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ABSTRACT
Leadership Behavior of School Superintendents
As Related to Adoption and Adaptation
of Innovative Management Techniques
in Selected Massachusetts
School Systems
February 1986
Turin Auguste, B.A., Queens College
M.Ed., Boston State College
Ed.D. , University of Massachusetts/Amherst
Directed by:

Dr. Kenneth R. Washington

The major purpose of this exploratory study was to identify school
superintendents' leadership behaviors that may account for adoption of
innovative management techniques.

In addition, the study sought to

determine the desirability of using innovative management techniques
in school administration, so as to enhance the leadership ability of
superintendents in improving the delivery system.
This was entirely a questionnaire study.

Most of the data were

collected from a research sample of 69 school superintendents in
Massachusetts public school systems whose student population is at
least 3,000 (K-12).

Each school system reporting was located in a

city with a population of at least 20,000 people.

Further, the

equalized valuation per capita of the city population was at least

v-i

$9r000.

in addition, the research sample included a sub-sample of

regional schools whose enrollment was at least 2,000 students.

All

69 of these superintendents were asked to complete the Management
Techniques Survey questionnaire developed mostly by the investigator.
The study revealed that there were differences between (1) the High
Task and High Relationship leaders who use, for example, Linear
Programming; (2) the High Relationship and Low Task leaders who use
LOGOS; and (3) the Low Task and Low Relationship leaders who use Key
Result Management.
The study of the differences in leadership behavior style among
superintendents who practice innovative management techniques relative
to years of experience as superintendents, educational preparation,
size of respondent's staff, and age indicated that there was no
difference that could be characterized as significant.

In other

words, these demographic variables are not contributing factors in the
superintendent's decision to use innovative management techniques.
In addition, the study indicates that there is a difference in
leadership effectiveness of superintendents with regard to the use of
innovative management techniques.
Finally, the results revealed that (1) more than half of the
respondents found innovative management practices to be desirable in
school administration; (2) and that training in Management Information
System (MIS) influence use, and training in other management
techniques does not.
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CHAPTER

I

INTRCDUCTION

fieneraL Statement, of. the Problem
In today's society, the influence of socio-political forces and
the public concern about accountability in education have made the
school superintendent's job more complex than in past time.

Aside

from accountability, legislation dealing with handicapped children,
desegregation and the increasing litigious nature of Americans have
contributed to this state of affairs.

School administrators, in

general, are being besieged with crucial and essential developmental
issues.

In appropriately responding to this state of affairs, new

leadership initiative with respect both to effective management and
curriculum and organizational changes, needs to be undertaken to
restore public confidence and support in our educational systems.
Undoubtedly, leadership behaviors that include assessment of
educational needs, clarification of goals and objectives of
instructional programs, and adoption of an adequate performance
evaluation system, can all contribute to making the job of
superintendents more effective, hence more accountable.

Most notable

among the attempts to enhance leadership effectiveness has been toward
the adoption of various innovative management techniques.

They are

defined, for the purpose of this study, as the utilization of
system-related techniques that include more than quantitative
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analysis to plan the progress of complex projects (Knezevich, 1975).
Many superintendents believe that the adoption of these measures would
enable them to describe purposes and establish comparative influences
on program implementation; they also tend to feel that these measures
promote changes which are conducive to learning (Herman, 1978? Gray
and Burns, 1979).
The notion that the superintendent can become a more effective
leader by using various system related management techniques, has
received strong support in the educational literature (Knezevich,
1975; Katz, 1955? Konnet and Graff, 1976).

In general, these writers

suggest that the use of such management techniques can assist the
superintendent in determining the direction of the organization in the
areas of problem solving, conmunication, collaboration, participation,
trust, and conflict management.
In his study on educational planning, Philip H. Combs (1970)
reflected on the necessity of a new perspective in educational
planning.

Combs suggested that any novel approach to the issue ought

to include an assessment of different management styles and measures,
the refinement of objectives, the evaluation of system performance, a
system approach to educational design and the intensification of
research and development.

Disappointingly, the administrative

framework suggested by Combs, did not place sufficient emphasis on the
role of the leader and his or her responsibilities in facilitating the
adoption of new planning techniques.
The importance of innovative management techniques to school
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administrators attempting to initiate changes, is further underscored
by the writings of William Coats (1974).

He reports that the

Kalamazoo School System developed a series of accountability schemes
referred to as the "Instructional Staff Performance Profile" (ISPP).
These profiles were used to obtain a measure of multiple factors which
constitute an objective comprehensive appraisal of the performance of
instructional staff.

Another important purpose of the ISPP, is to

serve as a management information system for evaluative decisions.

In

another study which focused on performance objectives to be
implemented by Kalamazoo public schools, Coats (1974), analyzed a list
of behavioral objectives.

He indicated that, the list may permit the

determination of primary directions for the school system along with
serving as accountability criteria to evaluate the effectiveness of
present administration.

In addition, the list can help administrators

to ascertain the performance levels of students in all academic areas,
differentiate between levels of accomplishment and productivity for
personnel throughout the system and exercise fiscal responsibility in
all decision-making procedures.
In a similar approach, Porter (1973) analyzed the Performance
Contracting Program in the Michigan State Department of Education and
reported that the procedure assisted the Department by helping it to
identify the goals of each local school district, develop performance
objectives supported by prior assessment of student educational needs.
In addition, through the evaluation component the administrators were
able to analyze the delivery system and make suggestions for improvement.
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Further impetus for adoption of innovative planning tools by
school superintendents has come from the writings of Richard H. Hinds
(1979)•

He examined the educational planning procedures and other

management strategies in the Dade County Public Schools.

According to

Hinds, these planning procedures provide valuable guidelines to
administrators who are interested in the problems and techniques
associated with comprehensive program planning which encompasses
studies dealing with the needs and problems of institutions over time.
In addition, the planning procedures underline the usefulness of
techniques based on program analysis.

Finally, Hinds remarks that the

Dade County procedures contain such features as system analysis and
operations research as they apply to educational problems related
directly and indirectly to planning programming budgeting systems.
Clearly, the need to put managerial tools such as those used in Dade
County in the hands of school superintendents seems critical in light
of the complex problems they face.
Most of the literature on effective leadership seems to indicate
that the behavior of a successful leader is consistent with his or her
ability to initiate organizational changes (Gene Hall et al., 1984;
Corbett Dickson, 1982).

In addition, this literature suggests that

leadership behavior tends to be consistent with the leader's value
systems and is shaped by the knowledge required to carry out the
mission of a planned project and by accurate perceptions of
situational variables (Sergiovanni, 1979).

Further, and perhaps most

importantly, superintendents who are concerned about efficient
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management in contemporary schools need to examine their leadership
behavior in order to acconmodate effective planning procedures.
Given the assumption that school superintendents can become more
effective in managing today's public schools through dynamic
leadership behavior which facilitates the adoption of innovative
management techniques, one important question attains significance:
What leadership behaviors on the part of school superintendents are
more amenable to accommodate the adoption of novel management
techniques?

The literature on school improvement efforts seems to

indicate that school superintendents and other administrators who have
used management technique approaches, are in most instances initiators
of changes, and task oriented leaders who believed in consistent
planning procedures and expert technical assistance (Knezevich, 1974;
Sergiovanni, 1979; Hall et al., 1984).

In addition, those

administrators who initiate changes tend to value the system mode of
thought that led them to look at situations or current problems in
their school with a holistic posture (Inmegart and Folecki, 1973). •
For example, and in the same vein, the literature reports a number of
cases of successful adoption of management techniques by school
administrators to face the challenge of current problems in their
school systems.
Ferrara and Paller (1976), reporting on the problem of the
resource allocation system of public schools in Washington, D.C.,
indicated that the utilization of an articulated management
information system helps establish a school by a school reporting
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system which provides to superintendents, information required to
assess alternative solutions to problems of equalization of resources
allocation among school building sites.
Lambert (1974), also reported that superintendents and other
administrators in small Texas High Schools, utilized successfully pfbs
(Program Planning Budgeting System) techniques to determine
comparative data for planning and evaluating annual athletic budget.
In all instances, both in Washington, D.C. public school systems and
small Texas High Schools, successful adoption of novel management
techniques is linked to systematic planning and implementation
strategies.

In essence, the literature seems to suggest that, in

general, managers who exhibit futuristic managerial behaviors are more
prone to accommodate in their organization, new management knowledge
and techniques to meet more efficiently new demands of a changing
society (Larry E. Greiner, 1967).
Frank Gray and Margaret C. Burns (1979) in their study of
Management by Objective practices in school administration, reported
that superintendents who value innovative management approaches have
difficulty getting these techniques to work in their systems.

They

assert that motivational policy regarding subordinate's participation
is often deficient.

In addition to the reasons cited by Gray and

Burns, perhaps another major reason for this difficulty is the
leadership behavior/style of the superintendent.
In a study that focused on this problem, Maryland Webb (1975)
indicated that the views of the superintendents regarding modern
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management concepts can be more accurately determined from a mixed set
of management styles than from a singular set.

Hie findings of Webb's

study suggest that effective leadership behavior cannot be understood
as emanating from a particular management style, nor for that matter,
from a particular situation.

Additionally, what we knew now from the

literature on leadership effectiveness, is that there is not a unique
or single effective leadership behavior.

It may vary with the

situation encountered and essentially with the leader's philosophy,
knowledge, and experience (Blake and Mouton, 1969; Konnet and Graff,
1976; Hersey and Blanchard, 1979).
to support Webb's findings.

The above mentioned writers tend

In addition, they also seem to agree with

the writings of Sergiovanni (1979), which state that:
Leaders who are efficient organizers must be flexible
enough to behave with a low task orientation by allowing
the organizational structure for a task to emerge from
within a work group. Leaders with poor organizational
skill, however, cannot be flexible enough to provide
efficient organization when a situation calls for it.
p. 616.
Furthermore, the question of appropriate leadership behavior
needed for effective schools' operation is also addressed by Konnet
and Graff (1976) in an article titled "The Sine Qua Non of
Organizational Effectiveness."

They made a number of useful

suggesitons to school administrators interested in meeting the demands
for improved product delivery and services in changing society.
Konnet and Graff suggested that administrators and managers ought to
have a sense of direction as well as a philosophy geared toward
gaining and sustaining momentum during periods of crisis.
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Administrators, they continued, must also understand innovative
management techniques and tools because they can be helpful in
redesigning comprehensive strategies geared to improve the operation
of their organizations.
Additionally, and within the context of 'Power Management Theory',
the importance of a tool or language in decisions affecting the
determination of appropriate leadership behavior has been recently
emphasized by Brewer, Ainsworth, and Wynne (1984) as a possible key in
establishing a comfortable and productive relationship.

These writers

assert:
One of the problems that has plagued leadership development
in the past is the complex human behaviors found in complex
systems. There is a need for a tool or language that would
help leaders focus their attention on productive leadership
decision. The leadership theorists, scholars, researchers,
and others in the past have demonstrated their genius in
exploring the intricacies of the leadership process.
However, the act of true genius would be to move all of the
abstract knowledge about leadership into a practicial tool
for the cornnon man.
The danger, of course, is that simple leadership tools will
be used as an aid and not as a means. It is the
organization of thought, the analysis of factors, the
understanding of common terms, and the practice of new
leadership skills that bring positive leadership power to
life. p. 100.
Finally, and in the same vein, addressing the leadership behavior
needed for organizational effectiveness, Argyris (1971) indicated that
administrators should have an awareness of organizational problems, a
comprehensive knowledge of administrative process designed to reach
decisions, as well as experience with then and an ability to redesign
organizational frameworks in order to meet newly formulated demands.
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Argyris emphasized the importance for administrators to gain a global
perception of the problems of the organization in order to establish
priorities.

He also suggested that administrators seek new ways to

work on the process of implementing new procedures.

Further, Argyris

stated that administrators must establish a network of communications
and decision making and find new ways to get people involved in the
organization's activities.

His suggestion hold a great deal of

promise for improving organizational effectiveness.

Additionally, his

critiques provide support for the notion that innovative management
techniques can be used to improve school operation.
After decades of innovative management techniques trials, few
fundamental changes have taken place in school administration
(Knezevich, 1975).

Indeed, it can be maintained that the few

successes and the many failures have not been understood.

It is

apparent that more research is needed if we are to gain more
understanding regarding the adoption and adaptation of innovative
management techniques in school administration.

For instance, we need

to know more about the leadership behavior of school superintendents
who adopted innovative management techniques.

We need to find out how

they differ from those of superintendents who refrained from utilizing
innovative management practices; so that educational leaders will have
ample information and guidelines in selecting superintendents who have
requisite skills and experience to design programs and provide dynamic
leadership which can respond to the needs of a changing society.
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Specific. Statement of the. Problem
The major purpose of this exploratory study is to identify school
superintendent's leadership behaviors that may acocunt for the
adoption of innovative management techniques.

In addition, the study

seeks to determine the desirability and practicability of using
innovative management techniques in public school administration, so
as to enhance the leadership ability of superintendents in improving
the delivery system.
Therefore, the major research question is:

Does the leadership

behavior of superintendents who employ innovative management
techniques differ significantly from those of superintendents who do
not use those techniques?
In addition, the following related questions will be examined and
addressed:
a.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to years of experience
as superintendents?

b.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to educational
preparation?

c.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to the size of the
profesisonal staff reporting to them?

d.

Is there a difference in leadership behavior style
among male and female superintendents who practice
innovative management techniques?

11
e.

Is there a difference in leadership behavior style
among superintendents who practice in\x>vative
management techniques due to their age?

f•

Is there a difference in leadership effectiveness of
superintendents with regard to the use of innovative
management techniques?

■Significance, of. the, study
The problems attendant to managing public school systems are more
alarming today than in the past.

Coirmunity groups are more

vociferous, representative organizations are stronger; and
administering externally-sponsored programs demands a considerable
amount of the manager's time.

