD

Ld
Ld

Ld

5o

Ld

cn
r-jU-

o

o

Ld

Ld

CD CDO

Z 

s 
CD

g

id

Ld

CD 
C4 
m

§

cn 
cn JD 

-T s

<D 
ra

3
<3

O

Ld

I c 
Z

I

2

cn
cn
z>

UD

Ld =>
« >

'j~ O
T CD

rj

o
r-4

I
in
z
Ld

Ld

Z>

m 
Ch 
■<j 
CD 
fl 
in

Ch 
in
in

CD

LD

m

i
Ld

Ld

s

2
LD

s

n
r-4

a

n
CD

3D
O

r-4

cn 
-1 
Ld 
1=4 
CD 
IZ

s
Ld

g

in

•D

05
MJ

LD

Ld

i

■o 
rj 
OD 
M

i 
m

Ld

Id
2

I

r 4 o 
-< CD

LD M

“4 O

T Ch
>s Ln

—• Ch

rx m 
T O 
r -4 o 
o o
o o

CD Ch 
ch in 
in o 
Ch Ch

O rx
—< Ch 
—< D4



170

li"3 <3

?3

i*3 :n
x:

tZ
o

iZ rj

•-U II

*<n

n
n

o
r-j

•_u •D
r-4

— tn

o o

■Xi

Q

UJ tno

o oo ■n

•= tno cotn 72■J3
<r

tn

co
UJ

iZ -U
in

z
n tn n

LUrj-n
UJUJ

o oU3

o
UJ n

•oz
UJ

■n

in ino

£UJ

3>
OJ

El
E
Z

1X1

2

1

■z. 
o

o

-X
E>
o

rn
CD

z 
o

z 
o

UJ

tn

o o 
o o

o
iZ

m
CD

!
UJ

■n

-n
UJ

ID

n 
n

r-
UJ

z

c

tn
tn

1 
tn 
UJ

UJ
CJ

z

£

z

UJ 

o

1

UJ 
tn 
E> 
o

i

UJ 
■Xi

tn
tn

UJ 
tn

UJ 
ns

tn

tn

I £ 
o

•t s
< z

z tn

m tn 
-T CD 
03 rx 
r j in

co T 
co r-j 
LO —i 
!D lx

UJ UJ

i=i tn

UJ LU



171

a

Xi

>n
LU

a

o in
o

U3

a

c ■ji

L> o rn
■2 2 LU o -o

04 tn
<co o «

Xi
Lu 2£ 04•n jj

om
04LU

O

Ld
o

a 04
O

X

r~n

a o

Xi

5 2* X
■=

m

UJ
E

UJ1

I

3 
c

m
O'

n
_n

C - 
x x

•n -t 
> G

04
04

Z<z
Ul

CD

O 
03

'j-J

■n o 
o o

t> 04
2

I

i«i m
04 G

O 
04

03
X

z

G
O* 
O 
in 
co

03 
03

3

Z>

2
I

LU
Z

a 
z>

LU

!

2

03 
CD

>

1

i 2

I

LU
3 
-J

□»



172

co
03

tn

Z

tn E

U.

4tn
■n

-i

o
03 m

03

o

03

X

— 03 j0
O z

— II o
o

d -n

03
z- ? r-45id UJ

303 C
X

in

03
in

4 n r-l

='J3d
03

m E 3
Id

S tn
n ■n

03
■J

o03
>03

Ld

co

z

uC

id
O

Ld

3
z

X

tn 
id Ld

<n

Id
X

I

tn
iX)

Jd
2

1

I

tn
-n

Ld
tn

Ld 
in 
X

1

I

>Xf 
Ld

03
Zo

5

Ld

Id
03 
C&
o

Id 
d 
Z 
Id 
10

3>

s

I

I
'ix4

4
Ld

Id
1X1

03
Ld

n

Ld

J

03

03

X o
C -H

n
Ii _i



175

O'

•■o

£

t in

x
ro r-j in O'

lo

c

x
to m

'■C •o ro

Qtn
3>

O
o>

co

r*j

tn

o

LU
Ul

J

tn
i

2
?

