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CHAPTER I
THE PROBIEM

One of the problems facing education today, in these
especially fast moving times, is providing more adequately
for the field testing of new ideas and the products of basic
research. There are two reascns why it is important for
schools to involve themselves in field testing. First, it
iz the beét vway for testing research, and theory resuiting
from research, in that the theory is made operational in a
natural setting under real conditions. Second, and more
importeant to the problem being introduced, before widespread
adoption of a particular practice can be expected, the
practice must be observable as working under normal condi- ‘
tions by other educational leaders. |

The "gap" of twenty-five to fifty years betieen the
development of a new idea and its general acceptance which
Mort, among others, has not 4, appears to continue. The
nunber of school districts receptive to innovation seems
small indeed when compared to the numbers of ideas issuing
" from universities, foundations, individuals, and goverrment

agencies. Some new 1ldeas do seem to find favor quickly,
many times without proper field testing, while others 'go
begeing” and remain largely untried.

1




For an exemple of the fuirmer, examlne the general
acceptance and use of television instruction by school
diatricis, desplte much conflicting reseavrch about its value
in meny teaching siiuations. The momentum v #ha elementesy
foreign language movement 1s yet another example.

On the other hand, research in the psychology of
learning hes not resulted in many maeterial changes in the
structure of the high school curriculum. Likewise, knowledge
about child growth and development has mede few inroads on
the treditional lock-step process of formal education in
American schools. And, even with the change that has taken
place, few would suggest that a general receptivity to
change exists on the part of most school systeme. A more
thorough examination of this will take place in Chapter Il.

The general phenomenon of change has been a source
for much study over the years. Research and literature in
the social sciences has been sufficient to indicate the
tmportance of the "change agent" or "sonovator” in fostering
change. These writings indicate that individuals classifiled

ag innovators tend to exhibit certain characteristics, act




in certzair similar weys, and v reacted to ln certain ways

by other society members.l ‘ | {

Generally, the unit of initiel adoption of a2 new idea
or practlice is an individual, or a small group of irdividuals.
In education studies the unit of adoption usually has been &
school system. The focus in the latter instence is on the
org.anization rather than an individual.

A problem exists in the fostering of educational
change. It 1s suggested thet the paucity of dlstricts
actively involved in putting the products of basic research
to the field test and eritically examining the results for
othsr districts to see is a factor in the relative slowness
with which school systems adopt innovative practices. It is
further assumed that it is indeed a function of the public
schools to experiment and field test, and that if this func-
tion 1is not performed, the same slow rate of adoption and
change will continue-~to the detriment of our nation’s

educetion system.

—— e 4 =

lzverett Rogers, "Gharactsristics of Innovators and |
Other Adopter cate%oriea. Research Bulletin 882, Wooster, |
Ohio: Chio Agricultural Experiment Station, 19€1; C. Paul |
Karsh and Ise A, Coleman, "Farm Practice-Adoption Rates in é

Relation to Adoption Rates of 'Isaders,'' Rural Sociology,
XIX (1954), 180-81; Jess and Jean Ozden, § ommunities
% Action tNaw York: Harper Brothers, 1940), D. 3 LOWry
son, charles E. Ramsey, and Joolie¢ Verner, Community
s BD.

gtmture and Changs (New York: Macmillan Co., 15




A z2tudy by Aricrell) nas ~oncentrated on the problem

2 pe points out that

of dissemination of educational change.
a tellirz reason for tne "lag" 1s the lack of & system to
provide for more inmvative or "beacon-light” districts, who
are encouraged to put the productes of research into practice
for other schools to examine and eventudlly accept. Hlis
procedureg for providing this may or may not prove effec-
t:l\;e. This writer is not at present concerned with whether
or not they are, but the point is that individual school
systems can be seen as the keys to wider and quicker dissem=
ination of ideas and practices.

Despite a lack of general encouragement by accrediting
agencies or state departments of educa.t:lon,3 and despite
general acceptance by most school districts of only slow
evolutionary change, some schools do innovate and accept new
ideas readily. Scme public schools are found to be on the
"erowing edge." What is different about these systems that
meke them more sensitive to new ideas or to "giving things a
try"? Thers have been several studies wh’:h reveal certain

characteristics or traits that seem to be more Ulypical of

EI'Iem':,r M. Brickell, anizing New York State for
Change (Albany: State Educa%‘on Depa Eriﬁ'n"éj,mwﬁj .

3charles E. Teckman, "The Influsnce of State Depart-
ments and Regicnal Acerediting ncies on Secondary School

Experimentation” (Fh.D. dissertation, The Ohio State Uni-
versity, 1962).

-
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innovative school rystems and/or communities in which these
_echocl sys3tems are Jccated. |
Kumpf's research,” for example, indicates that cer-
tain kinds of communlties seem to enkance innovation and
change. He found such variables as high white collar popu-
lation, high owner-occupied dwellings, and high percentage
of individuals fifty years of age and over to be signifi-

cant, Too, he noted that the community tends to have & high

per capita wealth, and a high per pupil expenditure among
other important factors, as well as a generally high under-
standing of "what schools can do." Ross” also notes a high
relationshin between the financial resources of & school
system and its tendency to innovate. Rogers has reported®
that "In fact outstanding innovative school systems are
usually located in particularly wealthycommunities. "
Beginning in the 30's Mort and his students have

devoted much research to the incidencae of innovation in

schcol districts. By and large these otudies have concluded,
as Ross has summarized: "If but one question can be asked on

| Ycarl H. Xampf, "The Challenge of Studies of Adapt-

ability to an Elementary School in & large City" (Ph.D.
dissertaticon, Teachers College, Columbia University, 1949),

PP 13"'150

Sponald H. Ross (ed.), tration for Adaptabil-
it {gew York: Metropolitan Bc%!o!o!% aﬁi Council, '1'9&8) ,
Pe °

GBuute Rogers, "what Are Innovators Liks," or
{nto Practice, II (December, 1963), 269-277. " dhoory
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6
4 the hasis of the response to which a prediction of [adoption
of innovations] is to be made, the question 1is, how muwch is 1
spent per pupil?"7

Yet, not all rich school innovate. Neither are all
less then rich achools change-resistant. And, while com-
munity attitude about providing support for the costs of the
dchool may be an important veriable, the issus as to whether
or not & school is innovative appears to involve more than
community attitude or even community wealth. The school
system 1itself, it would seem, has some control over whether
or not it will innovate,

In 2 very recent research study by Carlion this
position is strengthensd. Carlson studied the diffusion
rate of innovations in two counties located in West Virginia
and Pennsylvania. One of the counties in the study expended

considerably more per child than did the other. In examin-

ing the znmocunt of acceptance of various innovations in the !
. “Two geogiraphic areas and in examining the relation between
the number of new practices accepted and pupil expenditure
devels within the two areas, cArlaon did not find expendi-
ture Jevels to be a powesrful predictor of the amount of
acceptance. Ofriscon found, too, the p;ttarn of adoption in

e — e

Ross, op. eit., p. 15.
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7

both counties to be resated to superintendent's position in
the social structure composed of himself and his administra-
tive peers in the county.e

Carlson has suggested that Mort and the research
studies genarated from Mort's work were narrowly conceived,
He develops the idea that innovation and diffusion in educa-
tion cen be examined from three aspects, viz.:

1. The characteristics of the adopting unit
(individual and/or group)

2. The way the adopting unit is joined to communi-
cation channels and sources of information

3. The position the adopting unit holds in the
scclal structure of like units.

This position is substantiated by research in commun-
ication, as well as in innovations research in the fields of

rural soclology and medicine.lo Carlson points out that the

8Ricﬁard 0. Carlson, paper presented Merch 30, 1965
at the University of Oregon conference 'New Directions in
Research in Educational Administration.”

91bid., p. I:d.

1°El!.hu Kats, "The Two-Step Flow of Communication:
An Up-to-date Report on an Hypothesis," Public Opinion

uarterly, 21361, Spring, 1957; J. W. Riley, Jr.,
ﬁ'.' w. Rﬁcy, "Masas Communication and the Social System,"

Soclology Today, R. K. Merton et al., eds. (New York:
ﬁlﬂ%ﬁ?ﬁ&., 1959); The reader is also directed to
Chapter II of this disgertation for a more congleta report-
ing of research relative to innovation and diffusion.




8
cost-quality studies of Mort and others concentrete only on
the characteristics of the adopting unit amd largely omit
any consideration of the other two factors, both of which
have their basis in innovations research in fislds other
than education. It would sesem, then, that factors other
than wealth also influence innovation and diffusion in the
school setting.

Other recent research suggests that innovation within
the school setting is enhanced or inhibited by the attitudes
and behaviors of those in leadership poaitionl.n The
principalship has been the subject of studiss which have
suggested this latter point. It would seem, however, that
while the principal is certainly in an important position

insofar as instructional and curricular innovation is con-

cerned, his influence on innovation would seem to bs depen- s
dent upon the attitude of his superiors in the administra-
tive hierarchy toward change. Central office staff might be
a more logical beginning point in the sesrch for differences
between innovative and non-innovative gchool districts.

In sumary then, it is not yet known what mukes one
school tend toward innovativensss and another not. If it is

llgark Chesler, Richard Schmuck, end Ronald Lipratt,
"mhe Principsl's Role in Pacilitating Innovation,” %
to Practie IIWber, 0-277; 1se H. r,

1963
cele the local Use af%vﬂ" ucational Prec-
o ;?h.b. dissertation, Teachers
ty), 1951.

tiees Ain Sehool Systéme'
College, Columbia Unde




important that more schools become willing to do field
research and to try out new idesas, if it is desirable to !
foster change, and if the proper mechanisms for providing for F
change have not yet been discovered, it is important that the
existing research in the area of educational change and
innovation be extended and expanded.

The Research Study
Cne aspect of whether or not a school district is

amenable to changs, or whether individusl schools within a
schocl district are pemitted to experiment and do field
research would seem to bs the "organizational climate” which
exists in the central administrative offices of that dis~
trict. Organizational Climate may be generally defined as
the organizaticnal "personality.” Piguratively, personality
18 to the individual what climate is to the organization.l?

This research is designed to examine and describe
central office administrative and supervisay personnel's :
perceptions of themselves as a group and of the superin-
tendent as a leader in highly innovative and in non-
innovative school districts in Ohio. The descriptions result
in what can be calisd the "organizational climate," or the
"personality” of the organigzation.

12pndren g. Halpin and Don B. Croft, ﬁ %&:&w

tional gl%”he schooﬁ (chiolsg: Nidweat ation
enter, veruity o ago, 1963), p. 1.




10
Of key importaace would seem to te the examination and

analyses of the alemer_xta making up the climate. It would
appear vhat through this effort much knowledge and under-
standing could he geined relative to important components
in the creation of a readiness for change, or if the reader
will, a “climate for imovativeness." Certainly knowledge
ard understanding of the behaviors and characteristics of
sdministrative performance teams is requisite to studies
affecting those behaviors. One could hardly be expected to
change productively, or improve the climate for innovative-
nass, or the behaviors which creats this climate, unless he
knew something of the beshavior he was attempting to change,
or of the direction in which he was attempting to move.
This study could provide much data of considerable value in
the aforemcntioned task.

It would seem that the climate which exists in the
cantral offices of a district would, in great'; part, determine 1
the district-wids climate. If the climate was one which per-
mitted or encouraged leadership accs arising out of the group
as & whole, and if it provided approprinte emphasis upon
tagk accomplishments as well as individual social needs of
group menbers, thereby providing for thw fvstitutional goals
and individusl gosls, there would £ollow & situation in ‘
which change might well be cmmsod Tt vould appear that
the result of such & climate would be the threat-free,
m»pmrunng, and idea receptive enviromment so essential

i
|
|
|
|
g
1

o, o N oy,




11
to change or readiness for change. ‘fhis would seem to be
what could be called an open climate and would appear to be
the kind of envircnment in which the change agent or change
agents would most likely meet with success.

Halpin and Croft have developed the Organizational
Climaite Descriptive Questionnaire which has proved useful
in describing the personslity of achcola.13 This question-
naire, which wlll be discussed at some length later in this
chapt?r, provides a way of examining an organization through
individual staff members! views of the "way things are.”
There are eight sub-tests comprising the instrument; four
each which make up the dimensions, Group Characteristics and
Isader Behavior. These sub-tests are referrsd to as "ele-
ments" of the climate. The behavior dimension tapped by
each sub~test is described as follows:

@Group Behavior:

1. Dinongagcment. This refers to the group
membsrs’ tendency to "not be with it." Tne
dimension describes s group which is "going
through the motions,"” a group that is not "in
gear"” with respect to the task at hand, In
short, this sub-test focusses upon & member's
bshavicr in & task-oriented situation.