Other factors which call for change not

only in the general content of education, but also in principals' and
superintendents' leadership skills with regard to ability to set goals
and develop appropriate managerial and supervisory skills, are
operating.

The gravity of it all can be measured best by the instant

and numerous national studies like the Report to the Nation by
National Commission on Excellence in Education (1983), which
eloquently states that America is "A Nation at Risk."
Educational leaders, despite a vast literature on school
management, tend to be timid or unprepared to manage school systems in
a manner that would enable then to do a better job of meeting the
pressing demand for relevant education.

The structuralist vision,

which would help educators do an effective job of using adequate
planning and managerial tools, is lacking.

In this connection, the
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literature on school improvement effort seems to reveal in large
extent that school administrators, and superintendents in particular,
are badly in need of management techniques that will enable them to
become more effective in determining organizational direction and the
overall effect of programs on students' learning.

More specifically,

Knezevich (1975) asserts that the use of these techniques will enable
school superintendents to demonstrate leadership behaviors consistent
with the tasks and situations they face.
Furthermore, as it is observed by Knezevich, technical progress
and the complexity of school operation have increased the
responsibility of school administrators.

With the absence of a clear

perception of the managerial function, Knezevich also maintained, the
modern superintendents will be undoubtedly overcome by a great number
of administrative details that go way beyond his/her managerial
capacity.

It is more and more apparent that the complexity of today's

school systems has put school administrators in a very precarious
situation which, without the help of novel management techniques, may
seriously impede his/her capacity to have a complete and controlled
perception of school operation.

Knezevich believed that novel

management techniques will certainly help school administrators in
determining the overall dimensions and components of their
administrative problems.

As a result, they will be more able to

delegate to subordinates certain aspects of their responsibilities.
Two decades ago, Warner Z. Hirch (1966) claimed that educational
planners were not able to deal with the growing complexity of school
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organizations because they were not prepared to do so.

This view has

changed in time according to A.M. Babcock (1980), who indicated that
educational systems could be improved through the adoption of
appropriate planning techniques.

His study on effective leadership

sytles in Victorian State High Schools provided some hope with regard
to finding a new way to deal with today's schools.

Babcock stated

that the effectiveness of educational systems may be improved with the
presence of task oriented leaders coimdtted to school improvedment
efforts.

However, neither Hirch nor Babcock considered the links

which may exist between leadership behavior and planning method and
management practices.
The literature has revealed that many school administrators are
unable to demonstrate positive leadership behavior and initiate
changes in their schools.

An example is the writings of Fenwick W.

English (1979), who reviewed a number of conmon traditions and
assumptions which block effective management procedures.

English's

study dealt with management practices as a key to curriculum
leadership.

He found that school leaders and administrators

frequently fail to state their missions in specific terms.

English

claimed that:
Management, consensus regarding the goals or ends of.
education and the ideology of management being used in
education when they are not stated in specific terms are
factors that block the mission, p. 409.
In addition, many other factors may block effective management and
successful change effort initiation.

Primarily, school administrators
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seem to lack knowledge about the change process generally (Guba,
1966).

Next, proper planning procedures appear to fall short.

Mann

et al. (1975) reported:
The planning seems to be directly related to success.
Projects that had achieved the most could also comnunicate
where they were going and hew they hoped to get there.
This reflects more than the presence of good management
mechanisms. It also includes as active and positive
orientation to the events and contingencies that buffeted
all of the projects, p. 37.
Today's public school systems need changes in the areas of
organizational purposes, structure, process and management.

There is

a need to examine the leadership behavior of school administrators who
initiate innovative management techniques in order to bring about
organizational renewal.

In addition, there is a need to determine how

these behaviors differ from those who do not use such techniques.
The requisite condition for the leaders to bring about change in
the organization is the complete knowledge of effective educational
factors.

The insensitivity and lack of awareness of these factors

have been in most instances the cause of failure of a great number of
programs.

More specifically, K.H. Demmer et al. (1972), in their

study of novel management techniques, indicated that, the lack of
understanding of effective managerial factors such as the influence of
adequate subordinate participation and the inability to have a
holistic perception of organizational problems, are the most
predominant causes of organizational failure.

In addition, Demmer et

al., maintained that the change effort improvement can be facilitated
by the administrator's leadership behavior, and in particular by the
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way administrative problems are being studied and the manner in which
the policies are being implemented.

Those essential responsibilities

of the leader must be carried out in specific sequence and systematic
structure.

These leadership responsibilities, they continued, can be

exercised in an optimal condition only if the leaders are able to
monitor the flow of activities within the programs and the
connectedness among the sub-programs.

In essence, the administrators

will be able to show appropriate leadership behavior in providing
optimum condition for successful program implementation.
Eric Trist (1970) notes that linear leadership behavior/style
which characterized the industrial era is not appropriate for dealing
with the complex activities associated with a turbulent
post-industrial society.

In support of this view, Rutherford et al.

(1983), contend that school leaders ought to demonstrate flexibility
and be willing to adapt to the demands placed on management in today's
rich, complex schools.

The above-mentioned investigators further

assert that the dimensions of leadership behavior in the school
improvement process must be perceived as the result of the influence
of various factors such as:

environment, task, information,

resources, time and maturity of the followers.

The understanding of

these factors will certainly enhance the leader's capacity to initiate
change and to facilitate it.
The notion that the leader's capacity and ability to initiate
organizational change and activate subordinate's participation has
been examined extensively in the literature.

With regard to
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organizational change, Bennis (1966) and Lippitt (1958) point out
that the presence of a change agent to facilitate the initiation of
planned organizational change is crucial to the process.

These

writers concurred in stating that the participation of subordinates
can assist the leader during the implementation phase of a change
effort by building staff morale.

This assistance can help

tremendously because strong staff morale is essential for the
successful implementation of planned change.

Goodlad and Anderson

(1963) also supported the participation of subordinates during the
change process.

These investigators held the opinion that

participation flows into greater commitment and strong commitment is a
requirement for making meaningful changes.
Innovative mangement techniques are important in the change
process.

These techniques hold great potential for assisting

superintendents in improving their leadership effectiveness.

Ornstein

(1975) maintained that the use of innovative management techniques
benefits schools by shifting the focus of the administrator's
attention from input to output.

In supporting this view, Knezevich

contended that:
Innovative management techniques can help sharpen the
judgment of the decision makers even though they are not
amenable to sophisticated quantitative analysis. The
framing of the decision situation of generation of
alternatives is useful in sharpening intention and
judgment, p. 193.
Clearly, there is a strong need to identify leadership behavior
which facilitates the use of innovative management techniques.

Much
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of the literature which focuses on the use of innovative management
techniques points to the need for additional studies designed to
develop leadership theories which would investigate the leader's
behavior within a leader-group-system relationship (Sergiovanni,
1979)•

Gordon L, Lippitt (1979) supported this concern by suggesting

that research on leadership theory ought to focus on the systems
concept.

This line of research would shed some light on the

leader-group-system relationship.
An instrument designed to assess the degree of effectiveness shown
by educational leaders and to identify the dimensions employed by then
has been constructed by Blanchard (1976).

The "Leader Effectiveness

and Adaptability Description" (LEAD) consists of twelve situations.
Four alternatives are offered for each situation.

The corobination of

situation scores yields the effectiveness scores.

This score

identifies effective leaders when it reflects an equal distribution
among the four combinations.
In another study, Hersey and Blanchard (1969) explored the Life
Cycle Theory of Leadership.

The researchers distinguished "Initiating

Structure" and "Consideration" as the two most important dimensions of
leadership.

Naturally, these two dimensions may vary considerably

from one leader to another.
Past leadership studies have not been concerned with the leader s
understanding of innovative management techniques.

Such an

understanding is essential for effective managers.

In the face of

accelerating technological advancement in information systems and the
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increasing complexity of school operations, school administrators must
find ways to improve their management skills,

a early, there is a

need for research which will help us understand the relationship
between the superintendent's leadership behavior and his or her
adoption of innovative management practices.
This study will attempt to respond to this need by investigating
the leadership behavior of school superintendents as it relates to the
use of innovative management techniques in selected Massachusetts
school systems.

It is hoped the study findings will contribute to an

increased understanding of the school superintendent's
responsibilities as chief executive officer and assist screening
comnittees as they develop more comprehensive, realistic criteria for
the selection of school superintendents.

Definition of. Terms
fr-ppiffltahii ity-

Is a policy declaration adopted by a legal body such

as a board of education or a state legislature requiring regular
outside reports of dollars spent to achieve results.
rests on three fundamental bases:

The concept

Student accomplishment, independent

review of student accomplishment and a public record relating dollars
to student accomplishment (Lessinger, 1970)•
CHH^I Path Method (OH);

Is a useful methodology for scheduling,

monitoring and controlling educational projects or a sequence of
activities (Knezevich, 1975).
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Iroigy^iVfiJtenagfimenjL ^techniques dm);

Refers to utilization of

system-related techniques that include more than quantitative analysis
to plan the progress of complex projects (Knezevich, 1975).
Jte itegtiJJt Maraasnenfc •

A centered planning management tool that can

be used to help administrators to focus on the measurement aspect of
purposeful management (Dernmer, et al, 1972).
Language fox. Optimizing, graphically. Ordered. Systems. (LOGOs);

Refers

to a unique combination of alpha and numeric characters and geometric
figures which comnunicate a systematic thought process.

It is most

appropriately used in model-building (Montello and Wimberly, 1975).
Leadership.Behavior:

Is understood as the leader's behavior in

reference to his/her power to have people accomplish a task in a given
situation (Hersey and Blanchard, 1969).
Linear Programming;

A sophisticated mathematical technique used by

administrators to either maximize or minimize the use of certain
limited resources under a given set of constraints (Montello and
Wimberly, 1972).
Management by Objectives, and Results (MBG/R) t
management system.

Is a comprehensive

As such, it is a set of processes or systems of

operation that enable the organization and its personnel to identify,
move toward, and look into objectives as well as manage more
effectively for desired results (Knezevich, 1975).
Management Information System .(MIS) i

Is a form of organized data and

information flow which will bring all relevant information to bear on
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day-to-day decisions and special problems (Montello and Wimberly,
1975).

Evaluation and Review Technique /PERT):

is a network planning

technique whose computations are associated with statistical
probabilities as to determination of multiple time estimates to
complete a given project (Montello and Wimberly, 1975).
Program Planning Budgeting, System

:

is a framework for planning

a way of organizing information and analysis into a systematic fashion
so that the consequences of particular choices can be seen as clearly
as possible (Allioto and Jongherr, 1971).
System Design Technique:

Refers to a management technique stemming

from a conceptual and technical point of view.

It is related to the

disciplines of Mathematics, Physics, Engineering and Economics.

It is

part of the stream of ideas associated with scientific management in
l

its broadest sense and is closely related to operations research
(Knezevich, 1975).

Limitations of the. Study

This study is limited by the following factors:
1.

This study will be conducted with superintendents in the State
of Massachusetts.

Their characteristics may differ

significantly from superintendents in other areas.

Therefore,

no attempt will be made to generalize the results to
superintendents in other areas.
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2.

This investigation is limited to the extent that the Management
Technique Survey questionnaire would be able to ascertain the
leadership behavior of selected superintendents who practice
innovative management techniques.

3.

Another limitation will be the respondents' understanding of
the questions and directions, as well as their attitudes and
the sincerity of their responses.

4.

Finally, the results will be limited by the degree to which the
population and instruments meet the statistical limitations
imposed by chi-square.

Plan and Content. o£ this. Study
This chapter has provided the background and set the stage for the
present study.

It has presented a general and specific statement of

the problem to be investigated.

It also presented one major research

question and six subsidiary research questions.

In addition, this

chapter has discussed the significance and the limitations of this
study.
Chapter II reviews the professional literature that has been
devoted to leadership studies and theoretical and practical aspects of
the use of innovative management techniques in school administration
during the past twenty-five years.
Chapter III describes the methodology used in this study.
addition, it provides background information on the research

In
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population, vital data relevant to the research instrument.

Finally,

it explains the research procedures employed in this study.
Chapter IV presents the findings on the one major research
question, and on the six subsidiary research questions.
of the data is also included in the chapter.

A discussion

Conclusions and suninary

of the findings were also provided.
Chapter V, the concluding chapter, sets forth the major problems
revealed by the research and one or more recommendations for dealing
with each problem.
Copies of questionnaires used and letters written will be found in
the Appendix.

CHAPTER

II

REVIEW OF RELATED LITERATURE

Introduction
In response to pressures deriving from the criticism of
progressive education* the demands of a rapidly changing society, the
Sputnik, the knowledge explosion, and the civil rights movement, many
attempts have been made through modification of basic organizational
structure to improve the performance of school (Gross, Giacquinta and
Berstein, 1971).

Disappointingly, the schools have made little

progress in improving their performance.

According to the writer of

this study, what has been observed is a situation where students are
bored and discouraged; teachers, after a few years in those schools,
finally discovered that they are wasting their time and energy, and in
turn developed a survival mechanism to justify their presence in the
school.
Such conditions of crisis, exacerbated by the increased influence
of socio-political forces and the strength of public demand for
accountability, have made the role of the school superintendents more
complex.

A major concern emerging from this untenable situation, is

the issue over the leadership behavior of school superintendents who
are called to change the schools.

As school executives, they have

considerable influence on school governance and productivity.
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Their

24
missions include and encompass such functions as the assessment of
educational needs and the determination of goals and objectives of the
school system, and the evaluation of pupils' and teachers'
performance.

Another important issue is the need for school

superintendents as change agents, to adopt management techniques that
will help them do a better job of fulfilling their managerial
function.

With this consideration in mind, the literature to be

reviewed will contain three major sections:
1.

Leadership Behavior

2.

Innovative Management Techniques in School Administration

3.

Accountability as Related to School Administration

Leadership Behavior
The roles or functions of school administrators are essentially
based on two principal missions which can be either an effort to
improve the school system or an effort to maintain the momentum of the
organization improvement.