LU 
_J 
O tn x —

s
tn
LU

in
•o 
co 
ro

O' 
c :•» 
5

i

o
X

m

LU

LU

X

o

o ro
"4 CO

O'

o
LU

5
X 
X 
o

X 
LU

I 
z

tU

X

o 
tn

3

>n
tn

x 
rs 
to

3
_J

5

in

Lu
tn
tn
z

r-4

I 
s

tn
_i
LU

LU
O

X

m 
tn

03 
LO 
CO 
CD

1
'•p1

■n 
co

I
o 
l> 
LiO 
r-4 
CD 
LO 
to

rj rn

O r-4

C4

a 
tn

x

5 
z 
LU 
LO

5

LU

1

tn

in
tn

i 1

X
X 
iXi

—< m

LO -O 
0-4 IN 
O -O
-< o

o
LO O

I



174

□3

rn

X

•n

Ld

n

Ld
o s

n
•ji

c

n
nn

n
o n

n

n
o

1

-=
=5

CM
CM

Ld

n

X 
id 
3 
X 
X

’ X

Ld

£
D

X

—< m
CM CO

fO •? 
T —< 
o

ID

ID

■n —<

Ld 
>n
x
S

LD

tn 
in

Ld 
rn

>n
m

CM

II

n 
a 
o

Q 

•_d

<n
tn

n
n

5-

<n
Ld 
X 
-J

s

■n

1

X

LEi
Ld

Ld
Xi

Ld 
m 
xtn

id

•n

’ji

I 
■n

1
5

a 
tn

1

-1
— -J
— II—<

si
X rn

X
Ld

id

'n
Id

td

;n

Q

Id

Id r-° —
Ld

i

□ o

SI
Id Lu



175

a

'1

■n ■

■n

-U

03
'*2

O0 "I

m
in<n

•n
o

*

-=

Ld

I

m
n

m

=

D 
O 
3>

n

m
Ld

LU 

o

LU

1

n
■n

ro 
r-j

z>
lu

i*i 
uo

s 
ji 
iX 
:xi

LC•*; 
re

1

i

5 
on

1

•n —<

in

o
ci

<
Ld

Ld

E

1
LU

m 
03

i

m
_i
LU

I

rj

>n

1

r> 
m

co 
r-j

1
CC

£
in

I
in

z: —

O r-J ; s
c —

LU

Si



176

fol<0

•i

X

*

n

it

X
tn

z>

■n n
m

Xm
r-4 X

UJ

2 LD

•=

O

=>
£

■X

3

i
3

Z>
O

C

I

co
CK

■X) 
tn

s
5

UJ

x i

— -i

o

m

m

tn
*
I

m
in

£
I

1
■n

5

I

I
X;

s

tn

s
£

UJ

UJ z> 
X 
UJ 
<n 
<Xi 
o

n 
■n

£

i

,n

i
UJ

tn

O -

x tn

in —

tl
x :n
tn

J
- i

-I UJ 
•x <n 
•z x 
2» O

x tn 
tn

s

UJ

X _J

O -1 
rx o

x <n
■z tn

II
x tn

z x 
u- in

tn x 

■p



177

£
LLl

O

n

I
in

*CD

zG

5 a
co'± Ld O Oci cn••*3

_n n
AO ITS■fl -

ci
7) co ClU

73 n* in
□ o£>n c o

o CD ino o

o

n

±
n

4?
3 Id

I

I

5

m 
cn

LU 
-y

5

-o
CJ

:9
Id

<n
tn

□3 Ch 
m o

•c r-J

ud

_J

<E

LU
TZ

>n

tn

1

o« 
o
■-n

I

s

z>
o

tn 
Cb :n 
in

m 
CD

1 
<n

co
CD
n

CD

Cl o 
Ch Cl 
m ci 
Ch !U 
O' 'jO 
-n o 
ci o

•n -i

S3 o o



178

ru
■jj

-z

tn 'Tn

•n

tno jj
■jj

LU

■jj
o

z JJLd

■n s r-4
'JJ

o

'JJ
X (JJ 'JJ

C lu

Z

z
■JJ

z

LT T

J

O 
II

JJ

3

o

JJ 

n

in 
co

■jj

;n

■jj

■jj

aj

CD 
n

■x
z
■jj

LU

LU 
fj

Zo

5 
i5 
JJ 
x 
o

JJ 

j 
■n

■z

jj
UJ

"r
3»

Id

i
LU

O
JJ

X

I

X 
X 
JJ

X

JJ

1

1

LU

X

•E
JJ

'JJ

LU

•X

o
X -X

X
— 'JJ

3 5

■jj -r

co o
.-o T>
D .-V

± 'l
•jj

§ i

CJJ “
LU _

5 <

i--* o
— n

'J 
o z>

si
Z JJ

lU x s 
X -J

lu w
X JJ
.— -J
JJ

Hi 'JJ n



179

•n

UJ

UJ in

IN O

m
iX

UJ O O

Id o

tn z
UJ

2 CDo
2in z» in *

■Ji

UJ

UJ
m

UJ

tn o
jj

sc UJ CDm
UJ CD •_n

O CD r-j

r-j

■j)

21
rj tx.