2. Hindrance. The reference here is to the

groupis feeling that the supurintendent

burdens them with routine duties, committee
demands, and other requirements which might
bs construed as busy work. The perception

is that the ancribed ieader is hindering
rather thaen facilitating their work.

131bia.




3. Esprit. 7This rvefers to "morale." Membere

feel that theilr soclal needs are being satis-
fied, and that they are, at the same time,

gngoying a sense of accomplishment in their
ob.

Intimacy. This refers to the members?
enjoyment of friendly social relations with
each octher. This dimsnsilo: describes &
soclal~-needs satisfaction which is not neces-.
sarlily associated with task-accomplishment.

Superintendentt!s Behavior:

5.

6.

8.

Ajioofness. This refers to behavior by the
superintendent which is characterlzed as
formal and impersonal. He 'goes by the
book" and prefers to be guided by rules and
policies rather than to deal with group
members in an informal, face to face situ-
ation. His bshavior, in brief, is univer-
salistic, rather than particularistic;
nomothetic, rather than idiosyncratic,

To maintain this style, he keeps to himself,
at least "emotionally" at e digtance from
his staff.

Producticn Emphasis. The reference here is
to behavior which is characterized by close
gupervision of the staff. He is nighly .
directive and plays the rols of the "straw
boss."! His communication tends to go in only
one direction, and he 1s not sensitive to
feedback from the starf. :

Thrust. This refexrs to behavior by the super-
intendent which is characterized by his evi-
dent effort in trying to 'move the organiza-
tion." rust behavior is marked not bY close
supervision, but by the superintendentts
attempt to motivate the staff thro the
example which he personally sets. Apparently,
because he does not ask staff to give of them-
selves any more than he willingly gives of
himself, his behavior, though starkly tesk-
oriented, is nonetheless viewed favorably by

.the staf?. ,

Consideration. This refers to bshavior which
is characterized by an inclination to treat

12




staff "humanly"; o try to do a lit'c}a some-
thing extra for them in human terms.

From the scores on these eight sub-tests a profile

can be constructed, for each district, which depicts the
organizational climate. By comparing tho profiles of dis-
tricts, the distinguishing featurez of their respective
organizational climates can be identified. Halpin and
Croft, in their research, were able to devise an organiza-
tional climate continuum with six gredations leading from
"open" to "Closed." They delineated these six "profiles" as
"open, " "Autonomous,” "Controlled," "Familiar," "Paterral,”
and "Closed, 39

This research is an exploratory study of central
office administrative stacfs” in selected highly innovative
and non-innovative school districts in the State of Ohlo.
(Hereafter, the central office professional staff will be
reforred to as the administrative parformance team or APT.)
The research writer will describe the organizational climate
in imovative and non-innovative school districts. 1In this

143b1d., pp. 29-32. (The phrasing in the definitions
has besn modified by the writer, but not substantially
changed, to f1t the particular group with which he is

working.)
15zpad., p. 60,

*Por the purposss of this study all professional
stalf members, including supsrvisors, etc., of the central
office will be considered “aduinigtrative staff” and thus
members of the administrative performance tean.
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description the behavior of two kinds of teem members will be
described, viz., superintendent, anc; gubcrdinate performance

team members.

Problem for investigzation

The hypotheses to be tested in the course of this
study are as follows:

1. Highly innovative school district edministrative
performance teams will evidence a climate which can be
described as more "open' than will non-innovative school
diatrict sadministrative performance teams.

2, Significant differences between highly innovative
and non-innovative school districts will be shown to exist
in elements of organizational climate assoclated with the
group behavior characteristics.

Gorollary 1. Highly innovative districts will be
significantly less "disengaged" than will non-
ncn-innovative districts.

Corollary 2. Highly innovative dlstricts will
reflect a significantly lower "hindrance” than will
non-innovative districts.

Corollary 3. Highly innovative districts will
exhibit a significantly higher "esprit" than will
non-innovativae districts.

3., No significant differences will be shown to exist
between highly innovative and non-innovative districts in
the "mcméy" edepwnt of group beshavior characteristiaes.
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K, Significanc dirfferences between highly lnnovative

and non-innovative school districts will be shown to exist
in the elements of organizational climate associated with

superintendent's behavior cheracteristics.

Corollary 1. In highly innovative districts,
superintendent’s behavior will reflect a signifi-
cantly lower "aloofness" than will superintendent's
behavior in non-innovetive districts.

Corollary 2. In highly innovative districts,
superintendent!s bshavior will reflect a signifi-
cantly lower "production emphasis' than will super-
intendent's hehavior in non-inncvative districts.

Corollary 3. In highly innovative districts,
superintendent's bshavior will reflect a signifi-
cantly higher "thrust" than will superintendent!s
behevior in non-innovative districts.

Corollary 4. In highly innovative districts,
superintendent’s behavicr will reflect & signifi-
cantly higher "consideration” than will superinten-
dent!s behavior in non-innovative districts.

The Study Desipn

jrstrumentation
For the purpose of describing the Organizational

Climate of central offices in innovative and non-innovative
school dictricts, the writer has modified and adapted the
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Organizationai Clinzve Descriptive Questionnaira {ocR)
developed by Helpin and Croft.1®

This instrument, developed and validated initially for
the use in determining Organizational Climate 1in elementary
schools, appears, upon intensive examination, to lend itself
resdily to modification for use in describing climatee as
evidenced in central offices. The guiding principles and
agsumptions underlying the instrument can be seen to b3 such

as to make 1t an effective means of examining administrative

performance teams. The authors state:

In gatherirg material for the OCDQ items, one

— point struck us forec iblg: that an essential

determinant of a school's effectiveneas as an or-
ganization is the pr:!.ncigal'e ahilitv-~or his lack
of ability--to create a "climate" in whick he, and
other group members, can initiate and consumate acts
of leadership. One of our guiding assumptions is
that a "desirable' Organizational Climate is one
in which it is possible for leadership acts to
emerge easily. If an organization is to accomplish 1
its tasks, leadership escts must be initiated. Such ‘
acts can be initiated either by the designated
leader or by members of the faculty. In this view
we have been supported by the central finding that
pervades all research on leadership and group
behavior: an "effective"” group must previde satis-
faction to groud members by giving a sense of task-
accomplishment, and by providing members with the
social satii,f,a.ction that comes from being a part
of & group.+f

P Sy s

A word may be appropriate here relative to the legit-
imacy of adapting this instrument to the central office when
1t was originally constructed for use in elementary schools.

1?Eid .
T1psa., p. 7. |
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Tho original OCDQ hag been carefully validated:8 by Helpin

i
1
and Croft using several methods and involving & study of 1
seventy-one schools. Since this time it has been subjected
to further validation in an even more extensive study by 1
Brown, 19 |
e only changes the current researcher has made in 1
the insirument have involved substituting the word ‘'superin-
tendent” for "principal® and "eentral office staff member"®
for "teacher,' and that of dropping nine items which had to
do solely with teaching, and thus were not applicable to a
central office situzvion. No other items have been substi-
tuted for these nine.

The possible difference in group size, in the opinion
of recognized researchers with whom the problem was dis-
cussed, 20 would not injure the validity of the instrument. |
Sinece individual group members! perceptions of an existing
situation is being described, the change in location of the !
N gituation would not geem vo affect validity. |

Also, the original instrument has been subjected to

use in differing situations and settings and has proved to

15;b1a., Chapters 2 and 3.

19Robort J. Brown, "Identifying ard Classifying an-
izational Climates in Twin Cities Area Elementary Schools {
(Ph.D. dissertation, the University of Nimesota, 1954). j

20pr. David M. Clark, Associste Dean, College of Edu-
ocation, The Ohlo State University, Dr. Jack Frymier, Pro-
fessor of Xducation, The Ohio State University, June amd

3
July, 1964, j
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be discriminating. Andrews, Sargent, Thomes, and Muliak, for

example, have all made use of the Organizational Climate
Descriptive Questionnaire in thelr widely varying research
studies.al Zinn 1s presently conducting & study involving
the central office professional staff of several Ohio school
districts in which he is applying as one of the instruments
of measure the ocnq.22 Frcom his research, as well as the
current resesarcherts study, may come even greater evidence
of the usefulness ¢f the OCINQ.

If, indeed, an instrument does differentiate, it is
useful and has inherent validity. It can be logically
argued that this instrument will differentiate; it has
elready done so in group-leader situations. The only major

21J'ohn Andrews, Faculty of Education, University of
Alberta, has conducted an extensive study (over 180 schools

in the sample) to test OCDQ in elementary and secondary
schools looking for relationships between climate and teacher
satisfaction and between climate and "effectiveness' of the
school. James Sargant, Unlversity of Minnesote, 1s complet-
ing & study about the relationships between organizational
climate and personal variables of prineipals in secondary
schools. Michael Thomas, College of Education, University

of Texas, has completed a study of the relationships between
sub-groupings of senlor high school staffs and their percep-
tions of climate dimendions which has involved eight senior
high schools with a staff size ranging from 19 to 33 teachers.
Stanley Muiiak, Psychology Department, University of Utah,

has employed the OCDQ in & hospital setting (nurses and svper-
visors). All of these research workers have used the OCDQ in
a setting which differs from that in which it was validated.

22rawrence A. Zinn, "Role Dimensions of the Adminis-
trative Assistant to the Superintendent Related to the Organ-
izational Climate of the Central Office in Selected Ohlo
School Distriets® (Ph.D. dissertation in progress, The Chic
State University).
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difference in its application in this study from the orig-
inal study 1z in the locus of the group~-ieader situation.

There are 64 OCDQ (Form IV) items. Nine of these
| have been deemsd by the writer to be unsuitable frr use in
E applying the instrument to administrative performance teams.
[ (The dropped items were so stated that they could not be
| adapted from the eleméntary school setting to a central
{ office setting without risk of doing violence to the intent
| of the item. The reader is referred to the Appendixes where
both the original and the adapted questionnaire cen be
exapined.) The remaining fifty-five items are assigned to
the same eight sub-tests developed by Halpin and Croft. As
previously noted, four of these sub-tests pertain primarily
to characteristics of the group a& a group; the other four
to characteristics of the ascribed leader of the group.
The eight sub-tests are identified as follows:
Group Characteristics:
1. Disengagement
2., Hindrance
3. Esprit
4, Incinacy
Ieader Beshavior
5. Aloofness
6. Produstion Bmphasis

. Thrust
g. Considsratione3

Pscause of the exploratory nature of the research, the

researcher will uot attempt to classify the districts excapt

23Halpin and Croft, op. eit., p. 2.

- T ;
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as "tending tc the open end of the continuwm' or as "tending
to the closed end of the continuum.” The researcher uses,
for comperison, the profiles devesloped by Halpin and Croft
for "Open" climates and "Closed" climates.

To introduce some elemsnt of precision in the &sasess-
ment of climate the researcher has developed a mathematical
operation to be performed as the profiles are compared. This
procedure is described in detall in Chapter III. EBven with
this, however, the assessment is & gross one and, at most,
will indicate a tendency.

The terms "Open” and "Closed" as used in the Halpin
and Croft work, and as they are used in this research, result
in part from Rokeach's study in The Open and Closed Mind 2"
Even as ons can regard minds as open or closed, so are or-
ganizational climates viewsd as open or closed. Openness
would be distinguished by a functional flexibility; closed-
ness by & functional rigidity.%?

The opsn climase can be further distinsuished as
follows. It Gepicts a situation in which members enjoy
extremely high Esprit and low Disengagement. The superin-
tendent’s policies facilitate staff accomplishment of their
tasks and this is reflected in & lov Hindrance. While

2ly11ton Rokeach, The Qpen and Closed Mind (New York:
Basic Beoks,Inc., 1960).

254elpin and Croft, loc. cit.
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friendly relations are enjoyed, there is not an extremely high

degree of Intimecy.