In the first instance, the administrator

will need to develop an aggressive leadership strategy consisting of
working on the most favorable organizational objectives or at least
those that are considered necessary.

In the other instance, the

administrator will need to develop rather a maintenance strategy
consisting this time of avoiding unfavorable modifications created by
both internal and external circumstances (Demner et al., 1978).

Aside

from being able to develop holistic planning strategies to implement

25
the missions of the organization, Demmer et al., further assert that
administrators of modern organizations must be able not only to manage
the internal affairs of the organization, but also be prepared to
control external circumstances.

In support of this notion, Kaufman

and Stakenas (1981), analyzing the importance of external needs
assessment and holistic planning, stated that:
The effectiveness and efficiency of schools may be
dramatically improved by adopting a holistic view of the
relationship between schools ( as means and process), and
the societal end of self-sufficiency. By starting the
educational design and development process with external
considerations, we are more likely to select and organize
inputs and processes that result in socially valued results
and consequently, increase public acceptance and support
for educational enterprise, p. 616.
It become clear, with the aforementioned statement, that
leadership behavior of today's school administrators is of
considerable importance.

It is for that reason that leadership

behavior must be defined in this study in the light of new societal
demands.

Basically, most of the recent literature on leadership

effectiveness seem to agree that today's administrators may not have a
unique leadership style.

The notion of leader possessing specific

traits is no longer tenable.

The literature reveals, that it is

essential for today's leader to have a more thorough training and
education to cope efficiently with the rapidly changing needs and
demands of society.

In addition, he must be constantly oriented

toward results and ready to accept responsibility.

It also reveals

that the subordinate’s performance has a direct correlation with the
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leader's behavior (Sergiovannif 1979; Hersey and Blanchard, 1976).
Ernest Perez (1980) attempts to define leadership.

He makes a

clear distinction between the term "leader with a position or title."
One does not necessarily imply the other? however, they may co-exist,
and if so, according to Perez, co-existence is the ideal.

He also

emphasizes a vital characteristic of a leader which is "complete",
sustained commitment to the organization and to the cornnon purpose for
which the organization was created.

He further maintains, that, this

characteristic will enable the leader to activate the human resources
within the organization.
In this connection, Washington (1980), examining the pygmalion
effect on the urban principal as a leader, asserts that the principal,
being a positive pygmalion. "has both the responsibility and the power
to create a climate that will reward the constructive actions of
teachers and students" (p. 188).

Washington seems to suggest that

effective leadership behavior can be equated to a "positive force"
that enables the leader to foster motivation and growth among the
members of his or her organization.

In support of this view, Brewer,

Ainsworth, and Wynne (1984) indicated that leadership must be
understood as an influencing process requiring from the leader the
power to act on, and change people's behavior.

These writers further

assert that:
Leadership depends on many factors such as authority, the
experience and ability of the followers, the complexity of
the task, and a wide range of human personality factors.
p. 40.
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Various leadership styles have been utilized to achieve this
purpose, such as autocratic, democratic, anarchic, manipulative,
transactional and situational.

Several studies on leadership styles

yielded some findings in support of the situational leadership model:
(Maccoby, 1976; Hersey and Blanchard, 1976; Pox, 1969; Blake and
Mouton, 1954; McGregor, 1960; Herzberg, 1959; and Fiedler, 1967).
These analyses focused on relationship behavior.

Additional evidence

has validated Blanchard and Hersey's model (1976) and has indicated
that the model's tenets and processes are compatible with previous
leadership theories.

Knezevich summed it up as follows:

Leadership is, in essence, concerned with energy in
organized groups. It is a people phenomenon. It is a
force that can initiate action among people, guide
activities and unify efforts toward coitmon goals.
Leadership is of prime importance to administrators because
people are a part of all organizations. It demands
understanding of fellow workers and their interrelationship
to accomplish the objective of the organization, p. 81.
Fiedler (1971) reviewed the research and theory on leadership and
identified task and relationship as two categories of leadership
behavior that deal with interpersonal activities and encompass task
achievement.

This conceptual dichotomy is supported by the Ohio State

leadership studies which identified two dimensions of leadership.
area deals with initiating structure.

This refers to, "well-defined

patterns of organization, avenues of communication, and methods of
procedure."

The other area is concerned with consideration which

refers to "perceptions of friendship, mutual trust, respect, and
warmth in the relationship between the leader and members of his
staff."

One

This two-dimensional concept is a very useful method of
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approaching the leadership phenomenon.
Perhaps the study of James E. Walter (1981) regarding Successful
Program Implementation in urban schools points more aptly to
successful behavior characteristic when he said:
Results of theoretical and empirical work in leadership
clearly indicate effective leaders are those who use task,
instrumental or structuring behavior, as well as behavior
showing consideration and concern for employees. Both
kinds of leader behaviors appear to be necessary for
effective program operation. Conceptual leadership and
risk taking are equally important, p. 635.
In a study that examined the levels of leader development and
effectiveness Petrie and Burton (1980) focused upon the use of certain
technologies associated with five levels of activities which can.be
cumulative and increasingly elaborate.

More specifically, Petrie and

Burns suggest five levels of leadership and related educational
technology appropriate to specific activity from an arrary of
potentially powerful alternatives.
1.

Level one pertains to 'patterned routines' which help
the leader to organize time, space, resources,
technology and personnel. These patterned routines are
facilitated through efficient management. In support
of Petrie and Burton's observation, Druker (1966)
strongly advises that the executive must establish a
system of time management to handle routine activities.

2.

level two pertains to the establishment of rules and
rules to comprehend the responsibility of each
individual in terms of what he/she ought to do, what
he/she should decide and how he/she feels (Redfern,
1964).

.

3

Tevel three pertains to reinforcement using evaluation
systems to motivate and reinforce relevant activities
based upon the identification of objectives, conditions
and standards of performance (Goldhammer, 1969).
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4, Level, fp»r

pertains to individual development which
involves the emergence and nurturing of special
talents. It also deals with the establishment of
processes designed to encourage individuals to go
beyond minimum expectations (Herzberg, 1964).

5.

l£Vfil. fjyg deals with values clarification in order to
integrate performance into a more powerful functional
organization and unite individual capabilities and role
expectations (Rath, 1966).

Furthermore, Richard Allen (1977), in his study of Organizational
Management through Communication, remarks that the complexity of our
society creates in the mind and behavior of our educational leaders, a
controversy over the social ills of the schools.

This controversy

over the complexity of our schools' problems would have to be
approached in a systematic manner through development and utilization
of sound management strategies and information system to help the
leader be assertive and more efficient.

In regard to Allen's remarks,

Stephen J. Knezevich (1975), advanced that:
It is apparent that the magnitude of change confronting
educational institutions will require competencies in a
broad range of new techniques useful in planning, such as
PERT (Program Evaluation and Review Techniques),
forecasting techniques, MBO (Management by Objective), PEBS
(Program Planning Budgeting System), and quantitative
analysis, p. 71.
In order to facilitate the process of adaptation and adoption of
IWT in school management, the superintendent must be a facilitator of
change or an initiator who exhibits both task-oriented and
person-oriented behavior in an integrated fashion (Cogan, 1973).
In support of Cogan's idea, Gene Hall, et al. (1983), in their
study of the critical role of principals on school improvement effort,
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identified three change facilitator styles:
Responder,

Initiator, Manager,

lney further indicated that the success of their study may

be due to their emphasis on the role of principal as change
facilitator; thus avoiding the tendency to embrace all aspects of the
principals' work simultaneously, as commonly done in previous
leadership studies.

Hall et al., were able to conclude:

Initiators are more successful than Managers or Responders
in facilitating change, p. 22.
Allen Weiss, et al. (1974), analyzed leadership style and locus of
control of administrators at "The Management of Complexity, Inc."
They indicated that, no matter what the leader's style, accountability
and control informations are essential variables without which
effectiveness is very unlikely.
leadership:

Weiss identified four styles of

Participative, Consultative, Authoritative, Manipulative,

interfacing with loci of control.

The management of several

departments was examined along the above mentioned leadership
dimensions, and Weiss was able to say that:
Accounting control records and reports are not tied to
particular style of leadership; but the point of use for
this information, and the manner of which it is used, are
related to the locus of control, p. 42
In detail, Weiss et al., reported that Participative and
Consultative leaderships are most likely possible with individuals and
groups that are capable of exercising self-control where there exists
free flow of information between the leader and the subordinates.

The

leader and the subordinate interface is expressed by freedom of action
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and Reeling of belonging.

Authoritarian leadership is associated with

a situation where the locus of control is centered around a local or
central authority who exercises control through fiat, policies and
through well-articulated formal procedures, standing orders.

Finally,

Manipulative leadership permits its subordinate to experience
self-respect, through an intangible political interaction, using data
to send messages in order to establish support for his/her ideas and
negotiate acceptable agreements.
information is burdensome.

In that situation control

The manipulative leader selects and

communicates to his/her staff those informations that prove a point.
In general, and in any case, leadership, some argue, is demonstrated
by the ability to make needed change (Knezevich, 1975).

It is also

assumed that IMT may enhance the leadership effectiveness of school
administrators attempting to cope with the change process of school
systems.

Innovative. Management, Techniques. IHSL iJi -SPhPPl MBiniStiafciSD
Innovative management techniques were defined earlier in this
study as the utilization of system-related techniques that include
more than quantitative analysis to plan the progress of complex
projects (Knezevich, 1975).

These system-related techniques are tools

derived from the development of management system analysis.
The thrust toward change in managerial philosophy and practice is
being accomplished because of the public demand for accountability in
school governance.

The effort to integrate innovative management
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techniques in school administration is indispensable to respond to
accelerating technological changes.

It comes as an answer to

increasing complexity in school operation and the consequent necessity
for school systems to accept the values of managerial science in
dealing intelligently with societal constraints.

Knezevich (1974), in

his study of Aministration of Public Education, indicated that, aside
from accountability, militancy of professional staff, race relations,
implied or actual dissent and disruption in public school systems are
problems that need immediate attention from administrators.

He

asserts that, these perplexing administrative problems "called for a
shift in administrative posture toward building and managing
innovative systems rather than stable or fixed organization" (p. 97).
Additionally, Knezevich suggested that school administrators and
school superintendents in particular, develop capability in the
utilization of system techniques and procedures that may help them to
sharpen their intention and judgment when confronting decisional
situations in terms of generation of alternatives.
Theoretical, Foundation. oL !Ced3nia»Pfi. p£-gypfm

ft*8 section

includes a brief overview of model building techniques called Language
for Optimizing Graphically Ordered Systems (LOGOS), an approach which
has broad applications in education.

Program Evaluation and Review

Techniques (PERT) will also be discussed here.

These techniques are

considered to be useful in the implementation of educational programs
and projects.
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Analyzing system management tools, Montello and Wirrberly (1975)
contend that LOGOS (Language for Optimizing Graphically Ordered
Systems) can be "most appropriately applied by the curriculum builder
in designing comprehensive educational programs", (p. 21).

They

describe IOGOS as a multiplicity of parts and elements which interact
with one another and work together for some common purpose.

The parts

and elements are often systems unto themselves and are known as
subsystems.

When a rather large system is made up of several smaller

systems and subsystems, it is called a supersystem.

Finally, Montello

and Wimberly considered LOGOS "as a graphically-formed system with a
combination of alpha and numeric characters and geometric figures
which communicate a system thought process" (p. 22).

In general,

LOGOS is a network of associated procedures in an integrated fashion
to implement the principal objectives of the organization.
The literature on system management techniques indicates that PERT
(Program Evaluation and Review Techniques) has been given a great deal
of attention by school adminsitrators in the recent past.

According

to Knezevich (1975), PERT is an administrative planning, control and
decision-making tool based on work breakdowns.

Futhermore, PERT may

be looked on as a complex program assignment of sequences, task
performances, scheduling and a means of time computation.

The time

computation component permits administrators to determine if specific
activities are completed in the time allocted for them.

PERT begins

with a work breakdown where complex goals are divided into individual
components.

Additionally, a flow plan is prepared to show the
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sequence of task activity.

Schedules are developed so that various

work groups can perform their assigned tasks.

Consequently, PERT,

according to Knezevich, provides "a means of analyzing the time
dimension for completing individual and group tasks" (p. 176).

pert

is a powerful planning control and decision-making aid for
administrators and can be used to measure progress.
More specifically, PERT can help superintendents provide school
principals efficient procurement and timely delivery of instructional
equipment upon request.

It also helps measuring attainment of goals

in all programs being implemented.

Another interesting feature of

PERT is the determination of program priorities within and among all
programs being managed.

It is considered as a useful implementation

strategy and at that level, curriculum goals may be translated into
more specific steps which delineate the instructional organization and
provide the necessary human resources and material.

The built-in

control mechanism component helps determine in great detail and
clearly, the work to be done by the different designated interested
persons.

Finally, the control mechanism indicates the sequence and

time frame for the work to be done.
Theoretical Foundation, of. Comprehensive, Management. Systems.
Innovative and Comprehensive Management Techniques are those
activities which include all of the administrative efforts in a large
organization.

All of these activities can be directed toward the

overall institutional organization purpose.

Montello and Wimberly
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(1975) maintain that large schools need to develop techniques of
systematic planning to manage scarce resources effectively.
resources include time, material and personnel,

These

with this idea,

Montello and Wimberly state:
At a time when the use of public resources for education is
coming under the close scrutiny of Congress, State
Legislators and the public, it is incumbent upon educators
to draw from technology the methodologies available for the
maximum utilization of available resources, p. 58.
This section includes a brief review of PFBS (Planning Programming
Budgeting System), MIS (Management Information System) and MBO
(Management by Objective).
H

According to Knezevich (1975), PFBS is one of the more recent
management tools of federal departments.
model than an output model.

It is closer to a process

MoGinney and Hedges (1972), on their

part, see "PFBS as methodology for improving decisions that have to do
with the allocation of scarce resources to attain maximum satisfaction
of our unlimited wants."

p. 7.