5
U5

_J

UJ uJ
UJ

UJ UJ uJ

UJ O
■n UJ

£
CD 
O

tn 
m

2

m
CD

I

rj

in 
•c

CD

in

1

5

in 
uJ

00
rj
CD
m

D
r;

-» DO
D* CD

in
m t

c 
tn 
cs 
O'

.n
o*

•n 
in

i
<n

m _n 
m -r

!Xl



180

co

in

JI

LU

5
J 32

-
E

1U

JJ
Lfi

•X.

J
J?

5 IN

*
=j

-r

?

2
■J2

■n
■n

O

Ji 

m

n

u

I

£

•X 
X 
iZ 
CQ 
LU

Z>

•-U 
n

g

iZ
■u
z>
LU

o

LU 
X

1

U3 —;
*

x
3

■n

LU 
tn

33

LT

i

LU 
m

m
x

LU
•n
3

LU 
lXi

LU 
m

LU

LU

n 
iU

i
1/3

'S

n

'U
■n

■jj

jj 
i

n
■n

I

■n

o
n 
n

UJ

3 
X

3

£
■n

n

x

iu
ijj
LU

•n
x

§

•jj
•jj

X

S
LU

— tn
i*J co

o*

xi <n 
■—

•n

^■j — 

So 
in t 
x o 
O !> 
■n -r

o nc s
5 O'

5

X z

— n

i lu 

jj



r

181

£

*

UJ

5
cs

LO

3 Cl

o

o

LU

3 ■*) ois
<r.

*
i'
tn

3

CD

£
3

3

r-j
LO

o

in 
m

ci
co

z> 
UJ 
3

■si

LU

■Z

m

I 
>n K 

tn
m

3 
'n

c

o
in

in

uD

3

tn

m

1 
LU

tn
in
3

s
?

UJ

-J

C

3

5

a 
o

in

s
o
rn

ID

5
X o

o

3

c LU

<
zn
'X

lU
X <

LU
3

m 
—i 
LU

a 
x

T3 
rC 
CC 
a 

3
IiD
CM 
tn

Lu

I

LU

3

LU

I 
tn

= i 
X lH

LU

1

3 s
s
LU I

UJ

m

■c

•o rj 
f*j tn 
O rj 
-< rj 
-« o

I

tn



182

li
X

z

x

o
uJ

x

o

x
x

m
o

in

I!

X m
— ii

x 1CM 3Z2
O

z §X

3 x U1 Z XX >n
£D

z rj

zX
o

u_
x in £r-J

x X
tntn
tn

o
-J

IN T

x
LU

LU
z

¥
X

LU

tM
LU

£

£

x
LU

o
Z

LU
Z
X

x 
x

J

I

in 
z 
<r
LU

Ld

O

Ld
3> 
Ld

x
o

z
LU
Xi
Z

UJ 
in

in
T-J

Z 
o

I x
UJ

tn

I

-

I

z
Ld 
Z 
Ld 
tn

tn 
m

z
Ld

I
Ul

o
X

I

c 
x 
1U

uj

<L

§
tn

o
X

X 
UJ 
tn x 
o

tn

tn x

o 
fj

r-J 
(N

£
tn

Ld

8

£ 1
- in
-

uj tn 
tn

x o~ 
rx un

tx O 
•■o rx 
o 'O

Id
Z «

UJ u> 
■— tn

■- J 
o 5 
X X

r-J r-J

52
X LT 
o ro

UJ •
U tn

x x

o

X

tn c 
uj —

I

X X

Xi X

hi —i
U_ X 
tn x 
x —



1

185

tn

LU

:n

LT5

m

»o LT

tn

CD

* LU tn

o
■o

LU

UJ LT O

•O ?TrN
O LD

nj

in

-j

o

LU

LU

2

Z) 
cn

9

uC

z>

s

o
LU

s

cn
cn

iu

LU

z> O'

tn 
z s

I

Ln

LU

O 
tn

2 
in

5
tn 
tn

•O CD 
•=" c

9

CD

■n

S' 
§

cn

cn I 
LU 
ID

LO ’O 
•n x

§
cn

cd m
T *C

in

LU

O

iZ
-z
LU

c 
z>

II
in

s
2 
o~ 
rj 
x

O'

LU

o'

LU

5

s

■0

?
•c

X

O' 
f*. 
Ln

1 tn

I

O CD 
•o O' 
m d 
® x
C Cx 
m r-j 
o o
o rx 
m rJ

O tn

I

55

■



r

184

ro

in

n

o

tn
X

T.

n

u

-X 3

«LU

LO

ri
o

•X
UJ5

3

■J) 
lU 
X

n

jj
LU 

iu

x

S

I

■43 '*3 
r*) co

X
LU

£

'/) 
tn

§

tn
* LU

<n

tn

o

•n
-n

"3
cc
o»

o

LU

=>
•n

n

LU

X

I
UU

<n
CH
X

LU 

s

z>

tU
>n

o

u.