The behavior of the superintendent in the open cli-
mate represents an integration between his own personality
and the role he is required to play ag leader. In this
respect Halpin and ciort view his bshavior as "genuine."
Evidenced is a high Thrust and an equally high Consideration.
There is a low Aloofness score and Production Emphasis 1s
also low, A situation seems to exist, then, wherein the
ascribed leader does not have to monitor staff activities
closely decause staff is indeed producting easily and
freely., Nor does he have to do all the work; he has the
ability, to the extent that this can be inferred from the
scores, to let appropriate leadership acts emerge f{rom
others. Withal, it could be said, he is in "full control of
the situation” and clearly provides leadership for the staff.

Ths closed climate can be distinguished by the fol-
lowing characteristics. Staff members are highly Disen-
gaged. The superintendent does not facilitate task
accomplishment so thsre will be found a high Hindrance
score, BEsprit will bs low. Halpin and Croft did fim,
however, that séhools which ‘1‘011 in the closed category
svidenced an "average' Intimagy. (Apparently even in
closed climates, staff enjoy friendly social rslations with
each other.)

ot S r—— Sy
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The ascribed leader's behavior in the closed climate
evidences high Aloofness and high Production Emphasis but
will show little Thrust. He shows, also, little concern
with the social neads of his staff, this being depicted by &
low Consideration score.

Thus the writer has had defined the extremes against
which to measure innovative and non-innovative schools. The
question may be raised as thesc definitions of open and
closed climates are reviewed, "How high is high?" "How low
is low?" fTo this the researcher can only answer by calling
attention to the fact that there are no norms against which
to meesure highness or lowness but that Le is hypothesizing
that the highly innovative school districts will significantly
differ from non-innovative districts in all bui one of the
dimensions that descrite "Openness" or "Closedness.” Further,
1t is pointed out that the study is an exploratory one; the
ressarcher 1s attempting to discover what differences exist,
1 any, in climates as defined and desoribed by the OCDA..

He is advancing the thought that these differences may be
labeled as indicators of openness or closedness. The CDQ
as adapted is too gross & measure to determine how much
openness or closedneas ther; ia; it will merely describe an
existing phenomenon and perhaps indicate a terndency. Too,
as previously noted, the roaurchor”uau 'aa a'ﬁaiie for com-
parison the prototype profiles of "opan Climate" and "Closed

e =
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Climets"” which issued from Halpin and Croft's research.
These profiles do reflect a score against which ths dis-
tricts in the current ressarch can be measured.

There are, then, two aspects to the analyais in this
research, based as it is on the relationship bstween the
organizetional climate of a district's central office and

the relative degree of innovativensss or non-innovativeness
of that district. In the analysis of the data of this study
a distinction is made between the global concept of organi-
zational climate as reflected in the first hypothesis and the
elements (sub-tests) of the climate considered separately.

Climates are designated in the study by the proefile patterns
described by the eight sub-tests of “the 0CDQ. But 1t was
felt that important reletionships would be overlooked if
sub-test scores were not analyzed separeately, as well. Thus,
the researcher will refer to the "global concept" of organi-
zational climates (the profiles described by the eight sub-
tests) and to the "slements" of organizational climate as
the sub-tests are considered separately. |

Reliability study
The 0CDQ has been subjected to accepted tests of

reliability by the authors, as well as by subsequent users
of the instrument and has besn found to be & rellable instru-
ment. The current researcher, Liowsver, was interested in
determining the degree to which central office APT members
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perceived "what is" similarly. The OCDQ is being applied to
& somewhat different group than the teaching ataff of a
single school. Its usefulness as & single instrument with
the central office staff in individual school districts may
be indicated by a study which would indicate the congruence
of perception of APT members.

Since the researcher is more centrally concemed with

the dependability of the group'!s perception of the "organi-
zational climate," a method of checking reliability was used
which involved computing the correlation, sub-test by sub-
test, between the description given by the odd-numbered
administrative performance team members and that given by
the even-numbered. ‘this method is described more fully in
Chapter IIX.

Study Sample
This study will be limited to the State of Ohio since |

1t 1s within this universe that the writer has available data |
for the selection of the sample. Since the study is explor-
atory and since the plan required the personzl administration
of an instrument to adminiatrative performance teams of each
district to be included, the number of districts to be
studied is small. Too, the writer is interested in looking
oniy at the "extremes" of innovativeness at this point.
Aftar a review of preliminary Ohio Innovations Study
data 1t was decided to select the top twenty d.stricts in
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terms of numbers of innovative practices and those twenty
districis with no or the fewest numbers of lnnovative prac-
tices as the sample. Theee would provide the extremes for
the research. Chapter III explains in detail the selection
of these districts.

The Ohio Innovations Study
The Bureau of Educetional Research and Service of The

Ohio State University, with the co-operation of the Ohlo
State Dapartment of Education, Ohio Education Assoclation,
Ohio Association of School Administrators, and Ohlo School
Boardc Association, began, in the 1963-64 school year, to
collect data relative to the amount and kind of innovation
on-going in Ohio!s public schools. Ultimately, over 300
school districts in the State parcicipated in the study.
This study, carried on under the direction of Daniel
Stufflebeam of the Bureau staff is entitled the "Ohio Educa-
tional Innovations Survey." Serving under Dr. Sfufflebeam's
direction in this survey was a stafi member frorn each of the
co-operating organizations in addition to three doctoral
students in educational adninistration.

The purpose of the initial data gathering was the
development of 2 "catalog" of innovative practices similar
to the Brickell catalog for New York State.20 me method

. ey

26praoksll, op. cit.
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used in the development of the Ohio "catalog" proceeded
through four steps.

Initially, 2 letter from Dr. Stufflebeam was sent to
21l of the public school districts in Ohio. In this letter
ﬁhe purpose of the study was briefly outlined and districts
were requested to complete brief questionnaire forms for each
of seven areas under investigation. The seven areas investi-
gated for their possible innovative practices included
Administrative 0réé.niza.t10n, Business, and Finance; Staff

Personnel; Instruction; Pupll Personnel; Schcol-Community

Relations; Plant; and Research.

Step two involved screening the responses receilved.
Por this task the eight members of the survey team ranked
each of the practices as: (1) Innovative, (2) Maybe Innova-
tive, (3) New National Program (i.e., SMS@, PSSC, ete.),
(4) Not InnoQative but Worthy of Follow-up, (5) Not Enough
Information, (6) Not Innovative. For this initial ranking
no criveria of what was innovative were davejoped. Rather,
members, operating from their own frame of reference amd
experience, independent of each other, and without prior
knowledge of the rank others were placing upon thLa various
~ practices, Judged the practlces. Second questionnzires were
sent when more than half the members agreed that a practice
was either 1, 2, or 3, Too, when the majority agreed that a.

perticular practice was 4 or 5, or better, second question-
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naires were sent so that a more firm assessment could be made,
Practices which received a majority rating of 6 were dis-
carded from further consideration. It 1s interesting to
note, ana important to the writer's propou2d research, that
there were few instances of ranking where there was not
overvhelming independent agreement. In other works, in &
vest majority of the cases true consensus, rather than simple
"ma jority rules' wes the case.

Step three involved sending out second questionnaires
requesting more detailed and spécific information. Second
questionnalres varied slightly in wording depending upon the
kind of possible innovative practice being followed up.
(Staff Personnel, Instruction, etc.)

Step four began as the second questionnaires were re-
turned. This step was the final evaluation, or screening,
of the practices. For this important procedure, criteria
were developed. The following were to be considered in the
selection of programs or practices as belng worthy of inclu-
sion in a catalogue of innovation:

1. Uniqueness: May be unique in eilther or both of
tvo ways, 1.e., conceptualization and implementa-
tion. We are not interested in unique concepts
poorly carried out, but want to include prograns
such a8 national curricula, which, although not
unique in concept, are well implemented.

2. Clarity of Objectives: The achool must have

implemented the program with a2 definite gecal or
goals. '

o
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3. Cars in Planning: A maximum of retion:l prep-
aration for a new orogram is deemed desirable.
This may involve a wide range of activities from,
for example, public relations to special train-
ing for staff members, or even construction of
gpeclal facllities.

4. Relevance: A program dealing with a critical
probiem area 1s to be given advantage over one of
questionable relevance to current educational
problems.

5. Applicabllity: A progrem should apply either
directly or in modified form to meny schools.
This 1s perhaps the least stringent of the cri-
teria since there is great value in programs which
apply to large schools but not to small ones;
rural, but not to urban; primary, but not secon-
dary, ete. However, programs with no possibility
of extension to another school should not be se-
lected.

6. Provision for Evaluation: There must be pro-
vision for some formal means, developed by the
gchool or the district, by which the new practice
is to be evaluated.

Survey teem members were to mark the practices and
programs "visit," "Describe," "List," or "Don't Iist." This
system of marking was for the purpose of catalog development
only. The format of the catalog is such that certain inno-
vations were to be observed in practice and written up at
length, certain others to be described in detall, and the
rest simply listed by geographic arec, All of the practices
marked "visit" or "Describe® were considered innovative.
Those marked "Do Not List" were considered non-innovative and
removed from any further consideration. The "List" designa-

tion was ftreated as partially innovative and the attention

L . . A A m—
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the current researcher gave chese dractices in his research

is fully described in Chapter I1I1I.

Early Sample Selection

The current researcher had aveilable then a population
of school districts with innovative practices. The selection
of the most innovative, or "highly innovative' was a matter
of finding those districts which the data indicated as having
the highest number of irmovative practices or programs. He
recognizes thaet this 1is a groes measure, but would point out
that at this stage of the research in the area to be ex-
plored, it seemed to be the most reasonable of measures. It
is, in a very real sense, a quantitative measure, but qual-
ity of innovation was certainly a factor in the secord
screening as examination of the criteria used in that screen-
ing will show. Thus it can be assumed that if a practice
survived the second scresning, it has passed a test of
quality.

The selection of "highly innovative" districts on the
basis of sheer number then seemed to have some logical merit.
This is not to say that some imnovative practices are not
"more important” than others, or have more impact, or repre-
sent mere real innovativeness, but these designations are at
this time in the realm of value judgment and relatively
incapable of objectivity. The writer 1s using the best
measure that seems to be available. It should be noted that
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& prectice did not have to be district-wide to be included,
but thet the same innovation on-going in more than one place
in the district was considered as simply one innovation.

Non-innovative school districts were selected from
districts which did participate in the Ohio Innovations
Study survey but which were revealed to have few or no prac-
tices which could be labeled "visit," "Describe," or "List."
A more detalled statement of the actual selection of dis-
tricts in the sample is included in Chapter III.

Method of Obtaining Data
After the "highly innovative' districts were discov-

ered by use of the Ohio Innovations Study data, the writer
developed a list of non-innovative schools from this same
data source.

Following the selection of the sample groups the
writer made arrangements for personally administering the
0cDQ (Form IV) as modified. From this instrument came the
bulk of the data to be used in the research. The instrument
vas administered, to APT members in a particuler district
collectively, at one sitting.

Treatment of the Data
The writer has constructed "profiles" for each dis-
trict studied, as well as composite profilles for highly

innovative districts, and for non-innovative school
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districts. Tendencies toward openness or closedness can be
discerned in a study of the profile patterns described by
the eight sub~-tests of the OCDQ. This analysis may be desig-
nated as global.

It was felt, however, that important reiationshlps
might be overlooked if sub-test scores were not analyzed
separately. Too, the writer has hypothesized that there
will be significant differences between innovative and non-
innovative districts on seven of the eight sub-tests. Thus,
innovative districts ware compered with non-innovative in
each of the elements tested by the sub-tests.

The statistical treatment involved the use of mean
scores for each district on the sub-tests. Converted to
standard scores, mean scores for Immovative districts as a
group and non-innovative districts as & group were also to
be computed. Standard mean scores were computed and compar-
ison of the proriles was made with the prototype profiles of
Halpin and Croft. The writer used a t-test for testing the
differences between the means. Since the sample in this re-
search was small, this technique was preferred over other |
tasts which involve the use of normal probability tables .27
Significance was tested at the 1 per cent level of confidence

2Twelter R. Borg, Educational Research, An Introduc-
tion (New York: David McKay, 19b3), Chapter o; Bert Price,
Statistician, Mathematical Computation laboratory Ohio State
i{rg%xeraity, in consultation with the researcher, Octobdber,
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and the 5 per cent level, and since this 1is expioratory
research at the 10 per cent level as well.