Considered as a "system of information program", PFBS was
conceived and designed to respond to the present needs for
administrators to be more accountable and efficient.

PFBS encompasses

and includes the line item budget with the objectives of integrating
and articulating the different program activities used in the process
of budgeting.

Some critics say that this method of budgeting is

irrational because it raises additional issues.
cost benefit, a concept based on value judgments.

These issues include
Another problem

associated with PFBS is the determination of cost efficiency.

Here,
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the critics argue that the limited time frame available for decision
making calls for a centralized apparatus, one possessing all the
needed information.

This system would minimize overlapping and waste,

while arriving at the dimensions of cost efficiency.
The personnel assigned to budgeting tasks may not be trained in
the area of cost analysis.

Problems may result from the efforts of

these men and women, problems which may be more difficult to resolve
than those associated with traditional budgeting techniques.
Nevertheless, this study contends that by virtue of its
characteristics of accuracy, comprehensiveness and openness, PFBS is
needed by school administrators in order to make sound, profitable
decisions.

According to Montello and Wimberly (1975), this concept of

program planning and budgeting would provide administrators with the
impetus to broaden their views so that equitable and just decisions
can be made to the benefit of everyone concerned with the program.
The determination of dear and sequential objectives is needed by
school administrators to establish priorities and design an
implementation and control system which will permit to measure
discrepancies between actual performances and required system
standard.

To that end, PFBS will help provide explicit statements of

support goals which according to Doherty and Peters (1981):
...are seldom found in school systems, but like
well-formulated educational goals, they can extend a direct
and powerful influence on the formulation of objectives and
programs, p. 608.
Finally, PFBS may help school superintendents to provide school
I
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principals and teachers an accurate profile of student perfonuance in
academic areas, and to secure parents and other interested public
support for school programs.
Management Information System (MIS) is an integral part of PPBS
and a form of organized data and information flow.

Montello and

Wimberly (1975) contend that:
...the main purpose of MIS is to inform management when
action is needed to give alternative courses of action,

p. 73.

Research techniques such as interviews, questionnaires, Delphi
procedures, observations and historical records can be used to
generate and develop this information.

The parameters or dimensions

of MIS as suggested by Montello and Wimberly are determined by the
following specifications:

input, programing and documentation.

Finally, Management By Objectives (MBO) is considered as a
comprehensive management system which has been used extensively in
industry.
results.

It includes a set of processes and is directed toward
The procedure promotes regular and frequent comunication

sessions to clarify organizational objectives.

Knezevich (1975)

analyzed the concept of MBO and identified two major components:
Management with objectives and management with results.

Knezevich

perceived the MBO concept as Management By Objectives with Results
because MBO leads to obtaining results.
Victor W. Doherty and Linda B. Peters (1981), in their study of
goals and objectives in educational planning, recognized that the
determination of goals and objectives as two most critical and elusive
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aspects in school planning and evaluation.

They stated that:

Until the aims of a school system are stated and evaluated,
there is no way of telling how the system will perform its
mission, or even knowing what its mission is. p. 607.
MBO will certainly strengthen planning and evaluation mechanisms.
To the extent that school superintendents can grasp and relate to the
three essential functions in school administration (management,
instruction, support), his/her leadership effectiveness will be
improved considerably.

In addition, policy and goals for the school

will certainly reflect in an holistic measure, the educational needs
of the school system.
AbPl^c^tlorL of, IMT in School, Administration.
come under scrutiny.

Public education has

State governments are beginning to play an

increasing role in educational management by requiring more and better
planning and accounting by school districts.

School districts are

being asked to state their goals, assess their needs and measure their
outcome in order to see how effective and efficient their educational
programs are.

This quest for accountability has revitalized the

administrators' commitment to student learning, has given impetus to
innovation, experimentation and technological development, management
policies based on cost effectiveness, objective evaluation procedures
and system design techniques (Ornstein, 1973).
Certainly, Innovative Management Techniques have their origin in
the need to control the diversity of managerial functions in modern
enterprises.

The systematization of the organization tends to
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simplify the necessary managerial activities by making them nore
automatic an in turn help to avoid persistent perturbation in the
system.

In that sense, we may consider IMT as a necessary ingredient

to enhance leader's effectiveness (Knezevich, 1975).
Fenwich W. English (1979), in his study of Management Practices in
Curriculum Development remarks that:
systems at all.

"...most school systems are not

They do not respond holistically."

p. 410.

The need for systems is based on the reality that organization is
primarily a matter of form or structure, which provides systematic
means of differentiating and coordinating available resources to
accomplish the mission of the institution (Stogdill, 1958).
The notion that school institutions must operate as a system is
further supported by English when he asserts that:
Unless a school system, as a system can change its
aggregate behavior, no improvement is possible overall.
Sympathetic teaching is not enough. A system that cannot
respond as a system cannot be controlled. It is out of
control. Such systems are educationally bankrupt, p. 410.
Taken together, the studies of English, Stogdill, Montello and
Wimberly, suggest that school administrators must be more familiar
with system approach which certainly will help integrate various
system related management techniques and develop designs essential to
goal identifications and performance objectives monitoring.

Despite

school administrator's shortcomings with regard to system approach,
there are, however, evidences in the literature that efforts have been
made to utilize system related techniques.
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In this regard, Montello and Wimberly (1975), in their study of
Management Systems in Education, analyzed the utilization of "LOGOS"
by the Department of Educational Administration, Georgia State
University, to develop and implement a field-based in-service program.
They indicated that the Department uses LOGOS Model to illustrate
graphically the two major missions of the program.
components comprises two subsystems.

The LOGOS model

One is depicted as skills

development in managerial competency areas linked with maintenance
activities.

The other component relates to skills Development in

Leadership Competency areas associated with those activities which are
specifically geared to bring about desired changes.
Joe D. Dallas (1978), in his study of 'Crisis Administration'
reported the successful application of system approach at Paducah
Tilgham High School in Paducah, Kentucky, as an alternative
step-by-step solution to identified problems in school, in general.
As principal of Paducah Tilgham High, Dallas observed that:
Most school adminsitrators are aware that they are working
in situations where there are limited resources and limited
energy. We have generally attacked our problems in
administration as if we had unlimited resources and
unlimited energy and could attack all problems with equal
emphasis. This attempt to attack all our problems at one
time is, to me, part of the cause for our crisis
administration, p. 15•
Basically, Dallas' LOGOS model, applied at Paducah Tilgham High,
when looked at carefully, is an adaptation of Management information
System (MIS), which, in general, provides means for assessment
of organizational problems, for establishment of directions to be
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identifiedf disseminated and evaluated,

Dallas cannot be more

emphatic in his effort to demonstrate the importance of systems
approach in administration when he stated that:
Today's school administrators can easily be frustrated in
their efforts to solve a multitude of problems. To achieve
a degree of success, school administrators must adopt a
systems approach that starts with needs assessment, p. 13.
Frank Gray and Margaret L. Burns (1979), assessing the utilization
of IMT, such as MBO in education, report that this innovative
management practice "has not lived up to expectation, but still has
great potential as a management tool."

Gray and Burns' conclusion

stems from the observation of Hyde Park, New York Schools, where an
accountable MBO model was established as positive performance
appraisal.

The schools were able to develop performance objectives in

basic skills as a high priority of the district, which indeed
contribute to improvement in basic skills performance.
Disappointingly, Hyde Park, New York Schools could not maintain the
positive change gained through adoption of MBO appraisal system.

Gray

and Burns attributed the failure of MBO in schools' administration to
the reward system so necessary in some other types of organization.
In school, they indicate, superior and mediocre performance do not
make a difference in terms of financial gratification.

Aside from the

problem of financial reward incentive, the span of control is not
based on realistic and purposeful supervisory practices to aid
teachers, students and schools in improving their performance.
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However, Gray and Burns finally indicate that MBO would work if the
Board and the superintendent set their targets clearly and publicly
with strong commitment.
Similarly, Jerry J. Herman (1978) examines the utilization of
MBO at West Bloomfield School District.

He indicates that Management

By Objectives is a
...systematic means of isolating specific tasks to be
accomplished by manager over an agreed time period with a
minimum level of acceptable production, p. 82.
Herman reported that West Bloomfield was successful in adapting MBO's
measures to the specific needs of the district.
Fundamentally, most efforts in applying IMT in school systems were
concerned mainly with managerial techniques like MOB, MIS (which
basically is a component of MBO), to develop school objectives and
implementation strategy, and sometime with PEBS to assess cost factors
and provide supportive strategy.

The literature has revealed that

utilization of IMT is definitely an effort to understand factors of
successful organization and to improve the schools.

With regard to

MBO's successful utilization in schools, a greater propensity of use
is observed in areas of curriculum design and improvement efforts.
Many cases of successful utilization of MBO have been reported by
Talmage and Rasher, 1980; Nelson, 1980; and Carroll and Cook, 1976, in
different American school systems.

All these writers seem to suggest

that MBO can provide means for needs assessment procedure and for
establishing periodical reviews of goals and performance of programs
being managed.

Most importantly, the use of MBO may help school
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administrators convey the urgency of desired changes through the
setting of management objectives.
The concern for MIS is also significant in the literature since
most of the time MBO and MIS are used simultaneously.

However, and

more specifically, the literature has revealed that MIS is one of the
most important and essential techniques that are being adopted by
school administrators to inform the public with the nature and
dimensions of school problems and, at the same time, disseminate
procedures of change efforts (Hanson, 1973? Manning, 1978).
Finally, the literature on management practices in educational
settings tends to corroborate the basic assumption that the use of
innovative management techniques is the result of effort made by
concerned and dynamic decision makers to improve the delivery system
of our schools.

Additionally, these techniques tend also to enhance
i

the leadership effectiveness of the decision makers (Knezevich, 1975;
Katz, 1955, et al.).
Specifically, the notion that IMP can sharpen the leadership
effectiveness of school administrators finds some support from Coats
(1974) and Manning (1976).

Coats indicates that the management

information system called ISPP is used efficiently by Kalamazoo school
system to measure outcomes of various programs and practices.

It

helps to appraise the performance of the instructional staff.

ISPP

advocates frequent tests to measure progress, clearly spelled out
teaching goals and strong leadership.

Manning, on his part,

reflecting on the information system called DRCK/E (District Review of
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Vocational Education), indicates that DRCVE provides interested
decision makers with current and relevant management informations.

He

further indicates that 14 of the 19 district superintendents of NAPA
County Superintendents of schools reported positive change or
improvement in their district as a result of DROVE effort.
Deborah King Hugh (1980), a Management Specialist, outlined the
skills and abilities which are necessary for effective educational
management.

The effective educational manager, she indicates, must be

able to forecast the future, communicate, plan, delegate and establish
and maintain control in the organization.
The literature in the area has shown that the components of
innovative management techniques include planning, decisoin making
based upon work breaddowns of complex programs, assignment of
sequence, task performance and time analysis.

logically, it would

seem managerial skills and abilities required for effective
management can be demonstrated through the application of innovative
techniques, which are needed by school administrators to adequately
respond to the problems of accountability.

Accountability, as. Related to SchPfil
After covering the literature on different theories of leadership,
and the practices of innovative management techniques, it was
discovered that they all evolve around a central idea:
accountability.

the concept of

It is viewed by all the leadership theories as the
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control factor which allows the measurement of the leader's
effectiveness.

Because of the ever growing attention given to this

concept, it will be developed in this part of the study and will
covers

accountability in itself and its application as a standard

for measurement,
Allan C. Omstein (1973) studies accountability for teachers and
school administrators.

He contends that the notion of accountability,

originally used in the field of business management, is meant to hold
school personnel, administrators, school coirmittees, governmental
agencies and other private educational organizations responsible for
the effective implementation of program objectives relating to changes
in student achievement and behavior.

Omstein also indicates that,

despite the differences between the purposes of a public institution
and those of the profit-oriented private business, their problems are
similar.

Both organizations are concerned with efficient and

successful performance via resource allocation, personnel and staff
effectiveness and sound capital management.
In his study of accountability, Leon M. Lessinger (1970) reflects
on the serious and disturbing conditions of our schools.

His study

shows the increasing demand for accountability and its revitalizing
effects.

Accountability could act as a mediator for school commitment

to student learning while fostering innovation, experimentation and
technological development.

As a result of Lessinger's investigation,

various accountability measures have been developed.

It is not known

whether those measures applicable to school organizations attempting
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to introduce innovative management techniques result in better
management delivery.
Applications^ oJL Accountability, Measures.

The exposition of the

accountability concept and the current related methods of measurement
lead us to consider the strengths and weaknesses of accountability
measures.

This examination addresses the following questions:

What are the possible applications of accountability measures?

(1)
and

(2) What are the strengths and weaknesses of accountability measures?
Stephen Barro (1970) reviewed the potential uses of an accountability
measurement system and indicated the following:
1.

It can be an identification device to discover and
disseminate pertinent information to the patterns of
high performing schools.

2.

It can be a means to improve both staff selection and
utilization by making available information on a
teacher's effectiveness in different settings.

3.

It can be used as criteria for promotional purposes.

4.

It can be used as a valuable tool for program
evaluation and research; it can also help shed light
on one of the most basic policy^related problems in
education: The relationship between school input and
educational output.

The accountability measure models of Stephen Barro present one
view of what should exist in accountability tests,

fin important

consideration deals with this position in regard to the present status
of the schools.
Felix M. Lopez (1970) indicates that some of the requirements and
limitations of accountability measures give the model clarity and
consistency but do not mesh well with the current situation in the
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educational world.

Lopez indicates that:

1.

Most accountability programs have been installed in
organization settings which lack the necessary
background and organizational traditions to assimilate
then.

2.

The administrative procedures governing the program
have not been attuned to its purposes.

3.

Accountability systems have been designed to gain
acceptance by those who are covered by them, not by
those who have to implement them.

4.

The measures of accountability which have been
developed do not include minimum standards of
reliability and relevancy.