?
X

*
=
in

LU 
tn

in

1

tn

='
o

LU 

s

m

LU

■n

LU

CH

5
L&

LU

X

LU

U-J

i

•n 
n

1

I

i

o

tn

n

i

•-U

o

in i

■n

o

lu m

.3 u?
uj --
S° *d

lu m 

tn -z

-.1 
tn UJ 

11

? -r

O N

-n 
x _j

■x a

LT r* J 
-< ;n 
rj pK 
T3 in

— rj

— in
— :i

A-5
X LU 
O X 
x 'n

n —

UJ UJ

X rn 
!— —I 
tn

5'3 
-H

C li“

■~i tn
tn 3
UJ

X 

h



185

£

£

£
Ld

<n n

UJ

3

r*j

£

IN £
IN

rn
•*5

■

UJ

o

'Z-:UJ

£
zn UJ

*
z

•o

CD

ro

r-4 n 
r*3 —<

£
i
=

I

rn

S
?

o 
rj

L2

U2 
tn

c

o

=

I 
o 

L? 
i'-J 
CD

i?
L~ 
’n £
.T

’d

n

ex’

i

UJ

cn 
tn

=»

?
UJ

S'

cn

g
in S

=?

<ZJ

<Ji

O

UJ

■X

uJ

UJ

<n 
-j

§

•1

■z

1

I 
in

£

j

22 O

O 
o- LI 

i ?

C T
CD ~

2 £ o o
O L~

rj o

d:

"? I



186

CO co >
Z

o
UJ

in

o

3 ■n

— in o
* tn

o

m
m

'i

£
LU

o o
3

£
•J) <J)

X •J)IU LU
UJ CN

o
■J)

in m
z> £in

in in >J2tn
LU uJ n

iu
x

a
LU

UJ
xtn

o

in m

UJ

nj

uj

X

o 
uC

UJo

UJ z
n 
x 
o

J)

5

o- 
in

•n r-j 
rj r j

m 
in

1

<n
U)

t r-j

tn
UJ •n

_j

iZ 
lU

o

“3 

d - 
■x2

'i

UJ

■n
in

UJ m x

tn

£
LU 
UD

tn

'i

•J)

I
LU

■n

_j

£

— i:

zl
in

-« r j 
-r in

si

| 3

LU £ 
c in

‘•n

iJ =■
a: rn

z o 
_u rj



187

£
rj

LU

<E 1

'JJ
A LU ■X

LU o o
A

o in
LO

in M3

£ u tx4 lU'J3 r-j
ci tn

_x
tnLU

tn
LU

O'
03

Cl

<3
O tX o
■_u co -X

2o
£ in IH

o
LU

o
tX

o
03

£ in £

LU
LU

IU

s s■J3 •-U

Z>
LU

£ ?

03
•■o

tn
03

a
<3

t> <3
33 T

LU 
iX

I 03
O

tn 
tn

LU
IX

?

C3 
tn

in 
ci

c 
o

tn 
no 
O'

(X 
A

U3 
m

03

UJ

iI
■a — 
—i tn

tn

03 
jX

X

C
LO

s I 
tn

A
LU

tn 
o 
r-l

X
tn

I

O —' 
in o

LU

X z>

in 
tn 
ci

O' -r
tn

=

5

03

43

an in
.n 03

.03

in ci



189

■~n

X

x z>
X

o

O LG in
LG

X O
LU

X

X

»n

LG 33X O

o LU in
X

X CD
lC

O
r: G-J

cn

33 X

X

rj
tn

<x

LU

LU

LU X
CC LU

LUiX LU

Oo
ID

ID
LU

Z 
LU

£

ID
LU

iX
LU

CD

X-

r-J 
rj

x
X

x r-j 
—i O'

LU 
z

X 
iX

X 
iX

X

X

i
X 
o

o 
o 
CD

O'