As discussed earlier the reliability coefficient is
obtained by computing the correlation, sub-test by sub-test,
hetween the description given on the 0CDQ by the odd-num-
bered APT members in a district and that given by the even-
nunbered. This is one of the tests of rellabllity employed
by Halpin and Croft. This information is presented in a
table in Chapter IIXI. A more thorough explanation of the
methods employed in treating the data can be found in Chapter
III.

Other Aspects of tiis Study

In addition to the preceding sictements of the essence
of the study, the writer was in the position of being able to
examine several aspects that may be of an impinging nature on
innovation in the school setting, or which may reveal worthy
issues for further research.

The rcsearcher collected additional data relative to
each digtrict in such areas as (1) The average deily member=
ship of pupils (ADM), (2) The valuation per pupil, (3) The
expenditure per pupil, {(4) The total expenditure per pupil
that went for instructional costs, and (5) The school tax
rats, These data were secured for the 1963-64 school year.
These data are treated statistically to reveal any signifi-

cant differences.
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The final aspect examined involved comparing rertain

of the blographic date obtsined in the administration of the .
0CDAQ.

Summery
This research 1is concerned with the pcssible effects

the central office organlizationsl climate and the elements
thereof may have upon tne adaptability or "innovativeness"”
of a school district. It examines organizational climate in
eleven "highly innovative” aschool districts and thirteen
"non-innovative" school districts. Research has shown cer-
tain factors such as wealth, size, community attitude, and
population characteristics to be related to the readiness of
a district to change. The current researchér suggests that
still another factor exists and that this factor 1s the
organizational climate that regsides in the central office of
the district.

This research is not designesd to show that central
office organizational climate, or any of the elements thereof,
is the prime cause of innovativeness or lack of it. Indeed,
the central office has not been shown, up to this time, to be
even & ccatributing cause. The leap is too great, the devel-
oped measures too .8, to move to this in this exploratory
research. The research has been designed to examine the

organizational climate and the elements of that climate to
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gee if 1t can be suggested as one of several impinging fac-
tors. This exploratory research *s foo gross to prove cauge
and effect; this will need to be done by future researchers.
By exploring climate in innovative and non-1nnovative school
districts the current researcher hes established the neces-
sary groundwork upon which other research workers may develop
more sophisticated research tools and more sophisticated
research to prove or disprove its relative importance and to
extend the knowledge about innovation in the school settling.

The remainder of the dissertationis organized as
follows:

Chapter II will contain a review of pertinent lltera-
ture and research. This review will have three aspects. It
will contain 2 general discussion of the phenocmenon of inno-
vetion and change agents; a discussion of the psychologlcal
concepts oi cpenness and closedness; and conclude with an
examination of pertin.nt findings in the field of adminis-
trative organization and leadership.

Chapter III contains a discussion of the methodology
and design of the research.

Chapter IV presents and analyzes the data obtained.

Chapter V contains & summary of the writer!s findings
from the data, his conclusions, and the implications of the
study.

1
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CHAPTER II

A REVIEW OF PERTINENT LITERATURE AND RESEARCH

This chapter will be organized into three distinct yet
interrelated sections. Initiating the discussion will be »
general treatment of the phenomenon of innovation in which
there will be examined aspects of the innovative process as
explored by research writers from several fields. The pur-
pose here i3 to discuss general concepts and bulld a frame
of reference from which reader and writer can move with some
common urnderstandings.

The second section will briefly discuss the psycholog-
ical concepts of openness and closedness as they might relate
generelly to the innovative process and specifically to the
dissertation problem at hand. To use Iewin's concept, open-
ness can be described as functional flexibility; closedness
as functional rigidity.aa

In the final section of the chapter, the emphasis is
upon the educational orgenization, leadership behavior within
that organization, and the guiding theory of administration
under which the research is pursued.

28xurt Iewin, A Dynamic Theory of Personality (New
York: McGraw-Hill, 19357, pb. Igﬂ-§§§. .
35
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Innovation and the School Setting

0f some concern today especially is the responsiveness
of public education to needed change. Few would suggest that
mejor changes have not occurred in the past fifty years but
questions are often raised about the rate and direction of
these changes.

Yesterday's student of education would undoubtedly
evidence amazement at the transition from the one-room frame
school to today'!s modern buildings equipped with central
libraries, cafeterias, language laboratories, and all the
other vestments of an educational plant of the 1960!'s. Too,
the arrangement of courses, the emphasis now on the sciences

over the humanities, and the general enlargement of the cur-

riculum, might also cause wonderment. The electronic gadgetry

of today!s schools would serve to add to the confusion.

But ag yesterday!s scholar was provided with some
time to assimilate these apparent changes, he would probably
become quite comfortable. Desplite the changes in facade and
facillty, in techniques and technology, few of the changes
were beyond the realm of possibility in the early 1900!'s.
The change that has characterized the schools is a slow evo-
lutionary change, é.nd largely "randor change," if this term
can be used as the opposite of the socilal-psychological con-
cept of "planned change."

Too often this change by evolution, or by "fit and
start, ! has been looked upon as the only way possible. Yet

Ty
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”1t has léft schools inadequate not only to meet the challenges

of the future but also the challenges of the present.

Miles® points out ". . . education 1s supposed to be the
main soclalizing agent and developmental support for an in-
dustrialr society undergoing exponential change." Yet in
Brickell's studySo it was found that the average school in
New York State, while "tripling" its innovxtion rate in cur-
ricular practices following the launching of the first Soviet

satellite, was able to achieve this great increase by success-

fully installing only one such innovation per year!

It has become increasingly apparent over the last
fifteen years that schools are not making the required rapld
adjustments to & very rapid socletal change. The schools
have relatively recently come under attack on all sides and
schoolmen are forced to deal daily with powerful and deter-
mined advo&ates of change in the social, economic, technolog-
ical, political, and religious realms. It 1s as If all at
once our schools in many ways ae not good enough and it would
appear that evolutionary change is even less adequate than
before.

29Matthew B. Miles, "Education and Innovation: The
Organization as Context," a paper read at Career Development
Seminar, University Council for Educational Administration
ggldlgguthe Auburn University, Auburn, Alavama, October 25-
¥ [}

30Brickell, op. cit., pp. 493-532.
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Planned change &s a concept

What 18 being called for is "planned change'; charge
which 18 ordered and in response to the demends of the time.
Unfortunately, planned change as a concept has not been
utilized in effecting educational change. It has been sug-
gested by some that educators! misunderstanding of the “erm
1tself has been a major deterrent to its use. Some educators
seem to respond to the term as if 1t were some type of thought
control. In other soclal process fieiés, notably agricul-
ture, the concept has been accepted in its soclological
context and employed with great effectiveness.

Yet, the presumption that there are agents and forces
which might be utilized to facllitate the change process in
education has proved valid. Witness the success of the
Course Content Improvement Projects of the Natlonal Science
Foundation. Four years after the introduction of the
Physlcal Sclence Study Commission materials, the PSSC staff
reported that these materials were Iin use in cne~third of the
secondary school physics classes. Similar results are
reported for the "new matnematics." This process of diffu-
sion has not been evolutionary. Indeed, it hgs been
revolutionary. The mechanism by which the change wes
effected 1s well known. The group moved to eliminate all
possible roadblocks before the introduction. Certain forces

were presumed to influence the pace of change in the school
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setting. The dollar harrier was removed; new texts were
developed; teachers were pald to witend institutes; supple-
mentary readings, ncw laboratory equipment, and audio-visual
alds were developed; and a partnership of university
scholars, secondary teachers, and lay advisers was utilized
to develop tests and disseminate the change.

It 1s true that one successful curriculsr project does
not illustrate all there ia to knuw about educatioral change.
However, the National Science Foundation does demonstrate
that in educatlion ¢s8 in other areas, one does not have to
walt for evolution--controlled and planned change is pos-
slble. Planned change 13 possible; that is, once identifica~
tion is made of the factors which operate to facilitate
change, and once those factors which inhiblt change are

identified and removed.

The Phenomenon ¢f Tnnovation

Rescarch in innovation and diffusion may be obhserved
in the reéearch tradition of such disciplines as anthropol-
ogy, rural sociology and agriculture, medicine, industry,

") 4 education. The importance of such research in these
fieldis goes well beyond the simple discovery and description
of elemenis of a process.

Regearch on the subjeet of innovation and diffusion in

the field of rural sociology is the moet extensive. This
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research, expressed ir the work of the Cooperative Extension
Service of the United States Department of Agriculture as
well as in many state departments of agriculture, has re-
sulted in great changes in agricultural practices over the
past four decades. Rogers3l has reported over 200 such re-
search studies in diffusion by rural soclologists.

From this body of research, the Rural Soclological
Soclety has been able to classify the diffusion research
findings32 under four broad headings:

1. The differential acceptance of farm practices
ag8 a function of status, role, and motivation.

2. The differential acceptance of farm practices
as a function of soclo-cultural systems.

3. Dirffusion as the study of cultural change.

4§, Diffusion as a problem of the communication
of information.

33

Lionberger”- in a more detailed categerization of dif-

fusion research in agriculture, has identified eight areas

31Everett M. Rogers, Diffusion of Innovations (Glencoe,
Illinols: The Free Press, 1962).

ical Regsearch on the Diffusion and Adoption of Farm Pr

(Iéggngfon: Kentucky Agriculture Experimer. S%ation,
1052 ).

32No”th Central Regi (r
3 . gional Soclology Commititee, Sociolcg-
’ actices
2,

33Herbvert F. Lionberger, "The Diffusion Research
Tredltlion in Rural Sociology and Its Relation to Implemental
Change in Public School Systems." Paper presented at the
Symposium on Identifying Technlques and Principles for Gein-
ing Acceptance of Research Results of Use of Mags Media in
Education, Lincoln, Nebraska, November 24-27, 10€3.
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for use in classificatlion of research on the adoption of new
agriculture practices. They are:

1. Personal characteristvics of the acceptor.

2. Position of the individual (acceptor) in the
soclal anG communicative structure.

3. Identification with membership in various types
of formal locallty, kinshilp, reference, and
clique groups and clique-likes soclal arrange-

e ments.

4., Group norms relative to the acceptance of
changes.

5. Inherent characteristics of chanrge ltself.

6. Exposure to various types of mass medis . . .
sources of farm information, the mediating
influence of people, such as individuals and
in groups, and the flow of information through
interpersonal communicetlve necworks.

7. Situational factors relating to the farming
unxrt.

8. The role of (chanze) agents in the adoptive
- process.

Unfortunately, little effort has been made in the
£1eld of education to identify the processss of imunovation,

diffusion, and adoption. The work of M.ort,3q Ross,35

3”Pau1.R. Mort and Francis G. Cornell,  American
Schools in Transgition (New York: Bureau of Publications,
feachers college, columbia University, 1o41).

35ponald H. Ross (ed.), Administration for Adaptabil-
ity (New Yo~%: Metropolitan School Study Councidl, 19355.
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Cocking,36 Brick:ell,37 and Miles,38 as examples, do gilve some
clues to the ccmplexity of the problem of innovation, diffu-
gsion, and adoption in the context of the public school sys-
tem. Some of these works, as well as others, will be

examined more closely later in this chapter.

Change agents

3 ';l‘.

T™e research for which this chapter is being written
concentrateg on one aspect of the innovation, diffusion, and
adoption process; the change agent. Lippitt39 and other
30cial psychologists with an interest in the iynamics of
small groups gave popularizatibn and meaning to this term.
Since 1t was first applied in the middle 1940!'s to small
group processes, the term has bee; widely used by research
workers interested in innovation and the diffusion of
innovation.

A change agent can be defined as that person and/or
agency concernzd sith thg development, introduection, and

adoption of innovasions. The llterature of rurai scclology

36yalter Cocking, The R<§_§na1 Introduction of Educa-
tional Practices in Urban Schoo ems of the United State
(New York: Bureeu of Publications, %Eacﬁers COIIege, EqumEia
University, 1951).

3TBrickell, op. clé.

3%1atthew B. Miles (ed.), Innovation in Education
{N¥ew York: Bureau of Publications, Teachers College,
Columbia University, 1964).