Despite these debatable shortcomings, the immediate future of
accountability measures needs to be one of discovery, clarification
and modification.

Mario D. Fantini (1972) seemed to capture the

spirit of the movement when he said:

"No matter how you look at it,

the current push for accountability cannot be met by our present
structure of public education.

The structure handicaps the ability of

the professional educator to be responsive to public demands except in
conventional ways" (p. 121).

Consequently, the kind of innovative

strategy inspired by appropriate leadership behavior which will help
school administrators respond adequately to the current push for
accountability is unclear.

SUMMARY
Ihis review dealt with relevant literature which examined (1) the
successful behavior characteristic of today's leaders, (2) the
suggestion that school administrators and school superintendents, in

48

particular, develop capability in the utilization of system techniques
and procedures that may help them to sharpen their intention and
judgment when confronting decisional situations, and (3) the
revitalizing effects of the current press for accountability which
mediates for school coirmitment to student learning.
Theoretical and empirical supports were provided to show that
leadership is in essence a people phenomenon, that effective leaders
are those who use task behavior, as well as behavior showing
consideration for people.

However, several writers remark that the

complexity of our society creates in the mind and behavior of our
educational leaders, a controversy over the social ills of the
schools.

Richard Allen suggested that this controversy over the

complexity of our school's problems would have to be approached in a
systematic manner through development and utilization of sound
management strategies and information systems to help the leader be
assertive and more efficient.

With regard to Allen's remarks,

Knezevich, Cogan, Weiss, and Ornstein assumed that sound management
strategies may enhance the leadership effectiveness of school
administrators attempting to cope with the change process of school
systems.
Studies on management practices in educational settings reported
by Hugh, Manning, Coats, Nelson, Herman, Katz, Carroll and Cook
corroborated the basic assumption that the use of innovative
management techniques is the result of effort made by concerned and
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dynamic decision makers to improve the delivery systems of our schools.
These techniques, they suggested, may enhance the leadership
effectiveness of the decision makers.
The literature that focused on different theories of leadership
and the practices of innovative management techniques suggests that
they all evolve around a central idea:

the concept of accountability.

This concept is viewed by all the leadership theories as the control
factor which allows the measurement of the leader's effectiveness.
This control factor, the writers asserted, is needed by school
administrators to adequately respond to the problem of better
management delivery.

CHAPTER

III

METHODOLOGY

fiacteifiUDfl
'Ihe major purpose of this exploratory study is to identify school
superintendents' leadership behaviors that may account for the
adoption of innovative management techniques.

In addition, this study

seeks to determine the desirability and practicability of using
innovative management techniques in public school administration so as
to enhance the leadership ability of superintendents in improving the
delivery system.
The ideas for this study began to form after reading Seely (1977)
in an article titled:

"The Big City Schools."

asked a very puzzling question:
be saved?

In that article, Seely

Can the big city schools survive and

An investigation of the question raised by Seely led to

this study and caused the researcher to focus his inquiries on the
leadership behavior of superintendents who could possibly change and
save the big city schools.

Subsequently, during the Fall of 1977, the

investigator had registered in a course on superintendency given by
the University of Massachusetts, Amherst campus, and conducted by Dr.
Kenneth Washington.

It was at this time that the investigator began

to question the extent to which innovative management techniques were
used in educational systems.

A review of the literature convinced the

investigator that these techniques can help school administrators
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litprove their leadership effectiveness and become more accountable to
the consumers of education.
Certain fundamental assumptions will be considered in determining
the leadership effectiveness of those superintendents who have
introduced and used innovative management practices.

These

assumptions will serve as guidelines for the study and will be based
on the literature review, as well as the existing management
techniques which are generally accepted in industry.

The assumptions

follow:
1.

The degree to which an innovation is implemented in an
organization will be a function of the appropriate
leadership behavior of the change agent.

2.

The appropriate leadership behavior of the change
agent is most often a function of the task and
situation encountered.

3.

The value system and the professional background of
the change agent will considerably influence his/her
leadership behavior.

4.

Innovative Management Techniques will necessarily
enhance the ability of the change agent to be more
systematic and, in turn, more assertive and more accountable.

The investigator intends to further examine the relationships
which may exist between such factors as:
1.

Superintendent leadership behavior,

2.

Innovative management practices, and

3.

Superintendent personal and professional characteristics.

It is hoped that the study findings will shed light on our
understanding of superintendent's role in bringing about the initiation

52

and implorientation of innovative management techniques in public
school adminstration.

Sample. Selection
It was decided that, for the purpose of obtaining a sample for
this study, information will be taken from a listing of the elementary
and secondary schools in Massachusetts, the Sherry sheet for 1981-82
and individual school reports.
October, 1982.

Student enrollment will be that of

While there are undoubtedly many coirmon factors to be

found in leadership behavior of superintendents in the relatively
small or large school systems, it seems proper to select a sample
representing a cross-section of factors, including city and town
population, equalized valuation per capita and school enrollment.
More specifically, the research population from which the sample
was drawn consists of all superintendents of Massachusetts public
school systems.

From the book listing all the schools in

Massachusetts and the Directory of Massachusetts Association of School
Superintendents (M.A.S.S.), it is estimated that there are
approximately 450 superintendents.
Obtaining a representative sample of superintendents presented the
most difficult of the procedural problems, since it is impractical to
try to contact the entire prospective population.

Therefore, the

investigator decided to establish the following criteria to be met by
selected school systems:
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1.

Must have a student population of at least 4,000 (K-12).

2.

Must be located in a city or town of at least 20,000 people.

3.

Must have an equalized valuation per capita of at least

$8,000.

Based on these criteria, the sample selected for this study consisted
of sixty^nine (69) school superintendents.

In addition, the sample

also included a sub-sample of regional schools with an enrollment of
at least 2,000 students.

(See Sampling Stratification-Table 1).

All

69 superintendents within the research sample were asked to
participate in the study.

Personal and professional demographic data

for the respondents are presented in Appendix C.

TABLE 1
SAMPLING STRATIFICATION

School
System
No.

7

Cities & Towns
of at Least
20,000

Valuation Per
Capita of at
Least $8,000

School Population
of at least
4,000

26,271

$13,454

4,696

26,370

24,638

5,378

48,219

16,278

5,456

34,196

13,712

6,311

30,898

38,588

5,270

37,655

15,082

5,542

36,337

14,670

9,245
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TABLE 1—Continued
School
System
No.

Cities & Towns
of at Least
20,000

Valuation Per
Capita of at
Least $8,000

School Population
of at least
4,000

8

562,994

$ 9,306

62,989

9

75,172

20,998

6,030

10

55,062

9,784

17,929

11

23,480

17,589

5,831

12

45,122

24,785

4,899

13

31,174

13,544

8,276

14

55,112

17,585

6,980

15

25,298

10,401

7,715

16

37,195

19,804

4,069

17

92,574

21,874

5,254

18

92,574

8,395

13,200

19

23,640

34,944

4,521

20

39,580

9,467

4,819

21

65,113

17,631

9,897

22

27,768

20,055

4,453

23

46,865

10,025

7,297

20,339

21,869

4,234

24

44,678

8,585

7,061

25

63,175

8,160

8,197

26

34,508

11,931

5,653

27

55

TABLE 1—Continued
School
System
No.

Cities & Towns
of at Least
20,000

Valuation Per
Capita of at
Least $8,000

School Population
of at least
4,000

28

29,479

$30,785

5,695

29

92,418

8,239

12,427

30

78,471

9,256

12,989

31

53,386

9,819

7,493

32

30,617

15,044

4,898

33

20,916

16,934

4,956

34

58,076

14,336

7,132

35

30,055

14,171

4,970

36

36,701

13,640

5,550

37

23,390

13,647

4,468

38

29,461

19,351

5,196

39

27,901

27,006

4,842

40

98,478

7,535

14,745

41

83,622

23,654

11,635

42

29,711

17,835

4,430

43

45,976

15,145

7,743

51,974

12,381

8,815

44

35,913

27,283

4,285

45

84,743

13,559

10,927

46

11,541

4,823

47

28,218
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TABLE 1—Continued
School
System
No.

Cities fc Towns
of at Least
20,000

Valuation Per
Capita of at
Least $8,000

School Population
of at least
4,000

48

22,678

$17,788

4,593

49

42,423

10,831

5,776

50

38,220

15,780

4,550

51

24,746

19,037

4,350

52

77,372

8,454

8,513

53

152,319

8,633

23,531

54

26,710

14,680

5,213

55

45,001

9,760

7,259

56

24,635

14,987

4,817

57

24,895

16,827

4,029

58

58,200

17,936

7,436

59

36,465

11,729

6,056

60

27,042

16,552

4,047

61

55,601

13,156

9,483

62

36,626

18,492

4,863

63

161,799

* 8,832

22,005

Regional School Districts
School Population of at
Least 2,000 Students
64

• • • •

• • • •

65

• • • •

• • • •

66

• • • •

• • • •

2,335
4,592
2,898
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TABLE 1—Continued
«<■ ■

■

r

School
System
No.

r r

^

^

. , , ,

. ^ -

-

Cities & Towns
of at Least
20,000

.

..

Valuation Per
Capita of at
Least $8,000

School Population
of at least
4,000

67

3,888

68

3,061

69

3,249

Research Instrument

A comprehensive review of the literature was conducted to find an
instrument capable of fulfilling the. purpose of the study.

Since none

of the instruments encountered in the review seemed to be entirely
amenable for study purposes, it was necessary to adjust and extend
Blanchard's Leadership Effectiveness and Adaptability Dimension
(LEAD).

The instrument, Management Technique Survey, which was

developed took the form of a questionnaire, because this technique is
efficient in terms of cost and time.
For critical review and technical assistance, the questionnaire
was submitted to Psychometric Educational Professionals at the
University of Massachusetts to determine its adequacy for use in this
study.
1.

The questionnaire is divided into three parts:

Part One:

Innovative Management Techniques Assessment,

requests that respondents indicate their perception of the
usefulness or desirability of innovative management techniques
in school management.
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2,

Part twos

titled "Leadership Behavior Inventory", included

twelve items dealing with data situations and alternative
actions within the context of specific operational management
situations.
3.

Part Three:

focuses on personal, professional and

organizational demographic information such as sex, age,
experience, education and size of reporting staff.
Independent judgments from measurement experts and educational
professionals were sought to determine the content and face validity
of the questionnaire, as well as its reliability.

The final draft of

the questionnaire was field-tested by mailing samples to fifteen
superintendents and other high-level school administrators in
Massachusetts who were not participating in the study.

Eight

superintendents and other administrators returned the questionnaire.
After a period of approximately one month, these respondents were
again asked to respond to the same questions.

Through the data

provided by these administrators, reliability coefficients ranging
from .78 to .81 emerged.

Administration of the. Instrument
Once content and face validity were determined the investigator
proceeded to administer the questionnaire to the research sample.

A

cover letter, explaining the purpose of the study and the importance
of receiving completed returns from all study participants, was enclosed.
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Respondents were asked to complete and return their questionnaires to
the investigator at a Boston address.

Stamped, self-addressed

envelopes were provided by the investigator.

Follow-up telephone

calls were placed to those superintendents who did not return their
questionnaires by the specific date.

A copy to the questionnaire

appears in the Appendix.
A brief introductory statement reiterated the purpose of the study
and asked respondents to express their opinions concerning the
usefulness of certain management techniques.

In section one of the

questionnaire, participants were given instructions as to how to
answer twelve (12) background statements related to some specific
management techniques and eight (8) additional questions relative to
the extent of use of these techniques in their school system.

In the

second part of the questionnaire, respondents were asked to answer
twelve (12) situational questions relative to leadership behavior
style adaptability.

The third part of the questionnaire consisted of

eight (8) personal/professional demographic questions.
Finally, respondents were asked to complete and return the
questionnaire in a stamped, self-addressed envelop provided by the
investigator.

Within a one-month period, 42 of the 69 superintendents

in the research sample (60%) returned completed questionnaires.

The

investigator decided to analyze the data at the time since it appeared
unlikely that more questionnaires would be returned.
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^Efifltanent of- the Data
The data, having been collected, were codified and organized
according to the different parts of the instrument,

The investigator,

with the support of the University of Massachusetts' statistical
consultants from the Amherst and Boston campuses, keypunched the data
on IBM cards.
Campus "Cyber."

Those IBM cards were read and executed via the Boston
The computer language program SPSS (Statistical

Package for the Social Science, Nie, Hull, Jenkins, Steinbrenner and
Bent, 1970), was used.
The participants in this survey were classified according to
selected alternative actions they would take when facing a given
situation.

These alternative actions correspond to the four

leadership behavior styles supported by the Ohio State University
research on leadership behavior style.

In addition, the investigator

sorted out all the four selected alternative actions to determine the
leadership behavior style or LDBS of the respondents.

The total

leadership behavior style scores were correlated with innovative
management techniques scores.

For the purposes of this study, the

Blanchard's leadership effectiveness scale was revised, so its
assigned values ranged from 1 to 8, instead of -24 to +24.

(See

revised Blanchard's scale in Appendix F).
The LEAD contains twelve (12) situations.

Respondents circled one

of the four suggested alternative which correspond to one of the four
quadrants of the leadership variable:

(1) High Task and Low
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Relationship, (2) High Task and High Relationship, (3) High
Relationship and low Task, and (4) Low Task and Low Relationship.
In addition, the first part of the questionnaire—Desirability of
Innovative Management Techniques—was used to determine from
superintendents the desirability of various management techniques and
their level of use in their respective school system.

The codes (6) -

not applicable and (7) - don't know, were combined to form the zero
option.

Participants in the study circled one of six possible answers

ranging from zero (0) to five (5).

The zero option simply indicates

that the respondents feel the suggested management technique is not
applicable to their system, or they do not have any knowledge of it.
The other possible responses are:

"Strongly Disagree", "Disagree",

"Undecided", "Agree", and "Strongly Agree."

Respondents who select

options zero (0) to two (2), are indicating that the proposed
management technique is not desirable in their system.