X

z
LU

X

o

UG 
X

X
X

X

LG t'' 
LG X 
X X 
©

X
X

I

X 

£ 
X

o
-5
o

r-4 
-o

-o
LG

X
X

3
X

X D
LG X



190

in

>
zm

o
■c Ld
tn

in

§
id tn

tnri

□j

— in
in

LU
0Ld

Id

X id

ll •nId

Id

3 r;id
O

3in Z aLd Idm in z «ntnid s tnz CM
in

■z id Idn
Id x m

id•n
■n n n o -T

n ■n

tn

Ld O

□3
'J id

Id•_n
3

s rj

in
-d

o

*

3

Id
z>
id

O

■z 
o

2 
X

id

•n
■n

E
Z

z 
o

m 
•n

tZ
Ld

z 
Id z> 
Ld
3

X

1X1 
Id

>n

1X1

0 
o

m
z

■n 
tn

id
rn

as 
<n

m

1*4
CM

id
m

tn
§

m2;
X

in

id

X

Ld
Z

5
2

id 
tn 
Id 
z

in

1
5

•o m 
T CD

S 
id

Z
Ld

id
tn

z

1
Id

z in

•n o
:x in

I fl

= 2



191

CD

Lu

X
CD

Ld

tn

in

Lu

id

O

Jj

Ld
LU

5
£ zn

fi

x

•±?

Ld

o 
X

m
o-

5 
o

*
§
LD
I
X

■D
Lu

?

X

«E

1=1
CD
X

X

LD
LU

•fl
U3

co
_j

tn
LO

•c

tn 
CD 
r3

co 
tn

CJ 
LU 

f

(fl
CD

tn
CD

X
Ld

o
!3
•n

o
£
in
CN

1

o 

s

■' J •> 
o o

CD O

in di

■ji

CD

Ld

I

o
Ld

CD

5
Ld

r-4 s

r>- 
in

o
CD

LD

■=

r;
ID 
m s

Ld

5
Id 
CJ 
X

O 
CD

s
Ld

•X

i

Ld

!
>n

•n

tn

s
in

??
D 3>

CD T 
■O O' 
in o- 
m O' 
!•-. O' 
m o 
r-4 —< 
rO rj
in m

Ji­gs



192

2in tn

x

X O

o
tn
tn

A
tn

2
— in X

::
X

£Jj LU £ XLU

XLU

LU tn 3riLU O o
otn m

ID tnrn m
3 CD mx LU
g LU.? X

O LU LU
m

a tn LU
O tn CO o
tn Xtnm

tn
o

LU
LU

X LT O
in lo

« *LU
O

C'J

o 
II

LUZ>
LU

LU
5

z> 
o

s

X
X

X

LD
X

OX

LU tn x

X
(X
~y<z

o

3

tn

3

tn
;n

LU
U 
oX

tn
o

X

£tn

'i X LU 
lu tn

I

i

in
tn

tn
LU
tn

1

m tn

LU
X
uj
UJ

I
LU

UJ

X
LU <n

s
LU

-n
LU
3

I
t
5 m

tn
*

<E -Xtn lu
X<n

LT £b rx t> 
~4 CD 
<! ~-4

LU 
x tn

r> in r- x 
o

tn c
Z Cl
X

O' o 
O' T
-i in LT r-J

LD 1— 
X r- 
* 5 
2 £ 
x tn 
<x t=t
> o



195

£
£

3 UJ tZ

? X 2 m
x X in

UJ -oid INci x
■a .•> to tox

tn
x 3

UJ

£ 3LU

X Xtn
to

a
in

iLU x
oUJ

Xo ■0 CD T O'CD X

X

r;
03 CO

*
in§2

LU

£

uJ

2
§ £ =>2 LU Ji

•n

■=

IN O
UJ O

g

o 
X 
X

UJ
X

5

X

(Xi 
UJ

o 
o

m 
x

ji 
ji

O'
LT

•jT

o m
LT X

t>

'J!
'JI

LT O
UT O
O O

LT C J 
n 

m tn

O' 
IN

:*)
9

M •>
Cl

UJ

—I

5

o 
Cl

ro 
in 
O' 
x

£
Uj

X 
rn

tn 
r0

X 
UJ

Cl 
X 
in

T 
UJ

X 
UT

-n

I
X

£ 
h-

-r :N

LT to 
-' t t>



194

rn

iZ

<x
tn

o

— in

— ii
LU

Q

I£

LU

— II

LU

n
3

LU

in
2 <n

n >n r-4o
<n
-n

•z

LU

O 03

g
tU

i'4

uO 
uO

O 
iZ

2

5S

n in 
:'4 r
cd o
o tn

LU
"Z
LU

•n z s

1
LU

£

in

1

m

rn
« -J

—i tn
in co

r-4 O 
o r-4 

co o

■A' ?

lc 'n


	Harrison 1
	Harrison 2
	Harrison 3
	Harrison 4