3%Ronald Lippitt, ‘me Dynsmics of Planned Chenge (New
York: Harecourt, Brace, and ﬁor'?a1 Company, 1958).
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hag variously called thls person or agency by such names &as
"local influential," "opinion leader," "key influential,"

"adoption leader," or simply as a "leader." (See studies by

40

Lionberger, welch,ul Ma.x'zssl-x,“2 Ryan,q3 Rogers,"q and

Wilkening.”5) The following develops a eclearer description
of change agents:

« + » the innovabtors (including the discoverers,
inventors, elaborators, systematizers, codiflers,
promulgators or decodifiers, and other developers
of novelty). Secomnd, the term agent of change in-
cludes donors referring to the entrepreneurical
organizations responsible for the mobilizing, shap-
ing, transporting, trensmitting, merchandising,
informing, propagandizing activities of the human
carriers of novelty. Flnally, the term agents of
change refere to acceptors . including the

40xerbert Lionberger, "Some Characteristics of Farm
Operavors Sought as Sources of Farm Information in a
Missouri Community, " Rural Sociology, 18 (December, 1953),

327-38.

41J. M. Weleh and Cooley Verner, "A Study of Two
Methods of Diffusion of Knowiedge," Adult Education, 12
(Summer, 1962), 231-37.

420, Paul Marsh and Iee A. Coleman, "Farmers Practics~-
Adoption Rates in Relation to Adoption Rates of Ieaders, "
Rural Sociology, 19 (1954), 180-81.

43pryce Rysn and Neal C. Gross, "The Diffusion of
Hybrid Seed Corn in Two Iowa Communities,” Rural Scoclology,
8 (1943), 15-24,

bieveritt M. Rogers, "Opinion Ieaders in the Commanie
catisrn of Azricultural Tech.clogy." Paper presented at the
Amerdcan Sociologlical Society Meetling, Seattle, Weshington,
Avgust, 1958.

4

5Eugene A. Wilkenlng, "Informal Ieederz and Innove-

tiong in Parm Practices,” Rural Soclology, 17 {September,
1952), 231-37.

o
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individuals, assoriatlons and lnstltutions which
abgorb the novelty as a part of the "going con-
giz?ﬁg‘which they themselves in point of fact
This definition indicates that change agents are not
necessarily inventors or even "prime acceptors” but rather
are to be found along the innovations continuum as "secon-
dary acceptors,” "promulgators," "elaborators,' etc. This
= concept is important to the dissertation for which this
) review of literature and research is written. Many, perhaps
most, of the practices which have been labeled 1lnnovative by
the Ohio Innovations Study Evaluation Committee are not
v unique with the districts participeting ln the study. They
‘3 are not practices which the district itself "invented" or
| even practices that district was the "first" in the State to
accept. Rather, most of the innovations or innovatlive prac-
tices in the districts considered for the purposes of this
regearch as "highly innovative" districts are being carried
on in other digtricts in the Nation and some other districts
in the State, They are nct being carried on, however, in
ﬁ% the State of Ohlo in very meny districts. Thus the practices
areé unique at least in the State, and the districts carrying

Y them on, if not in mo3t cases Inventors or prime acceptors,
.

46pani Meadows, "Novelty and Acceptors: A Soclological
3 Consideration of the Acceptance of Change." Paper prasented
Sy at the syaposium on Identifying Techniques and Prineiprles for
% Geining Acceptance of Research Results of Use of Mess Media
in Education. Lincoln, Naobraska, November 24-27, 1963.
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are prime acceptors, bromulgators, or-secondary acceptors in
the State of Ohio. These Glstricts are innovators; they are
charnge agents.

Brickell“7 points out that in order for school dis-
tricts and their administrators to be encouraged to adopt a
new practice, they must be able to see this practice func-
tioning within other districts which have characteristics
similer to their own. The product of basic research when
made operational in "life setting” by some innovative school
districts does indeed spur change in many other districts.
This dissemination procedure 1is well substantlated by the

48 Marsh,ug Rogers,5°

research in other areas. (Katz,
Wilkening.”t)
Research on innovation and the diffusion of innovation

in such diverse fields as rural soclology, industrial

4THenry M. Brickell, Ovreanizing New York State for
Change (Albany: State EducatZon Departiment, Y, PpP. 65-T1.

48514nu Katz, "Me Social Ttinerary of Technical
Change: Two Studies on the Diffusion of an Innovation, "
Humen Orgenization, 20 (Summer, 1961), pp. 70-82.

49paul c. Marsh and Iee A. Coleman, "The Relationship
of Neighborhood of Re.idence to Adoption of Recommorded Farm
Practices, " Rural Sociology, 19 (December, 1954), pp. 385-89.

SQEverett M. Rogers, Diffusion of Innovations
(3lencoe, T1linois: The Free Fress, 1502).

5ipugena A. Wilkening, "Roles of Communicating Agents
in Technological Change in Agriculture,” Social Forces, 34

(tiay, 1956), pp. 361-07.

Py




engineering, and anthropology indicates that the unit of
adoption is usually the individual. In education studies,
the unit of adoption is usually the school system. But, of
course, & school system itself is composed of people inter-
acting with each other and reacting to each other.

The importance of the use of selected group processes
and communication skills by change egents in personal contact
situations has been demonstrated in studies by welch,52 Brod-
beck,53 and Iewin.5% These studies indicate the importance
of personal involvement as opposed to telling by an authority
as & key variable in effecting change in human behaviocr.

Diffusion studies in vhich social systems having a
hierarchy of personnel have been involved,such as those by
Brickellsss Farnauorth,56 and Grirfithq§7 have found the

52Welch and Verner, loc. cit.

53May Brodbeck, "The Role of Small Groups . Mediating
the Effects of Propagenda,” Journal of Abnormal anu Social
Psychology, 52 (March, 1956), pp. 106b-(0.

SY%urt Lewin, "Studies in Group Decision," Group
D cs, ed. Cartwright and Zanders (Evanston, Illinois:
Row, j5E’¢.E¢ez'aon Company, 1953).

55Brickell, op. cit.

56philo T. Farnsworth, Adeption Prccesses in Public
School Systems (New York: Bureau o cations, Teachers
College, %qumbia University, 1940). '

5Tpaniel B. Griffiths, "The Elementary School Prin-

cipal and Change in the School System, Theory Into Fractice,
II (December, 1963), pp. 278-84., See also Ebgn.ﬂbmﬁﬁiil

Daniel Griffiths, ard Norman Frederiksen, Administrativé Papr~
formance and Pevsonality (New York: Bureau of Publications,
Teachars college, columbis University, 1952).
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single most influential change agent in school systems to be
the legally constituted leader, i.e., the superintendent or
principal. Brickell,58 in discussing this, has said:

An administrator is powerful because he can mar-
shal the necessary authority, if not the necessary
leadership, to precipitate a decision. He may not
be, and frequentlv 18 not, the original source of
interest in a new type of program, but unless he
gives 1t his attention . . . 1t will not come into
balng.

But what makes one person innovative or one particular
organization innovative? Innovators are characterized, by
definition, by an openness; a receptivity to change. Why
does one superintendent receive and pass on new ideas and
what causes the particular group of individuals in an organ-
ization to accept and promulgate change? Some examination
of the psychological concepts of openness and closednets 1is

now appropriate.

Opennegs_and Closedness

As indicated in the previous secticn, the characteris-
tic of innovators or charge agents is one of openness to new
jdees and practices. The psychological concept of “openness"
ard its antithesis "closedness' has been examined in some

depth by Rokzach and his associates.Jd

58Brickell, op. cit., p. T.

2%Milton Rokeach, The Open and Closed Mind (lNew Yorlk:
pasic Books, Inc., 1960). —

[
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The basic characteristic that defines the extent to
which a person's kelief system 1s open or closed is, accord-
ing to Rokeach, the "extent to which a person can receive,
evalucte, and act on relevant information received from the
outside on its own intrinsic merits, unencumbered by irrele-
vant factors in the situsation arising from within the person
or from the outside,"60

There 1s much long-standing research in psychology and
related fields which has concentrated on open'and closed
belief systems and no exhaustive listing of these research
studies or the literature resulting from them will be
attempted here.

Adorno and associates®l present an exhaustive study on
closed belief systems as they explore the authoritarlan per-

6

sonality. Fromm®c has chronicled the events in the develop-

ment of a closed system in an entire nation. Maslow6 and

60rokeach, op., eit., p. 57.

61T. Y. Adorno, et al., The Authoritarian Personelit
New York: Harper 950). oee also Richard Christie and
gey Cook, ide to Published Literature Relating to the
Authoritarian Personality through 1956," The Journal of

Paychology, XLV (April, 1958), pp. 171-99,

6251 0k Fromm, Escape from Freedom (New York: Farrar
and Rinehart, 1941).

63abraham H. Mae;ow, 'Registance to Acculturation,”
Journal of Social Issues, 7 (1951), pp. 26-~29,
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Mik.ol,64 among others, have contributed research more directly
appropriate to innovation and personality. (Maslow has also
written extensively about the zuthoritarian personality'®d a e
classic example of the closed belief system.) '
66

Psychologist-anthropologist Kardiner!s™™ research in
the area of basic perscnality structure indicates that cul-
tures take on certain basic cheracteristics that are re-
flected in the personality mekeup of most who are products
of that culture. This also holds true for groups and sub-
cultures and may lend credence to 2 point of view which sug-
gests that individuals who remaln in particular organizations
will reflect a basic personality of that organization, which
is in turn, of course, affected by the personality of the
individuals. Whether or not this is suggestive that closed
organizations attract persons with closed belief gsystems and
open organizations attract their personality counterparts f

— presents an interesting issue. Since, as will be discussed ;

in some length in the {inal section of this chapker, at least

6“3. Mikol, "Open and Closed Bellef Systems as Corre-
jates of the Acceptance of New Music and Its Composers”
(Pn.D. dissertation, Michigan State Univeresity, 1958).

65Abraham.Maslow, "The Authoritarian Character Struc-

; ture,” Journal of Social Psychology, 18 (1943), pp. 401-411.
= 66Abram.xard1ner, The Individual and His Soclety
| (New York: Columbils University Press, 1030). Abram Rardiner

et al., The Psychological Frontiers of Sociétx_(New York:
Columble Unlversity Press, 5)e ‘
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a portion of the energy of an organizatio.a is spent in main-
taining that organization, it would seem that an organization
would nurture and attract ilndividuals of a personality type
which would not threaten the organization.

Merton67

ralses thls same question as he developed
research about the bureaucratlc organization of govermment
and the persconality structure of individuaels working within
the bureaucracy. He concludes that certain simlilar individ-
ual personality types are drawn to this type of organization
and indeed maintain the organization long after true funetion
has ceased to exist. Much earlier works by Hughes68 are
generally supportive and illustrative of this point of view.
Halpin and Croft®9, among others,70 have suggested

that just as individuals can be open or closed, so might

6TRobert K. Merton, "Bureaueratic Structure and Per-
sonality” in Clyde Kluckhohn and Henry A. Murray, Personality
(New York: Alfred A. Knopf, 1962), pp. 376-385.

"68E. C. Hughes, "Personallity Types and g e Division §f
Labor," American Journal of Sociology, 33 (1928), pp. T54-€

and "Institutiona ce an e Pergon," American Journal
of Soclology, 43 (1937), pp. 404-14,

6%alpin and Croft, op. cit., p. 1.

TCpaniel ariffiths, "Administrative Theory and Chenge
in Organizations," Innovation in Education, ed. Matthew Miles
(New York: Teachers Ccllégé Bureau of pPublications, 1964);
Daniel Griffiths, "The Nature and Meaning of Theory," Behav-
loral Sclence and Educational Administration, the gﬁrd Year.
book of the National Joclety ror the Study of Education, Part
II, ed. Daniel E. @Griffiths {(Chicsgo: University of Chicago
Press, 1904); Harry Randles, "Relationship between Climate
and Attitudes of Beginning Elementary Teachers" (Ph.D. :iis-
sertation, The Ohlo State University, 1964); Robert J. Brown,
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organlzations. The personality of an individual 18 likened
to the climate of an 01'35.1’1123.1?1011.71

Too, Miles'2 writing about the subject of educational '
innovation, or lack of 1it, r.28 submitted that "the invention,
adoption, adaptation, and diffusion of educational innova-

tions depends very centrally on the state of the imrmediate
soclal systems--schools and colleges--in which they are to
become operative.” Therefore, Miles states, attention to the
structure and functioning of educationzi organizations be-
comes easential if the processes of educational improvement
are to be understood and controlled in any coherent way.'S
Abbm:t,74 among others, ls generally supportive of this

point of view. -

"Identifying and Classifying Organizational Climates in Twin
Cities Area Elementary Schools" (Ph.D. dissertation, Univer-
sity of Minnesota, 1964); Gordon Hearn, Theory Building in
Social Work (Toronto: University of Toronts P%éaa, Ig?@;,
pp. 44-50,

71The term “organizational climate” did not originate
with Halpin and Creft. S'ee, for example. Chris Argyris,
"Some Problems in Coneeptualizing Organizationel Climate: A

Case Study of a Bank, " Administrative Science Quarterly, II
(March, 1958), pp. 501~520. '

72Hatthew B. Miles, "mducation #nd Innovation: The Or-
ganization as Context." Paper read at Career Development Sem-
inar, Universifty Council for Educational Administration, held
at Auburn University, Auburn, Alabam, October 25-28, 1964,

T31p1d., p. 2.