The selection

of option three (3) indicated that the respondent does not have firm
opinion of the management technique in terms of desirability.
Selection of options four (4) or five (5) suggests that respondents
feel that the proposed management technique is desirable in their
system.
Further, in the second section of the first part of the
questionnaire, respondents expressed the level of use of these
management techniques by circling one of the three suggested answers:
(1) not used, (2) used sometimes, and (3) used all the time.
Sumnary of Frequency Table in Appendix C).

(See
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statistical procedures used to analyze the dat~a were.

(1)

frequency distribution, (2) crosstabulation schedule to determine
Chi-square, and (3) Pearson Product-Moment and Non Par Correlation.
Those statistical procedures were used to answer one major research
question and six subsidiary research questions.
is:

The major question

Does the leadership behavior of superintendents who employ

innovative management techniques differ significantly from that of
superintendents who do not use innovative management practices?

The

six subsidiary questions are:
a.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to years of experience
as superintendents?

b.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to educational
preparation?

c.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to the size of the
professional staff reporting to them?

d.

Is there a difference in leadership behavior style
airing male and female superintendents who practice
innovative management techniques?

e.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques due to their age?

f.

Is ther a difference in leadership effectiveness of
superintendents with regard to the use of innovative
management techniques?

The investigator decided to report Chi-square results and Pearson
and Non Par correlation at the 0.05 and 0.01 degree of significance.
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For the purpose of clarification. Chi-square measures were sought,
because they permit the investigator to determine whether a systematic
relationship exists between two variables.

In addition, Pearson

Correlation procedure was employed to specifically answer the major
research question.

In this chapter the major research question was stated along with
the six subsidiary questions.

The methods and procedures used in

undertaking the investigation of the research questions were
discussed.

The research population consisted of 460 superintendents

in the Massachusetts' public school system.

A sample of 69

superintendents was selected based on the following criteria, where
the school system of the superintendent must (1) have a student
population of at least 4,000 (K-12); (2) be located in a city or town
of at least 20,000 people; and (3) have equalized valuation per capita
of at least $8,000.
The research instrument, The. Management. Techniques. £U£vey* was
developed by the investigator to obtain from respondents specific
information relative to desirability and degree of use of innovative
management techniques in their school.

Hersey and Blanchard's

instrument, called LEAD, was adapted to inventory the leadership
behavior/style of the participants in this study.

The results of a

pilot study indicated that the instrument had a reliability
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coefficient of .80 to .87.
A copy of the questionnaire was mailed to all participants who
were asked to complete and return it to the investigator within a
three—week period.

Forty-two of the sixty-nine superintendents in the

selected sample (60%) returned completed questionnaires within a
four-week period.
Finally, all statistical treatment of the data was done at the
University of Massachusetts' Boston computer center whose machines
acconmodate the computer program language named SPSS (Statistical
Package for Social Sciences, NIE, Hull, Jenkins, Steinbrenner and
Bent, 1970).

Statistical procedures such as frequency distribution.

Chi-square, Pearson and Non Par correlation were used to analyze the
data.

These procedures were used to determine the desirability and

degree of use of innovative management techniques, and to compare the
leadership behavior of superintendents who used innovative management
techniques with those who refrained from using such techniques.
Chi-square, Pearson and Non Par Correlation results are reported at
the 0.05 and 0.01 level of significance.

CHAPTER

IV

THE FINDINGS

ttie major purpose of this exploratory study was to identity school
superintendent's leadership behaviors that may account for the
adoption of innovative management techniques.

In addition, the study

sought to determine the desirability and practicability of using
innovative management techniques in public school administration, so
as to enhance the leadership ability of superintendents in improving
the delivery system
Therefore, the major research question was:

Does the leadership

behavior of superintendents who employ innovative management
techniques differ significantly from those of superintendents who do
not use these techniques?
In addition, the following related questions were examined and
addressed:
a.

Is there a difference in leadership behavior sytle
among superintendents who practice innovative
management techniques relative to years of experience
as superintendents?

b.

Is there a difference in leadership behavior style
anong superintendents who practice innovative
management techniques relative to educational
preparation?

c.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to the size of the
professional staff reporting them?

d

Is there a difference in leadership behavior style
airong male and female superintendents who practice
innovative management techniques?
65
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e.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques due to their age?

f•

Is there a difference in leadership effectiveness of
superintendents with regard to the use of innovative
management techniques?

The data presented in this chapter were collected from a research
sample which consisted of 69 school superintendents in Massachusetts'
public school systems whose student population is at least 4,000
(K—12).

Each school system reporting belongs to a city or town whose

population is at least 20,000 people.

Further, the equalized

valuation per capita of the city and town population is at least
$8,000.

In addition, the research sample included a sub-sample of

regional schools whose enrollment is at least 2,000 students.
Stratification Table (Table 1) on pages 53-57.

See

A total of 42

superintendents (60%) responded to a questionnaire designed and
administered by the writer.
The statistical procedures used to analyze the data were:

(1)

measures of frequency distribution, (2) Pearson Product-Moment and Non
Par Correlation, and (3) crosstabulation of Chi-square measures.

The

last two statistical procedures were reported at the 0.05 and 0.01
levels of significance.
Findings of this data analysis are presented in three parts.

The

first part analyzes the Pearson Product-Moment Correlation results of
leadership behavior with innovative management techniques (Table 2).
The second part analyzes Chi-square results deriving from
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crosstabulation of total score on leadership behavior style by
innovative management techniques with certain demographic variables as
contributing factors.

In addition, the second part reports the

correlations that exist between leadership behavior style
effectiveness and the various innovative management techniques (Tables
3-16).

The third part analyzes measures of frequency distribution

regarding the desirability of utilizing innovative management
techniques in school administration.

In addition, this part analyzes

the influence of training on superintendents* decision to use those
techniques in school management.
An analysis of the data will follow the presentation of the major
research question and each of the six subsidiary research questions.
Part I
Major Research Questions:

Does the leadership behavior of
superintendents who employ innovative
management techniques differ significantly
from that of superintendents who do not use
innovative management practices?

In order to answer the major research question, the investigator
ascertained the total Leadership Behavior Style (UBS) scores of the
respondents and compared these scores with respondents' Management
Technique (MT) scores.

More specifically, the investigator analyzed

the correlation between the four leadership behavior styles and the
total score responses of innovative management techniques statement
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for each respondent.
Table 2 indicates that:
1.

There is a relationship between leadership behavior style 2
(High Task and High Relationship) and respondents' use of
innovative management technique 2 (Linear Programming) at 0.03
level of confidence.

2.

There is a relationship between leadership behavior style 3
(High Relationship and Low Task) and respondents' use of
innovative management technique 3 (LOGOS).

3.

There is a relationship between leadership behavior style 4
(low Task and Low Relationship) and respondents' use of
innovative management technique 8 (Key Result Management).
In light of these findings, three factors emerged as statistically

significant in relation to certain innovative management techniques.
First, the positive correlation between leadership behavior of
superintendents in quandrant 2 and the utilization of Linear
Programming (r-= 0.34, P < 0.03) indicates a tendency for
superintendents with a high task/high relationship leadership style to
make use of Linear Programming.

Secondly, the negative correlation

between leadership behavior style 3 and Language for C^timizing
Graphically Ordered System (r = -0.32, P < 0.04), suggests that
superintendents whose leadership behavior style is high
relationship/low task (quadrant 3) are the least likely to use or
adopt this particular management technique.

Finally, the negative

correlation between the leadership behavior style of superintendents

69
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in quadrant 4 with Key Result Management (r = -0.305, P < 0.05),
points to a dislike of this technique among superintendents with a
LT/LR leadership behavior style.
These findings tend to offer limited support for the notion that
the leadership behavior of superintendents who use certain management
techniques (Linear Programming, LOGOS, Key Result Management) does
differ from that of superintendents who do not use such techniques.

Part II
Subsidiary Research Questions:

a.

Is there a difference in
leadership behavior style among
superintendents who practice
innovative management techniques
relative to years of experience as
superintendents?

b. Is there a difference in
leadership behavior style among
superintendents who practice
innovative management techniques
relative to educational
preparation?
c. Is there a difference in
leadership behavior style among
superintendents who practice
innovative management techniques
relative to the size of the
professional staff reporting to
them?
d. Is there a difference in
leadership behavior style among
male and female superintendents
who practice innovative managanent
techniques?
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e.

Is there a difference in
leadership behavior style among
superintendents who practice
innovative management techniques
due to their age?

f.

Is there a difference in
leadership effectiveness of
superintendents with regard to the
use of innovative management
techniques.

To answer the six subsidiary research questions, the investigator
used crosstabulation procedures to obtain Chi-square measures, and
Pearson Product-Moment and Non Par Correlation.

Tables 3 and 12

report the relationship between total score responses on leadership
behavior style with innovative mangement technques and selected
demographic variables.

Whereas, Tables 13, 14, and 15 report the

correlation that exist between leadership behavior style effectiveness
measures and innovative management techniques.

These procedures

permitted the investigator to ascertain the degree to which these
responses were representative of the group as a whole, respectively.
The considered demographic factors were:

years of experience as a

superintendent, educational preparation, size of professional staff,
sex and age.
Specifically, to answer the first subsidiary research question,
the investigator analyzed first the relationship between the total
score responses of leadership behavior by innovative management
technique and then by experience.

Tables 3 and 4 indicate that the

difference between the total score for these two groups was not
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significant at the .05 level of confidence or higher,

it would appear

from this analysis, that no relationship exists between the leadership
behavior style of superintendents who practice innovative management
techniques relative to years of experience.
To answer the second subsidiary research question, the
investigator analyzed the relationship between leadership behavior
style by the total mean score of innovative management techniques and
educational preparation in terms both of highest degree earned and
number of formal courses taken in school.

Tables 5 to 8 indicate that

the difference between the total score responses on leadership
behavior by innovative management techniques and educational
preparation was not significant at the 0.05 level.

Prom this

analysis, it seems that no relationship exists between the leadership
behavior by innovative management techniques and educational
preparation in terms of highest degree earned and number of formal
courses taken in school.
To answer the third subsidiary question, the investigator analyzed
the relationship between the total score responses of leadership
behavior style by innovative management techniques and size of
professional staff.

Tables 9 and 10 indicate that the difference

between the total score responses on leadership behavior by the size
of professional staff and innovative management techniques was not
significant at the 0.05 level.

Apparently no relationship exists

between the leadership behavior style and innovative management
techniques with size of professional staff.
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To answer the fourth subsidiary research question the investigator
considered sex as an insignificant variable, since the ratio of male
to female among the respondents was ] 3 to 1.

Therefore, no further

analysis was conducted to determine relationship between the total
score response on leadership behavior style by innovative management
techniques and sex.
To answer the fifth subsidiary research question, the investigator
analyzed the relationship between the total score responses of
leadership behavior style by age and innovative management techniques.
Tables 11 and 12 indicate that the difference between the total score
responses on the leadership behavior by age and innovative management
techniques was not significant at 0.05 level of confidence.

Thus, it

seems from this analysis that no relationship exists between the
leadership behavior by age and innovative management techniques.
With regard to the sixth subsidiary research question, the
investigator used Pearson and Non Par Correlation Schedules to analyze
the relationship between the total score response of the confuted
leadership behavior style effectiveness (U3BSEF) measure with
innovative management techniques.

Tables 13 to 15 report the Pearson,

Kendall, and Spearman Correlations between leadership effectiveness
and key result management (r = -0.348, P < 0.03), suggesting that

ms

(Key Result Management) is the least likely to be used to enhance the
leadership effectiveness of the participating superintendents.

Table

14 further indicates that leadership behavior style effectiveness and
Management Information System (MT5) were significantly correlated

RELATIONSHIP BETWEEN LEADERSHIP
BEHAVIOR STYLE AMD AGE OF RESPONDENTS
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(R - 0.446, P < 0.008).

This high correlation suggests that the use

of Management Information Systems (MT^ may enhance considerably the
leadership behavior effectiveness of the participating
superintendents.
Finally, Table 15 indicates that Leadership Behavior Style
Effectiveness is significantly correlated with Management Information
System (Mt^) (r = 0.488, P < 0.002) and Key Result Management (MT g)
(r = -0.288, P < 0.04, suggesting in one part that as the use of
Management Information system becomes more frequent or more consistent
among superintendents, so did their level of leadership effectiveness.
In the other part, the significant correlation of leadership
effectiveness and the use of Key Result Management suggests also that
this management technique is the least likely to be used to increase
leadership effectivenes.

Therefore, based on this analysis, it

appears that a relationship does exist between leadership
effectiveness and certain innovative management techniques like
Management Information System and Key Result Management.

Part III

findings.

In order to determine the desirability of

innovative management techniques in school administration and the
influence of training in innovative management techniques on the
decision to use them, the investigator analyzed the expressed feeling
of school superintendents about the desirability of these techniques.
In addition, the investigator related the total score response of the
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training measurement, and the degree of use of innovative management
technique score responses.

Thus, the additional questions were the

following:
1.

How do you feel about the desirability of innovative
management techniques in school administration?

2.

Does training in innovative management techniques have
an influence on superintendent's decision to use these
techniques in school management?

Associated with the desirability of innovative management
techniques, the table 18, in Appendix d, indicates that 57.9% of the
respondents agree that innovative management techniques are desirable
in school management? 16.07% disagree and/or are unsure, and 26%
indicated that they either do not know or considered them
inapplicable.

In other words, those superintendents who agree, had

mean scores ranging from 3 to 5, and those who disagree hand mean
scores ranging from 1 to 2.9.

Since the combined percentage of

respondents of the sub-group (3-5) is more than 50%, the investigator
concludes that the majority of respondents expressed positive feeling
about the desirability of innovative management techniques in school
management.

In addition, 16.07% expressed negative feelings about the

desirability of using those techniques in school management.

The

residual 25.9% either did not know or felt these techniques
inapplicable in the management of their school system.
With regard to the second additional question, the investigator
crosstabulated the mean score response on the degree of use of
innovative management techniques with training score responses of
respondents.

Table 16 indicates that most superintendents did not use

Linear Programming and LOGOS.

In addition, the table also indicates a
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tendency among superintendents to use most of the time. Management
Information System (MIS) in school administration.

More specifically,

Table 16 indicates that superintendents1 training in Linear
Programming and LOGOS does not have influence on the Respondent's
decision to utilize these techniques.

The significance of non use in

both instances is at 0.01 level of confidence where respectively jc =
9.25 with 2 df for Linear Programming and x2 = 9.71 with 2 df for
LOGOS.

On the contrary, training in MIS has significant influence at

0.03 level of confidence on superintendents' decision to use this
technique.

Basically it appears that training in Management

Information System influence use, and training in other management
techniques does not appear to have an influence.

Supipflor

In this chapter, the investigator sought to determine the
difference that might exist between the leadership behavior style of
superintendents who use innovative management techniques and that of
those who do not use them.

For that purpose, data gathered from the

leadership behavior style of Hersey and Blanchard's instrument and
that of the use of innovative management techniques were used to
answer one major question.

Demographic data, along with the former

measure were used to answer five subsidiary research questions.
addition, Pearson, and Non Par Correlation Schedules were used to
answer the last subsidiary research question where correlation

In
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between Leadership Behavior Style Effectiveness and Innovative
Management Techniques was determined.

Finally, two additional

questions on the desirability of innovative management techniques and
the influence of training on superintendent's decision to use those
techniques in school management were answered.
With regard to the major research question, it was found that
there were differences between (1) the High Task and High Relationship
leaders who use, for example Linear Programming (r = 0.34, P < 0.03);
(2) the High Relationship and Low Task leaders who use LOGOS (r =
-0.32, P < 0.04); and (3) the Low Task and Low Relationship leaders
who use Key Result Management (r = 0.305, P < 0.05).
Related to the six subsidiary research questions, the findings
were:
a.

There was no significant difference in the leadership
behavior of superintendents who practice innovative
management techniques relative to years of experience.

b.

There was no significant different in the leadership
behavior of superintendents who practice innovative
management techniques relative to their educational
preparation.

c.

There was no significant difference in the leadership
behavior of superintendents who practice innovative
management techniques relative to the size of
professional staff reporting to them.

d.

There was no significant difference in the leadership
behavior of superintendents who practice innovative
management techniques relative to sex.

e.

There was no significant difference in the leadership
behavior of superintendents who practice innovative
management techniques relative to age.
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f.

The practice of certain innovative management
techniques like Key Result Management and MIS, seems
to be related to leadership effectiveness.

The investigator sought also to determine the feeling of school
superintendents about the desirability of using innovative management
techniques in school management.

In addition, the investigator

ascertained the influence of training on superintendent' s decision to
use innovative management techniques in his or her school system.
With regard to the desirability of innovative management
techniques in school administratin, it was revealed that more than
half (57.8%) of the respondents expressed a positive feeling toward
the utilization of innovative management techniques in school
management.

Only 16.3% expressed a negative feeling toward the use of

these techniques in school management.

However, a significant

percentage (25.9%) of the respondents did not know or felt those
techniques inapplicable in school management.
Finally, the data suggests that training in Linear Programming and
LOGOS does not influence superintendents to use them.

The

significance level of non use for both Linear Programming and LOGOS is
0.01.

In addition, the data suggest that training in Management

Information System has considerable influence on superintendents who
decided to use these techniques.
case, is 0.03.

The significance level, in that

CHAPTER

V

Summary and Conclusions

The major purpose of this exploratory study was to identify school
superintendent's leadership behaviors that may account for the
adoption of innovative management techniques,

in addition, the study

sought to determine the desirability and practicability of using
innovative management techniques in public school administration so as
to enhance the leadership ability of superintendents in improving the
delivery system.
Therefore, the major research question was:

Does the leadership

behavior of superintendents who employ innovative management
techniques differ significantly from those of superintendents who do
not use those techniques?
In addition, the following related questions were examined and
addressed:
a.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to years of experience
as superintendents?

b.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to educational
preparation?

c.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques relative to the size of the
professional staff reporting to them?
93
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d.

Is there a difference in leadership behavior style
among male and female superintendents who practice
innovative management techniques?

e.

Is there a difference in leadership behavior style
among superintendents who practice innovative
management techniques due to their age?

f.

Is there a difference in leadership effectiveness of
superintendents with regard to the use of innovative
management techniques?

A review of the literature relevant to the leadership behavior of
school administrators seems to suggest that today's administrators may
not have a unique leadership style.

The literature reveals that it is

essential for school administrators to have more thorough training and
education to cope efficiently with the rapidly changing needs and
demands of society.

More specifically, studies focusing on leadership

behavior effectiveness equated it to a "positive force" that enables
the leader to foster motivation and growth among the members of his or
her organization.
In addition, some studies focusing on successful Program
Implementation in contemporary public schools suggested that schools'
problems need to be approached in a systematic manner through
development and utilization of sound management strategies and
information system to help the leader be assertive and more efficient.
Those studies further revealed that the development and utilization of
sound management strategies depend upon the presence of a facilitator
of change or an initiator who exhibits both task and person oriented
behavior in an integrated fashion.

It also indicated that, perplexing
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administrative problems in today's public schools called for, on the
part of school administration and school superintendents in
particular, the development and capability in the utilization of
system techniques and procedures that may help them to sharpen their
intention and judgment when confronting decisional situations in terms
of generations of alternatives.
The data for this study were drawn from a sample consisting of
sixty-nine school superintendents selected according to the following
criteria where the school system of the selected superintendent must:
1.

Have a student population of at least 4,000 (K-12).

2.

Be located in a city or town of at least 20,000 people.

3.

Have an equalized valuation per capita of at least $8,000.

In addition, the sample included a sub-sample of regional schools
whose enrollments was at least 2,000 students.

A total of forty-two

(42) superintendents (60%) responded to the writer's request to
participate in this study.
The instrument used to determine the desirability and the degree
of use of innovative management techniques and the leadership behavior
effectiveness of the participants was the Management, Techniques
Survey.

This questionnaire was developed by the investigator and

consisted of twelve (12) statements to elicit responses regarding the
desirability of the utilization of innovative management techniques in
school administration.

It consisted of eight (8) additional questions

96
designed to measure the degree of use of these techniques in their
school systems.

The other important part of the questionnaire was

Hersey and Blanchard's "Leadership Effectiveness Adaptability
Dimension", adapted by the investigator in terms of appropriateness of
measurement scale, to determine the leadership behaviors and
leadership effectiveness of the respondents.
The statistical procedures employed to analyze the data were:

(1)

measure of frequency distribution, (2) Pearson Product-Moment and Non
Par Correlation, and (3) crosstabulation which includes chi—square
measures.

Discussion of, the. Findings

With respect to the main question of this study, it was found that
the data, in general, provided some support for the contention that
there are differences between leadership behavior style of
superintendents who practiced certain innovative management technques
in their school and those who refrained from using these techniques.
Specifically, the data revealed superintendents with high task/high
relationship leadership behavior style tend to make use of Linear
Programming.

In addition, it was found that superintendents with a

high relationship/low task leadership behavior styles are the least
likely to use or adopt Language for Optimizing Graphically Ordered
System.

And lastly, that superintendents with low task/low

relationship leadership behavior style tend not to favor the use of
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Key Result Management,
The first finding suggests that leaders who are task and equally
person oriented tend to favor the use of Linear Prograiming in school
administration.

This finding is important because it is consistent

with research results on leadership behavior that indicate at least
theoretically that the ideal and efficient leader is the one who is
both task and relationship oriented.

The second related finding is

that leaders who are high in relationship and low in task seem to be
the least likely ones to use or adopt such techniques as Language for
Optimizing Graphically Ordered System.

Finally, the third related

finding is that leaders who are equally low on task and low on
relationship tend to dislike the use of such techniques like Key
Result Management.

While limited, the above related findings do

nevertheless contribute to an understanding of leadership behavior
style of superintendents and their utilization of innovative mangement
techniques.
The second finding of this study was that there was no significant
difference in leadership behavior of superintendents who practice
innovative management techniques relative to years of experience.
However, the difference that was found suggest the possibility of
greater use among superintendents with 0 to 10 years of experience.
The third finding of this study indicated that there was no
significant difference in leadership behavior of superintendents who
practice innovative management techniques relative to their
educational preparation.

Apparently, education preparation is not a
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factor which influences a superintendent's leadership style or his or
her use of a particular management technique.
The fourth finding of this study was that there wets no significant
difference in leadership behavior of superintendents who practice
innovative management techniques relative to the size of profesisonal
staff reporting to them.

Thus, it appears that the nunber of staff

members is not a factor which influences superintendents to adopt
innovative management techniques.
It was mentioned earlier in chapter four that sex was considered
as an insignificant variable since the ratio of male to female among
the respondents was 13 to 1.

Therefore, no attempt was made to

determine the relationship between total score response on leadership
behavior style by innovative management techniques and sex.
With respect to the sixth finding of this study, the data revealed
that there was no significant difference in leadership behavior of
superintendents who practice innovative management techniques relative
to age.

However, superintendents in the two age groups were about

evenly divided in their use of innovative management techniques.
Finally, the seventh finding of this study indicated that the use
of Management Information System (MIS) may enlarge the leader's
horizon when attempting to bring about change in the organization.
addition, this finding also seems to indicate that effectiveness is
equally a matter of leadership style and the ability to adapt to
situations and select appropriate management tools to fit the
situation.

In
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In addition, there were two other findings in this study that
relate to the desirability of using innovative management techniques
in school administration and to the influence of training on a
superintendent's decision to use innovative management techniques.
The findings indicated that more than half of the respondents found
innovative management practice desirable in school administration.
Further, that more than 25% of the respondents did not know or found
these techniques inapplicable in school administraiton.

Finally, more

than 16% expressed a negative feeling toward innovative management
techniques.

These findings point to the need for more information and

training on innovative management techniques.

The literature on

leadership behavior effectiveness provided considerable evidence that
management techniques knowledge and training can enhance a leader's
effectiveness.
Finally, the data related to additional finding deals with the
influence of training in a superintendent's decision to use innovative
management technique.

It was found that training in LOGOS, Linear

Programming does not have influence on superintendents' decision to
use those techniques.

Whereas, training in MIS may significantly

induce superintendents to use it in school management.

implications, .of the Study

The main implication of this study is that high relationship/low
task and low task/low relationship leadership behavior style may not
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favor the use of innovative management techniques.

High task/high

relationship leadership behavior style tends to favor the use of
innovative management technique such as Linear Programing in school
administration.

In addition, this study confirmed the assumption that

innovative management techniques may certainly enhance leadership
behavior effectiveness.

The most significant problems brought to light by this report are
the lack of training and the lack of knowledge of these techniques by
our school administrators.
Evidently, training and consistent knowledge of these techniques
may help administrators to have a better grasp of education problems
and ultimately to propose better solutions to these problems.
Clearly, there is a strong need for school administrators to be more
knowledgeable of innovative management tools to effectively respond to
the current demands for accountability in schools' governance.
Another significant finding of this study was that most
superintendents participating in the survey expressed a positive
feeling toward the use of innovative management techniques in school
administration.

Further, it was found that the use of these

techniques was not persistent and systematic.

These two findings

point to the need for more consistent and integrated training in
management techniques to provide (1) a comprehensive analysis of these
techniques in terms of adoption and/or adaptation of these techniques
in school administration, (2) realistic training for school
administrators in innovative management techniques.
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Finally, it was found that the leadership effectiveness my be
enhanced by the utilization of certain innovative management
techniques.
It is evident that a screening coimittee my find, in this study,
some understanding regarding leadership behavior style effectiveness
in relation to the use of certain innovative management techniques.
The superintendents of today* s schools need to demonstrate an eclectic
quality in leadership behavior so that they my adapt to changing
needs of our complex school systems.

These problems and

recommendations are followed by overall recommendations.
1.

Training and internship experiences that require
educational administrators to examine and use various
innovative management techniques in university and
school settings.

2.

Training and internship experiences that require
educational administrators to examine the adequacy and
relevancy of the utilization of system technique tools
in school administration.

3.

Leadership development experiences that enable
educational administrators to make creative and
effective utilization of innovative management
techniques.

4.

Refinement of the instrument used in this study so as
to help researchers do a better job of determining the
leadership style of school superintendents, their
leadership effectiveness measures, and their feeling
about innovative techniques in school administration.
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Need For Further Research

Based on the findings of this study, the following reconmendations
for further research are suggested:
1.

Replication of this survey with a more equal
distribution of male and female superintendents, and
with relatively new and experienced superintendents,
to determine whether or not there will be significant
difference in leadership behavior with regard to
adoption of innovative management techniques.

2.

Replication of this survey with race as an additional
variable to determine whether or not race can be an
influencing factor to facilitate adoption of
innovative management techniques in school management.

3.

A survey that seeks to determine why superintendents
use innovative management techniques, their role in
school improvement, and how the barriers to their use
have been successfully overcome.

4.

A repeat of this survey with superintendents in other
states of the nation to determine whether or not there
will be a significant difference in leadership
behavior with regard to adoption of innovative
management techniques.

This study is deemed significant because it provides some support
for the notion that the utilization of innovative management
techniques can enhance the leadership effectiveness of the school
administrator in today's complex society.

It is hoped that these

findings will contribute to an increased understanding of the
essential factors that may assist superintendents and other school
administrators in becoming more effective leaders.

It is hoped that

further examination of superintendent leadership effectiveness, on

I
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a larger scale, will shed additional light on the extent to which
innovative management techniques are being used to improve school
operations.

BIBLIOGRAPHY
Allen, Richard, flganlzfltlpnfll Management. through Coninunlcation.
Yorks Harper and Row, 1971
Allioto, K.F., and Jungherr, J.A.
Harper and Row, 1971.