TiM. 6. Abbott, "Hierarchial Impediments to Innovation
. ir Educetional Orgenizations."” Paper read at Career Develop-
ment Seminar, University Council on Educational Administra-
tion, Auburn University, Auburn, Alabama, OGctober 26-28, 1964.
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Most studies of innovation, Miles points out, in or
out of educationgl systems, have centered on the characteris-
tics of the individual innovator, the innovation itself, its
diffusion across systems, ete., with little attempt being
mede to analyze the structure and functioning of the innova-
tion~-receliving system as a context for innovation.75

The study for which thls chapter 1s being written pro-
vides for scme analysis of the type Miles is suggesting. The
locus of the cwrrent reccarcher!s study is the central office
of highly 1nno§at1ve and non-innovative school districts.
The concluding section of this chepter will be devoted to a
revievw of some of the pertinent literature and research rela-
tlve to organization and administration as it might capecial-

ly pertain o innovation in the school setting.

Organization, Administration, and Change
Albright hag written:

If education, at all levels, is required to perform
major roles in the culfure dynamics of change-rate
and directicn (while maintaining appropriate con-
slstency and stability), it must be personified by
effective agents of change in its administrative
leaders. Perhans one of the most important roles of
the adminicicative leader is that of an innovator.
Meny persons would argue that this is the central
role for one who heads a school system, a college
or a unlversity. Whatever the degree of importance
granted, his effective behavior in the arduous task
of innovation is a function of general compliance
with certain principles which have stood empirical
tests, if not in education in other fields. These

75Milea, op. cit., p. 3.
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principles related to the involvement of appropri-
ate persons in the innovative process, the inter-
pretation and dissemination of information, the
identiflication of goals and purposes, the sources
of resistence to change, the probable effects of
specific change in related aspects of culture, the
roles of the innovator and othera in the process
of chunge, the soclal-psychological functioning of
groups, structures, and 383 expilcit values and
bellefs of participants.

Campbell, Corbally, and Ramseyer write, however, that
change must be of two kinds; change in individual staff mem-
bers and institutional change.!! The suggestion 1s made that
program changes

for the total institution emanate from changes in
individuals . . . ; but some effort needs to be
maede %o group these changes [in some meaningful
way]. Ieadership and co-ordination on the part of
adminigsrators should provide not only the climate
for change to occur, but the procedures by which
changes in individuals c&g add up to systemwlde

or institutional changes!

The multifunctional organization

Mest theoretical models suppert the view .. the organ-
ization as multi-functional. In order to be effective, that

is, in order to achleve the goals of the orgenization,

T6p, D. Albright, "An Administrative Staff College for
Education," Preparing Administrators: New Perspectives, ed.
Jack A, Culbertson ephen P. Hencley (Columbus: Univer-
sity Council for Educational Administration, 1962).

TTRoald F. Cempbell, John E. Corbally, and John A.
Ramseyer, Introduction to EdQucational Administration (Boston:
Allyn and Bacon, Inc., 1902), P. 229.
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organizations devote a part of thelr resources to other funce
tions such as the creatlon of further means to the goal, the
maintenance of the units perfofm:l.ng the goal actlvities, and
the-social 1ntegré.tion of these units.

For example, the public school organization secures
the support of the community; by stating acadenic achievement
ag & major goal. This 1s an end to which part of 1ts re-
sources are devoted. But, some rescurces gust also be
devoted to the personal needs satisfaction of the organlza-
’cior.\\a]. members which are not directly related, and indeed
mey be antagonistic, to achieving the stated goals of the
organlzation.

E’czione79 argues persuwasively from this perspective in
determining the effectiveness of an organization. He main-
tains that a proper goal model for determining organlzational
effectiveness would show that the organization has different
goals from the ones it claims to have, pa.rticularlly from its
publicly stated goals. The public goals are .i.tended to
enlis?t the su.nort of the public to the organlzation; support
which in all probability would not be forthcoming for its
priva e goals. However, the private goals-~organizational

meinte: ance, service and custodial functions--are as

TAmitas Etzioni, "Two Approaches to Orgenizational
Anelysis. A Critione and a Suggestions" Administrative

Science Quarterly, 5 (September, 1960), BP. 257-278.
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eggentlal to the continuing existence and eftectiveness of

the organization as the public goals.

If an orgeni :ation were to invest all of its resources
to the realization of its public goals, there would be threut
of a complete breakdown of the system so that even the
attainmeht of the public goals would become unlikely.

Getzelsao takes account of the multi-dimensional
nature of organizations when he conceptualizes both a
nomethetic and idlogrephic dimen=zion. The administrator!'s
role in such a model is to mediet2 between and to harmonize
potentlially conflicting forces in the organization.

Thus there 1is pictured the need not only for task
accomplishment within the organizetisn but also the social
needs aat;afantion of individuals operating in the organiza-
tion. The more congruence the chief administrator is able,
by his actions, to bring about between the needs of the
individuals ia the organization and the needs (task accom-
plishments) of the organization, the more likely the organi-
zation is to move toward its goals.

Early literature with respect to organization, as evi-
denced by Barnard,a1 advanced the concept that organizations

SRR

8°Jacob W. Getzels, "Administration as a Social

Process, " Administrative Theory in Rducation, ed. A. W.
Halpin 1ChIcago: HIawesE“IHE!n¥§€bhEIEH Uﬁﬂfér, University
of Chicago, 1958), pp. 151-159.

GQCheater J. Barnard, The Functions of the Executive
(Cambridge : Hurvard University Press, 1030).
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nust be concerred with both effectiveness arnd efficiency. To

Barnerd, effectiveness meant the achievement of the goals of

the institutlon, while efficiency reflected their achievs-

ment with appropriate regard for the people in the organiza-

tion. In the same vein, The Perscnnel Research Board at the
Ohio State Unlveraity, in studiles of status of official

leaders of organizations, discovere¢ two major dimensions of

effective leaderahip; initiating structure in group interac-

tion and consideration.82 Argyris too, has postulated the

same conditions in his stuly of personality conflict and

organization.83

Pertinent administrative theory

The adminiztrasive theory developed by Guba and

Getzelssu presents the preceding quite clearly. In every

institution there are certain expectations which express the

norms for behavigr in that institution. These ncrms are

82palpn M. Stogdfll end Alvin E. Coons, Issder Bo-
havior: Its Description and Measurement (Columbus: Bureau of
Business Nesearch, The Ohlo State vhiversity, 1957).

83¢chris Argyris, Personality and Orgeriization (New
York: Harper and Brothers, I§57)T'x""“""“

8“Jacob W. Getzels and E%on G. Gudba, "Social Behavior

and the Administrative Process,” School Reviewi IXV (Winter,
1957), pp. 423-41. See also, Roald Campbell,
for the Practice of Adminiatration'" and Danjel E. Griffiths,
"Te Nature and Meaning of Theorg,' Behavioral Science and
Educational Administration, the 63rd Yearbook oi

onal Joclety Tor che tudz of Education (Chicago: Uni-
versity of Chicago Press, 1964).
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essentlally goal-oriented. But, the theory shows, institu-

tions are composed of people and these organization members
have need-dispositions that also bvecome pertinent to the
behavior of people in the organization.

Administration in the Getzels-Guba :fxodel is conceived
as & hierarchy of subordinate-superordinete relationships
within a soclal system. In function this hierarchy is the
locus for allocating and integrating roles and facilities in"
order that the goals of the social system may be realized.
There are two dimensions to the social system: the nomethetic
which consists of institution, role, and expectation; and the
idlogrephic which consists of the individual, his personal-
ity, and his need-disposition.

It is hypotheslzed by Getzels that there are three
types of conflict tb be found in organizations. “"Role-
personality coanfliets” occur when there is discrepancy between
the expectations attached to a given role and the pattern of
need-dispositions of the individual to whom the role is
assigned. "Role conflicts" occur whenever the individus) to
whom the role is assigned is required to conform simultan-
eously to a number of inconsistent or contradictory expecta-
tions, so that adjustment to one set of requirements makes
adjustment to another outside the realm of possibility.
"Personality conflicts” occur when there are opposing neceds
and dispositions with the personality of the individual
asswuing the role.
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Thes2 three types of conflict represent incorgruence
in the nomothetlic and idiographic dimensions, end in the
interaction of 't;he two. Griffith985 points out that "within
the framevork of the theory, it may be generalized that such
incongruence is symptomatic of administrative failure and
leads to loss of productivity in both the individual and the

. organization."”

-

Organizationel climate
Halpin and cr'oat't;a6 in their research ’nto organiza-
tionel climate deal with both dimensions in the @Getzel theory.

In fact, an open climate 1s deﬁineq &3 ong in which there 1is
attention to both task achie*@;ne\m and social-needs. ‘he
closed climate is defined as one which marks a situation in
which the group members obtain little satisfaction in respect
to elther task achievement or social-needs. In short, it is
& sltuation where the superintendent is ineffective in di-
recting the activities of the staff and at the same time he
18 not inclined to look out for their weifare.ST

The operational definition given to open climate em-
phasizes that this is a situation in which organizational
members derive high levels of satisfaction toth from their
interpersonal relations with fellow workers and from accom-

plishment of the tasks assigned to them by the organization.

B1pid., p. 103.
8Ha1pin and Croft, op. eit.
871p1a., p. 66.
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Guest'se researchsa is supportive of the thesis that
the educational administrator who wishes to provide for pro-
ductive change needs to promote the open climate. Guestis
study of successful change in an industriasl organization
basically chronicled the change from a closed to an open
organizational climste.

In terms of organizational climate, Halpin end Croft89
have identified six climates, from "open" at one end of a
continuum to "closed" at the other. They found that a
school possessing an open climate, which they deemed as most
effective, was a lively organization, moving toward its goals
while at the same time providing satisfaction to the members
of the organlzatidn. (Chapter I contains the basic elements
of the Halpin and Croft organizational climate.)

An important espect in the effective leadership of an
organization is the perceptions of the leader held by the
group with which he is working, as well as the perceptions
of the group which the leader holds. Some corment hes
already been made by the writer relative to the importance

of perceptual congruence.

‘ 88Robert H. Guest, Organlzational Change: The Effect
of Successful Ieadership (Fomewood, 1.llinois: Dorsey Press,
Inc., and Richard D. Ifgin, Inc., 1962).

89Ha1pin and Croft, op. cit.
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Helpin and Croft discussing the principal of an open,
and thus effective, school characterize him as follows:

The behavior of the principal represents an
appropriate integration between his own personel-
1ty and the role he is required to play as princi-
Pal. In this respect his behavior can be vievied as
'wenuine." Not only does he set an example by
working hard himself (high Thrust) but, depending
upon the situation, he can either eriticize the
actions of teachers or can, on the other hand, go
out of his way to help a teacher (high Considera-
tion). He possesses the personal £1exibiIity €o
be "genuine" whether he be required to control
and direct the activities of others or be required
to show compassion in satisfying the social needs
of individual teachers, He has integrity in that
he is "all of a plece" and therefore can function
well in either situaticn. He is not aloof, nor
are the rules and procedures which he sets up in-
flexible and Impersonal. Nonetheless, rules and
regulations are adhered te, and through them, he
provides subtle direction and control for the
teachers. He does not have to emphasize produc-
tion; nor does he need to monitor the teachers?’
activities closely, because the teachers do, in-
deed, produce eagily and freely. Nor does he do
a2ll the work himself; he has the ability to let
appropriate leéadership acts emerge from the
teachers (low Production Emphasis). Withal, he is
da full control of the situation 558 he clearly
provides leadershlp for the staff.

The term "genuine" is used by Halpin and Croft in much
the same way that Argyris uses the concept of "authentic-
1ty."91  Authentic rvelationships ave, thus, those kirnds of
relationships in which an individual enhances his sense of

self- and other-awareness and acceptance in such a way that

901bid., pp. 61-62.