New

Operational PPBS for Education.

Argyris, Chris. Crganizatioa and. Innovation. Homewood, II. s
D. Irwing, Inc., and the Dorsey Press, 1965.
----• Iftideretanding Organizational, Behavior.
Dorsey Press, 1960.

Richard

Homewood, II.:

Babcock, A.A. "Combinations of Effective Leadership Styles in
Victorian State High Schools." Journal.of.Educational
aaainiS&afcieDr vol. 18, NI, July, 1980.
Barro, Stephen M. "An Approach to Developing Accountability Measures
for the Public School." f^ojiLAc^untabillty. fox Teachers and School
Administrators by Allan C. Omstein. California: Fearon
Publishers, 1973.
Bennis, Warren T.
1966.

Changing. Organizations.

New York:

. . "Transformation Power and Leadership."
Sergiovanni and J.E. Corbally, op. cit., 1979.

McGraw Hill,
In T.J.

Bennis, Warren; Benne, Kenneth D.; and Chin, Robert, (eds). The
Planning of Change. New York: Holt, Rinehart and Winston, 1961.
Blake, R.P. and Mouton, J.S. Group. Dynamics—Key, to Decision .Making.
Houston: Gulf Publishing Co., 1961.
Brewer, H. James, et. al. Power Managements_h Jfo.eerSfcEP PrpgraFl fp£
Successful Leadership. Englewood Cliffs, N.J.: Prentice Hall,
Inc., 1984.
Carroll, Rebecca, E., and Cock, J. Marvin. Application of. Learning
hierarchies to Curriculum Change in a large. Urban School.
San Francisco, CA: Ed. 121911, 1976.
Cawelti, Gordon. "Behavior Patterns of Effective Principals."
Educational Leadership, February, 1984.
104

105
Goats, William D. "How to Evaluate Your Administrative Staff."
American, School, Board *79Urnfll r Vol. 161, N2-4, February, March and
April, 1974.
Cogan, M.L.
1979.

Clinical Supervision.

Boston:

Houghton Mifflin Co.,

Combs, Philip H. What, is. Educational, Planning? UNESCO:
International Institute for Educational Planning, United Nations,
1970.
Dallas, Joe D. "Crisis Administration: Is There a Solution? The
Hatipml Association, of. Secondary School, Principals. Vol. 62, No.
415, February, 1978.
Denmer, K.H., et. al. LesJjpjj/eliegL ^echnirooes, de. Management, Editions
Bournes. eh Techniques. 91, Avenue Jean-Jaures-92-Puteaux, 1972.
Dickson, Corbett. "Principals Contributions to Maintaining Change."
Phi Delta. Kappan. vol. 64, No. 3, November, 1982.
Doherty, Victor W. and Peters, Linda B.
Educational Planning and Evaluation."
38, No. 8, May, 1981.
Drucker, Peter F.
Press, 1977.

"Goals and Objectives in
Educational,Leadership# Vol.

People, and. Performance.

New York:

Harper College

Dyer, Henry, S. "Toward Objective Criteria of Professional
Accountability in the School." From Accountability, for. Teachers,an&
School Administrators by Allan C. Ornstein. CA: Fearon Publishers,
1973.
English, Fenwick W. "Management Practices as a Key to Curriculum
Leadership." Educational Leadership, 1979.
Fantini, Mario D. "Needed Radical Reform of Schools to make
Accountability Work." From Accountability for, Teachers and.
Administrators. CA: Fearon Publishers/Lear Siegler, Inc., 1973.
Ferrara, Lynette and Paller, Alan. "A School-By-School Reporting
System for the District of Columbia Public Schools: An Outline for
Action." Washington, D.C.: District of Columbia Citizens for
Better Public Education (BBBQ3576), £If5r October, 1979.

106
Fiedler, Fred E. "Validations and Extension of the Contingency Model
of Leadership Effectiveness. A Review of Empirical Findings "
Egyptological Bulletin. 76, August, 1971.
Garland, Parnell and 0| Reilly, Robert R. "The Effect of Leader-Menber
Interaction on Organizational Effectiveness." Educational
Administration^ Quarterly. Vol. 12, No. 3, Fall, 1976.
Goldhanmer, Robert, fljjiical Supervision of. Teachers.
Holt, Rinehart and Winston, 1969.

New York:

Goodlad, John I. and Anderson, Robert H. The, Non-graded Elementary
School. New York: Harcourt, Brace and world, 1963.
Gray, Frank and Burns, Margaret L. "Does Management by Objectives
work in Education?" Educational Leadership. Vol. 36, No. 6, March,
1979.
Greiner, Larry E. "Patterns of Organization Change."
Business, Review. May/June, 1967.

Harvard

Gross, Neil; Giacquinta, Joseph B. and Bernstein, Marilyn.
TmRlePientinq. Organizational Innovation:,, A Sociological Analysis of
BianneAMtfatiftnftl£hangp. New York: Basic Books, Inc., 1971.
Guba, Egon G. "A Letter About the Purpose of the National Institute
for Study of Educational Change, to the Director of the Center for
Research and Development on Educational Differences." Harvard
Graduate School of Education, September 14, 1966.
Hall, Gene, et. al. "Effects of Three Principal's Styles on School
Improvement." Educational. Leadership, February, 1984.
Hambleton, Ronald. Interview, with Ronald Hambleton.
Massachusetts, August, 1978.

University of

Hanson, Mark and Ortiz, Flora T. "The Management of Information
System and the Control of Educational Change: A Field Study."
0906 82, £IE, September, 1974.
Herman, J. Jerry. "How and Why a School District Implements MBO."
NASSP. Bullentin, Vol. 62, No. 418, May, 1978.
Hersey, Paul and Blanchard, Kenneth H. "Life Cycle Theory of
Leadership." Training, and Development. Journal# Vol. 23, No. 2,
reprinted from May 1969 issue.

Ed

107

Uanaflfiment, Of. Organizational Behavior.,
£gSQU££SS*

Englewood Cliffs, N.J.:

Herzberg, Frederick.
and Son, 1959.

utilizing Human

Prentice-Hall, Inc., 1972.

She.. Motivation. to Work.

*————The Motivation-Hygiene Concept.
Book Company, 1975.

New York:
New York:

John Wiley
McGraw-Hill

Hinds, Richard H. "Educational Program Planning and Related
Techniques." Dade County Public Schools, Miami, FI: Unpublished
Report, October, 1969.
Hirch, Werner Z. Planning Education Today, for. Tomorrow.
California University, 1966.

Los Angeles:

Inmegart, C. Glenn and Pilecki, J. Francis. An introduction to. System
fox, the. Education Administrator. Reading, MA: Addison-Wesley
Publishing Co., 1973.
Kaufman, Roger and Stakenas, Robert G. "Needs Assessment and Holistic
Planning." Educational Leadership, Vol. 38, No. 8, May, 1981.
King-Pugh, Deborah. "Skills of Educational Managers."
Leadership, Vol. 37, NO, 8, May, 1980.

Educational

Konnet, William and Graff, Orin B. "The Sine Qua Non of
Organizational Effectiveness." Educational Administration
Quarterly, Vol. 12, No. 3, Fall, 1976.
Knezevich, Stephen J. Administration of. Public. Education.
Harper & Row Publishers, 1974.

New York:

Lantoert, Leo. "Sports Finances in a Small Texas High School:
Statistical Measures to Serve as Athletic Budget-Making Guidelines
and Evaluation Criteria." PIE, July, 1977.
Lessinger, Leon M. "The Powerful Notion of Accountability in
Education." From Accountability for Teachers, and .SchPPl
Administrators by Allan C. Ornstein. CA: Fearon Publishers, 1973.
Lippitt, Gordon L. "Responses to Sergiovanni." BdHSafcional
Leadership. Journal, of. ASGD, Vol. 36, No. 6, March, 1979.
Lippitt, Ronald? Watson, Jeanne? and Westley, Bruce. The PynW.c&-£f
Planned Chance. New York: Harcourt, Brace and World, 1958.

108
lopez, Felix N. "Accountability ir Education." From Account-ahium,
g>X. leachgts. and, school Administrators by Allan C. tosteirT CA
Pearon Publishers, 1973.
Mann, F.C. and Neff, F.W. Managing Manor Change in OrganizationsAnn Arbor, Michigan: Foundation for Research on Human Behavior.
1961.
'
Maslow, A.H. Motivation and. Personality.
Brothers, 1954.

New York:

McGinney, Joseph H. and Hedges, Robert C.
Columbus: Charles E. Merrill, 1972.

An Introduction to PPBS.

McGregor, Douglas. The. Human.Side of. Enterprise.
McGraw-Hill, 1960.

Harper &

New York:

McNamara, V.D. The. Principal's. Personal. Leadership Style, the School
Staff, Situation and. School, Effectiveness. Ph.D. Dissertaiton,
University of Alberta, 1968.
Montello, Paul A. and Wimberly, Charles A. Management. Systems, in
Education;^. A Systems. Approach, to. Educational, Decision Making.
Lincoln, Nebraska: Professional Educators Publication, Inc., 1975.
Nelson, Orville, et. al. Third Party Evaluations. Experience Based
Career. Education Project. Washington, D.C.: Fon du Lac Public
School System, Office of Career Education, An. Ed. 1811212, June,
1980.
Nie, N., et. al. Statistical. Package, for, .the .Social. Studies.
York: McGraw-Hill, 1970.
Ornstein, Allan C.
Administrators.

New

Accountability, for. Teachers, and. School
CA: Fearon Publishers, 1973.

Perez, Ernest. Perspectives, on Management, and. Education.
National Clearing House for Bilingual Education, 1980.

Virginia:

Petrie, Thomas and Burton, Barry. "Levels of Leader Development."
Educational. leadership, May, 1980.
Porter, John W. "Performance Contracting Accountability and the
Michigan Education Program." Redbook. Magazine* February, 1972,
March 20, 1972.

109
Fattsr touis E., et. al. Values and T^rhi^g
Charles E. Merrill, 1966.

Colunfcus, Ohio:

Pe^ern, George B. Esw. to. Appraise. Teacher Performance.
Ohio: School Management Institute, Inc., 1964.

Columbus,

Rutherford, William? Hord, Shirley M.? Huling, Leslie L.; and Hall,
Gene. "Effect of Three Principal's Styles on School Improvement."
Educational
February, 1984.
Sally, S. "The Big City Schools:
ffgMSWgakf September 12, 1977.

Can They Survive and Be Saved?"

Sergiovanni, Thomas J. "Is Leadership the Next Great Training
Robbery?" Educational Leadership. 36, March, 1979.
Stogdill, Ralph M. "Leadership Membership and Organization." In C.J.
Brown and T.S. Cohn, (Eds.), The.Study, of. Leadership. Daville, II:
Interstate Printers and Publishers, 1958.
Talmage, Harriet and Rasher, Sue Pinzur. Classroom Learning
Envij^nments^and j^Mevement Jji A .Continuous. Pxogjess. Curriculum.
Chicago: Illinois University (An. Ed 182717), 1980.
Taylor, Frederick W. Scientific Management.
Publishers, Inc., 1947.

New York:

Harper & Row

Trist, Eric. "Between Cultures: The Current Crisis of Transition."
From Organizational Frontiers, and Human Values, w. Schmidt (Ed.).
Belmont, CA: Wadsworth Publishing Co., 1970.
Walter, James E. "Successful Program ImpLorientation in Urban
Schools." Educational Leadership# Vol. 38, No. 8, May, 1981.
Washington, Kenneth R. "The Urban Principal as a Positive Pygmalion:
The Key to Enhancing Teacher Effectiveness." Urban Education, Vol.
15, No. 2, July, 1980.
i. Concerts and Practices, in
Webb, David Maryland. mtem.
North Carolina. Local School Systems. Dissertation, Duke University,
1975.
Weiss, Allen, et. al. "Leadership Style and the Locus of Control."
Management Advisor, January^February, 1974.

APPENDICES

110

APPENDIX A
INVESTIGATOR'S COVER LETTER

112
Turin Auguste
637 Cumnins Highway
P.O. Box 275
Mattapan, Massachusetts

02126

Novenber 21, 1984

Dear Superintendent:
As a graduate student at the University of Massachusetts, I am
pursuing, this month, a statewide inquiry into the "Leadership
Behavior of School Superintendents as Related to Adoption and
Adaptation of Innovative Management Techniques in Selected
Massachusetts School Systems." I need your help. Please complete and
return the enclosed questionnaire.
The purpose of this study is to assess school superintendents'
leadership behaviors that may account for the adoption of innovative
management techniques. It will also determine the desirability and
practicability of using such techniques, so as to enhance the
leadership ability of superintendents in improving the delivery
system.
You are one of the crucial participants in the sample group. The
success of the venture will depend upon every person in this group
reporting. Be assured of the university's strict confidentiality
policy in research. A copy of the result of this survey will be sent
to your office upon completion of this study.
I would like to have the questionnaire back as early as possible.
I will begin to tabulate the returns on December 15. A return
envelop, which requires no postage, is enclosed. Because I think I
can count on you to help in this important study, I will thank you in
advance.
Cordially yours,

Turin Auguste
Doctoral Candidate

APPENDIX B
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MANAGEMENT TECHNIQUES SURVEY

The purpose of this questionnaire is to determine the management
practices in administering public school systems.
We are contacting you as an administrator, experienced with
management functions.
find desirable.

We wish to ask what management technique (s) you

Please note:

your identity will remain confidential,

but we do ask that some demographic data be reported.

We would also

appreciate your valuable opinions concerning the usefulness of certain
management techniques, which have been promoted as being effective in
school management.
Of course, there are no correct responses.
those that truly reflect your opinion.

The best responses are

APPENDIX C
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APPENDIX E
SUMMARY OF FREQUENCY DISTRIBUTION
ON LEADERSHIP BEHAVIOR/STYLE
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APPENDIX F
REVISED EFFECTIVE OR INEFFECTIVE
DIMENSION SCALE
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