9onrie Argyris, Interpersonal Competence and Qrgani-
zetional Effeetiveness\(ﬁomewé%&, TITInols: The Dorsey Press,

Inc,, LU02), Pe 2l.
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others can do the seme. He 18, in other words, whet he
appears to be. A 2

One of the gulding assumptions of the Halpin and
Crof't work as well as of this research is thet an organiza-
tional climafie which will be most effective will be one in
which 1t is possible for acts of leadership to emerge easlly
from whatever source. One essential determinant of a
school?s effectiveness noted by Halpin and Crofto2 was the
ageribed leader's ability, or lack of ability, to create a
climate in which he an@ the other group members could initi-
ate and consummate acts of leadership.

If an organization is to accomplish its tasks, lead-
ership acts must be initiated. However, it should
be noted that we do not assume that leadership acts
need be confined exclusively to the designated
leader, himself. Such acts can be initiated either
by the leader cr by members of the faculty. If the
leader fails to provide sufficient leadership acts--
and leadership acts of sufficient "quality," in
that they are "acce?ted" and that they also lead

to increased group "effectivenesst.-then members

of the group will seek to offer the "leadership"
required to make the group "effective.!" In this
view we have been supported by the central find-

ing that pervades all research on leadership and
group behavior: An "effective" group must provide
satisfaciion to group members in two major re-
spects; it must give a sense of tesk-aczomplish-
ment, and it must provide members with the social
satisfg tion that comes from being & part of a
group.

923alpin end Croft, op. eit., pp. 7-8.
9B1bid., p. 8.
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And, a8 the authore note, this is simply a parapbrasg2

of Barnard!s insistence that a group be both "effective" and
"efficient, "

Administrative structure

Frequently, &8s has been shown in the first section of
thie chapter, the most important factor in change-rate 1is
access to ldeas and concepts of others. An administrative
structure which operates to inhibit the free flow of ideas
and leadership acts,frcm whatever the source of those ideas
ard acts, retards the growth and orderly change of the organ-
ization,

And so someone, somewhere in the organization must
declde to change, or be intrigued with a new 1ldea and help
soneone else declide to effect a change. Tantamount to the
success of bringing this change about is "openness"' within
the organization and free floﬁ of communication.

In & hierarchical organiza%ional arrangement such as
is found in an educational system, it would seem that the
gsuperintendent would be the key to the innovative process.
He certainly must pass judgment upon the acceptabllity of
the change--or even or. the decision to examine the change.
At the very leagst he must have created the image of himself
es receptive to new ideas and operate in such & way that

Slichester I. Barnard, The Functions of the Executive
{Cambridge: Harvaerd University rress, 1030).
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others in che organization feel free to eltter bring ideas to
him or to pursue on thelr own, ideas which seem to have merit.

Some would quarrel that the superintendent is not this
powerful; that a district could well be lnnovative and not
have & very innovative leader. This research worker is not
saying that the superintendent is a2ll-powerful and spends
his time passing judgment on this or that idea. He is say-
ing that unless there is a style of leadership which enables
others in the organization to feel free to let their own
i.c-l;ag*emerge vithout threat and which reflects a receptivity
to these ideas and any others regardless of their source,
there will be little the organization will do but maintain
the status guo.

Briclcellgs seems to find that the chief administrator
was the single greatest enhancer or inhibitor of innovation.
Griffiths in his study of the relationship of the elementary
school principal) to the change p:'ocess96 found this group
seldom responeible for the introduction of a new idea to a
school system. He conciuded that the reason was largely thet
the elementary principal wus at least three steps away from

S

95priciell, op. cit.

96!)an101 E. Griffiths, "The Elementary-School
Principalship and Change in the School ngtem, " Theory into

Practice, II (December, 1963), pp. 278-2
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the "top" even in a small school district. Concluded
Griffiths:

It seems, therefore, that if we are to have change

in school systems, we cannot look to the principal

to initiate this change. The initiative for change

must come from the top. Once change is sanctioned

by ais superiora, the principal will work to effect

that change at the bullding level.

In muech sariiar studles, Mort and Cornell spoke to

this same po:l.nt;.98 They noted that in their study in "90
per cent of past adeptations, the superintendent has taken
an active part as leader, supporter, or follower" and that
in over half of the cases his position has been that of
leader, Their study again reflects that it is highly impor-
tant to a districil's adaptablility that the superintendent
maintain his leaderahib through its "quality" rather than
because of any hierarchy lnvolved.

It appears from our study that the trend toward

delegating funetional responsibility and main-

talning control not 8o much through a line of

responsibility but through coordination and

leadership is that form of schogQl organization

most conducive to adaptability.99

Thus we can view the attitudes of central office per-

sonnel as critical to change in the organization, exvecially

as those attitudes set the tone for the organization. The

971pbsd., p. 283.
%paul R. Mort and Francis G. Cornell, Adaptability
ns,

of Publis School Systems (New York: Bux, of Publlca
Teachers CoLiege, ioIEEBia University, 1938).

91pad., p. 224.
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superintendent!s role is one at least of a key fecilitator of
change, if not a prime irnovavor. His actions, attitudes,
end style of administration may be suen an %0 inhibit his
subordinates from seeking change; indeed, he may attrect to
the central office those only interested in maintaining the
status quo, or it may be suck to encourage much interest
among staff in seeking the new,

" Together the attitudes and perceptions of the central
office group may reflect the "personality" of the system as
& whole. At the least, of coursge, and by definition, it re-
flects the personality of the central office. This "person-
ality” has been defined as organizational climate. Climate
is to the organization what personality :Ls' to the
individual,l00

Summery
This chapter t'ms baeen corncerned with an examination of
the research and literature relative to the change process,
the psychological concepts of openness as it seems to relate
to adaptablility and change, and to an examination of change
within the organizational setting. The first two sections
of the chapter created a logical framework within which this

100mme term organizational climate seems to have been

originated by Chris Argyris.Sec Chris yris, "Some Prob-
lems in Corceptualizing Organizational Climate: 2 Cast Study
of a Bank," Administrative Science Quarterly, II {March,

1958), pp. 50I<520.
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. research 1s c¢ - .sucted. The third section has indicated the
framework whereby the organiuation is to be studied and has
revealed pertinent findings from other research which show ‘
the central office to be of scme importance in the adapte- ‘
bility of a school district.
The research and literature reported in this chapter
lends credence to the suggention that central office or more
properly, central office climate, is indeed a contributing
cause of innovativeness or lack of it in & school district.
The research which follows 1s designed to inqQuire more
deaply invo this suggestion.
Chapter III will contain a discussion of the methodol-

ogy¥ and design of the research.




CEAPTER IXI
METHODOLOGY AND TESIGN OF THE RESEARCH

The current researcher has, through the Ohlo Innove-
tions Study discussed in Chapter I, a population from which
he cen examine possible relationships of imnovation in the
achool district setting and organizational climate, or ele-
ments thereof. There hat also been described in Chapter I
an instrument, the OCDQ, which will be used tc describe the
organizational climate of highly innovative and non-innova-
tive districts included in the study. The o¢xamination of
pertinent research and literature in Chapter II has further
developad the problem and has sxplored pertinent existing
data about innovation, the psychological concepts of openness
and closedness, and the concepts of administrative organiza-
tion which relate to the problem. This chapter will deal
with the specific methodology employed and develop the design
of the research.

The first step in the development of the reseaicn wad
aimed at discovering districts which could be labeled "highly
innovative” and "non-innovative." These terms need
definition.

The label "highly imnovative" was reserved for thcee
twenty districts participating in the Ohio Innovations study

67
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vhich had the highest number of on-going practices labeled as
innovative by the evaluation committee of The Ohio Innova-
tions Study. For the criteria used in determining whether or
not & practice was labeled as innovative, the reader 1s
referred to Chapter I. The "non-innovative" label was to be
attached to those twenty districts which had the least num-
ber of innovative practices on-going, among those partici-
peting in the original Chio Innovations Study.

There were applied two other criteria which served to
modify the list of school districts to be used in the re-
search. First, in order to secure sufficient group size for
the application of the 0CDQ, the districts in the study were
required to have a central office administrative performance
team of at least five members. This minimum size provided
for sufficient diversity of function and role to provide
complax interaction patterns. This did eliminate smaller
districts from the study, however.

Secord, since a considerable portion of the "Climate®
18&pMmtwmimwmm1@wpmMumpwwmmmof
the superintendent!s behavior, it is important that the
superintendent be the same one holding tenure at the time of
the original Chio Innovations Study, which was conducted
during the 1963-64 schcol year. Thus, districts which hed

.
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experienced a change in superintende.its since the 1963-64

school year were not included in the atudy.,lm

Selection of Districts in the Research
The first task, then, became that of the selection of
highly innovative school districts in Ohlo. As stated, this

was to be accomplished by discovering those districts which
had the most practices on-going which could be describeg_ as
innovative. Programs evaluated as "Describe” or "visit" by
the Ohio Innovations Evaluation Committee were to be consid-
ered definitely innovative (see Chapter I).

A problem arose about how to treat programs evaluated
as "List." It will be remembered that this category was
reserved by the evaluating committee in the Ohio Innovatlons
Study for practicea vhich could not be labeleé non-innova-
tive, 1.e,, "Don't List" but which either did not meet all
the criteris establiahsg for a practice to be labeled "innova-
tive” or for which there remained some doubt 1in committee
members! minds as to the innovativeness of the practice.

The category was also reserved for practices which, if they
were nct highly innovative, were at least practices of some
educational significance which were being exceptionally well

carried out.

L

10lpanies 1 and 2 reveal the original highly innova-
tive and non-innovative districts before these criteria
were applied.
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In other worde. many of these practices could well be
highly innovative, but the evidence was not consider2d to be
as8 strohg as it was for those prectices labeled "Deseribe"
and "Visit.”

Examination of the compiled raw data revealed that the
"11st" category contained a considerable number of practices.
With such & high number of practices, it was felt some con-
slderation ought to be given the category as a factor con-
tributing to the selection of hlghly innovative school
districts.

Obviously, however, the numbers of practlces in this
category should not be treated as of equal power as practices
felt vo he definitely innovative. Some type of weighting
appeared necessary. A value would have to be asaigned.

The question became one of selecting a numerical value
which would express an appropriate difference in power be-
tween the "visit-Describe! category and the "List" category.
In the final analysis any assigned vaiue difference would be
in the realm of subjective judgment. This being so, the
researcher assigned the value of 2 to the "visit-Describe"
category and 1 to practices in the "IList" category. The
only argument that can be offered is that this does differ-
entlate hetween the two categories in such a way as to lend
more importance to a practice which met all the criteria of
innovativeness and received overwhelming consensus a8 an

fnnovative practice by the committee.

!
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2 Whether these practices are only "half as innovative"

. or whether only half of those in the "List" category are ‘
"truly" innovative is not the issue. The issue was one of
allowing some credlt, in effect, for these practices, with-
out allowing them to dominate the study and thus possibly
distort the findings.

In the judgment of the statisticiani®? who assisted
the writer, such a welghting of 2 to 1 would not result in
statistical differences because of purely arbitrary numeri-
cal weightings. Once the preceding decision was made, the
task became one of "totaling the score,” so to speak, to
discover those districts which were to be called highly

e it e n o o S T ol e e e e 7 e e, i et e+t e Mt e et

innovative,

" All of the data collected by the "Ohio Innovations
| Study" had been punched in IRM cards. The writer needed to
discover, for each of the 313 districts which had partici-

"* pated in the study, the number of practices labeled "Visit,"
"Describe, " and "List." T 2 cards wers sorted and a fre- l
quency count run on column 11 of the card (the reting column)
for each district. Column 1l was punched either 1, 2, 3, or I
4 which indicated whether a practice had been evaluated as
"¥isit," "Deseribe," "List," or "Don't List."

This was tabulated for each district and a “print-

oft" made. The writer then had available a complete listing
- .
T 102papt 1. Price, Statistician, Mathematical Computa-

tion Laboratory, The Ohio State University, in consultation
' with the researcher, October, 1964,
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of all 313 districts In the study and the number of practices

labeled "Visit,' "Deseribe, " "Iist," and "Don't IList” in each
district.

The next step involved multiplying those practices in
the first two categories ("Visit" and "Describe") times 2
and adding this figure to the number in the third category
("List") to arrive at the fiéure to be used to determine
relative innovativeness.,

Following this, the writer selected the top twenty
districts in the study. These he labeled "Highly Innova-
tive." (It should be noted that, as it happened, no district
mede this sample, solely on the basis of a large number of
"T.st" category practices. All had & number of practices
categorized as "Visit or Describe.") Because a few school
districts had like scores, this 1list was actually composed
of 22 districts (Table 1).

Next he applied the criterion that districts in the
study must have at least five members on their central
office administrative performance team.1°3 Application of
this criter;on required five districts to be dropped from
the list.

A second criterion was applied. Since the organiza-

tional climate to be described seems to center on the

103gqucational Directory (Columbus, Ohio: State of
Ohio, Department of kEducation, i9b3-6u); Rducational Direc-
tor§ éCOIumbua, Ohio: State of Ohio, Departient or Bducation,

-65).

-
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TABIE 1

SEIECTION OF HIGHLY INNOVATIVE SCHOOIS IN THE SAMPIE

# Prec- # Prace

tices tices # In

Rated Rated Wgtd. Type Central New
District 1 or 2 3 Total Score Rank Dist. Office Supt.
31-1-25 22 8 30 522 1 City 86 No
25-1-29 12 22 3 6 2 8 25 o
18-1-111 8 19 27 35 3 " 9 No
76-1-79 5 21 27 33 y o 13 Yes
57-1-99 5 10 15 20 5 " 3  No
48-1-12 5 9 14 19 6 " 11 No |
31-1-10 Q 1 10 19 6 8 o <
43-1-103 8 2 10 18 8 7  No ;
ug-l-lso 7 3 ¢ 17 g 22 No . |
18-1-8 P 13 15 17 g 6 Yes ;
78-1-140 4 9 13 17 g " 14 No
76-1-22 6 h 10 16 12 ¢ 12 No
18-2-11 6 4 10 16 12 Ex.vill. 2¢ No
57=3-355 5 5 10 15 14 local 5 No
T1-3-U4Y4 6 3 9 15 g " 1¢  No
18-1-116 4 6 10 14 6 City 17 No |
20-1-35 1 12 13 14 5 " g No
73-1- 2 1 12 13 4 16 Yes?P
18-1-65 5 3 13 19 12 No . j
18-1-104 5 9 i3 190 " 11 Yes |
18-1-146 ? 8 10 12 21 ¥ 2C No
87252 1 10

11 12 21 BEx.Vi1l. 2° No

. s

Spractices rated 1 or 2 assigned weight of 2. Praci:ices
rated 3 assigned weight of 1,

beiiminated because of change in superintendents.

ros ®Eliminated because of insufficient number in central
office.
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superintendent and is depencent upon the nature of superin-
tendent-staff relationships, it was deemed necessary that
only those districts wuich retalned the seme superintendent
in the intervening year between the time of the initial data
collection for the Ohl> Innovations Study and the collection
of data for the current research be included in the study.
The epplication of this criterion caused four additional
districts to be removed from the study. This information was
available in the 1963-64 and 1964-65 State Educational Direc-
gggz,lou Thus, the writer had remaining thirteen "nighly-

innovative' districts.

Non-innovative districtas were selected in much the
same way as highly-innovative. The writer sought to select
“he "bottom" 20 districts in terms of numbers of innovative
practices. The term non-innovative as it is used in this |
regearch needs explanation. This term refers to the initial f
21* districts which had the lowest weighted score of innova-
tive practices, among those participating in the Ohio Imnova-
tions Study with an APT of at least five members. A4s can be
seen {Table 2) these districts typically have some practices
which have at least been labeled "Iist." They are, however,
the bottom group, and are cailed for the purposes of this

research, "non-innovative."

1087p44a,

*Mmere were 21 districts because some distriets had
identical "sccres."
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| TABIE 2 |
SEIECTION OF "NON-INNOVATIVE" SCHOOLS IN THE SAMPIE |
# Prac- # Prac-
tices tices # In
Reted Rated Wgtd. Type Central New
District 1 or 2 3 Total Score Rank Dist. Office Supt.
18-1-13 0 1 1 B | city 11 No
- 50-1-21 1 3 4 5 17 5 No
- i8-1-28 0 1 1 i 1 " i6 Yes
. 57-1=3 1 0 1. 2 6 " 15 No
x 79-1-3 0 y Y 4 ji2 " 9 No <
15-1-41 0 1 1 1 1 " 5 No ‘
2gadm 0 3 3 3 100 ° 7 No .
18-1-45 0 2 2 2 6 5 Yes
72-1-49 0 2 2 2 § " g No
18-1-52 0 4 m m 2 No
4=1-53 ] 4) 1 2 & " 6 No
78-1-54 1l 3 4 5 7 7 No
52-1-74 2 1 3 5 i7T 16 Yo
-1-76 1 1 2 3 10 " 5 Yesb
9-1-84 0 1 1 1 1 v 14 No
35~1-87 0 4 y Y 12 " 5 No
i
18-1-124 0 y I 4 2. " 9 No
25<1~145 2 1 3 5 7 " g Yesb
85-1-152 2 1 3 5 17 ¢ No b i
R 2G=1:154 0 1 1 1 1 17 Yes {
s 50=1=155 2 0 2 i 12 " 10 No {

T —

—— —

e‘Praceiees rated 1 or 2 assigned weight of 2, Practices
rated 3 assigned weight of 1.

P2liminated because of change of superintendents,
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From the same frequency count used for determining the
highly-innovative districts were determined those districts
with the lowest innovations score. These districts were sub-
Jected to the criterion requiring them to have at least five
members on the APT.195 The districts surviving the applica-
tion of this criterion are shown in Table 2.

_ Next, the writer again went to the 1963-64 State Edu-
cational Directory and the 1964-65 State Educational Direc-
ggmlos to determine which, if any, had new superintendents.
Five districts were found to have new superintendents and

vere eliminated from further study. Thus, the number of non-
innovative districts became 16 districts.

Da.j;.a Collection
Once the districts to be included :!.n the study were

determined, the next step was to secure the cooperation of
these districts. It will be remembered that the writer was
personally vo administer the OCDQ to the administrative per-
formance team of the ceéxtral office in a particular diatr-ict,
collectively, at one sitting. 07

Because of the small number of districts identified
for the study, it was important that most agree to be a part

105p14. 1061p44..

1°7Adzn1nig1:rat1ve performance team as operationally
defined in Chapter I includes supsrvisors, directors, ete.,
as well as administrators..

DYl 3T ot i el A e ST Y
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of the study. The writer made the initial contact to these
diatricts\by letter to the respective superintendents on
March 22, 1965. (A copy of the initial contact letter may be
found in Appendix B.) He followed up each of these letters
one week later with a telephone call o the superintendent

.- of each district at which time he received the superinten-

i;‘ dent!s answer as to wiether or not he would agree to have
his districtt!s central office participate. After receiving
an affirmative angwer; the researcher arranged a specific
date and time for the administration of the questionnaire,
Thirteen of the non-innovative districts agreed to partici-
pate and eleven of the highly innovative agreed to partici-
pate. Table 3 shows the pertinent data about the districts
which were finally included in the study.

The months of April and May, 1965 were spent visiting
the school districts included in the study for the purpose
of administering the OCDQ. By May 7 all the data were col-

) lected. The collected data were then taken to the Numerical
Ccomputation Iaboratory at The Ohio State University for
processing. The firat step became that of transferring the
data from the questionnalre to IEM carda so that the various
compilations and statistical procedures could be performed.
Districts were identified on the IIM cards by & cods number |
of three Aigits,
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TABIE 3

SCHOOL DISTRICTS WHICH PARTICIPATED
IN THE STUDY

~ e A -

= = —— e
a Wgtd. Tym a wstd‘ Tym
District Score District District Score District

25-1-29 (005) 46 City 50-1-21 (103) 5  City

18-1-111 (009) 35 " 70-1-74 (113) 5 !
) 48-1-128 (003) 19 " 85-1-152 (110) 5 "
31-1-108 (010) 19 " 79-31-38 (111) 4 "
43-1-103 {006) 18 " 18-1-52 (109) 4 "
43-1-150 (001) 17 " 35-1-87 (106) 4 "
78-1-140 (008) 17 " 18-1-124 (105) 4 "
76-1-22 (012) 16 " 50-1-155 (107 4 "
57-3-355 (004) 15 local 57-1-33 (112) 2 "
: 18-1-116 (007) 14 City T72-1-49 (101) 2 "
o 18-1-65 (0c2) 13 " 4-3-53 (04) 2 "
= 18-1-13 (02) 1 "
$¢ 15-1-41 (108} 1 "

&At this point, a new code number was assigned for more
, convenience in punching the data on IEM cards. This new num-
. ber is listed in parenthesis. Numbers baginning *ith O indi-
B cate an innovative district; numbers beginning with figure 1
indicate a non-imnovative district.
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Analysis of Data

In order to test the hyrotheses of this study, it was
necessary to compute, distriet by district, a district-mean
subtest score for each of the 8§ subtests. These scores
define the "average™ response of the APT members for each
respective subtest. The mean scores (raw means) were
obtained for each o the 24 districts participating in this
study and are shown in tabular form in Appendix D. Then a
mean score for the 11 innovative districts as & group {(mean
of 11 means) was calculated for each subtest. Mean scores
for the 13 non-innovative districts on each subtest were
similarly calculated.

So that the districts could be compared individually
as well as by sample type, 1.8., highly'innovative or non-
innovetive, with the prototypic profile of open und closed
climates developed by Halpin and Croft,108 1t was necessary
to convert the raw means, by subtest, per district to
double-standardized scores with a mean of 50 and a standard
deviation (s.d.) of 10. Thus, the scores were standardized
twice: first, normatively, and secomd, 1peat1ve1y.1°9

loaualpin end Croft, op. cit., pp. 3 and 59.

109mhe current researchera only reason for converting
the raw scores into double standardized scores was to allow
him to compere the districts in his research to the prote-
typic profiles developsd by Malpin and Croft. Halpin and
Croft's reasons for double standardiging their raw scores
were for initial development of the ins t and are wore
fully explained in Halpin and Oroft, op. eit., pp. 55-56.

e e mree = e ————— e et T
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Normatively, the subtest scores were standardized
across the sample of 24 districts. Thus, each subtest was
standardized according to the mean and standard deviation of
the total sample for that subtest. The standardization
formula used 1s:

X, . =X 2.2 = the standerd score
s.d.X X44 ™ raw score

Xi = population mean
s.4.X = 8.4, (population variance)
These stendardized scoree were then standardized again,
this time, ipsatively (within each district). Accordingly,
2ll the subtest scores were standardized with reapect to the
mean and standard deviation of the profile scores for esach
district. These standard scores by definition have a mean
of zero and a variance of one. The standard scores were
then converted to standard scores with a mesn of 50 and &
gtandard deviation of 10 by the following formula:
10(stendardized scora) + 50 = standard score with a mean
_ of 50 and 8.4. cof 10.
The 8 standardigel scores for each district will be
veferred to as the profile for that district. The next
step was to obtain o mean of the 11 innovative &utﬂcts"
standardived scores on each subteet so that & prototypic pro-

file for the innovative districts as a group could be con-
structed. Similarly, & profile for the non-innovative
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districts as a group vas constructed. These celculations
having been performed, it was possible to test the first
hypothesis.

Testing the hypotheses

The first hypothesis states:

Highly innovative school districts! adminis-
trative performance teams will evidence a ciimate
which can be described as more "open! than will
non-innovative school district administrative
performance teams.

In order to test this hypothesis, it was necessary to
compare each of the 24 district!s profiles, as well as the
composite profile for innovative and non-inanovative groups,
to the prototypic profiles of open and closed orgenizational

climates developed by Helpin and CroftllC (Table 4).

TABLE 4
PROTCTYPIC PROFIIE SCORES

! : o '
Q ] o a
55: g o 2 i & o
ks 4 0% 0§ & 33 ¢ &3
2 :§ a D o & E R
L 2 g 2 2
£ = [ lﬁ < é[ éi [}
Open 43% 43 gg 50 42 43 61 55
Closed 62 53 3 54 55 54 41 44

&Ths numbers represent double-standardized scores (both
normatively and ipsatively), with & mean of 50 and & stand-
ard deviation of 10,

AP FOTIROREAD

130p.1p4n and Croft, loc. eit.
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The method used to comparc the profiles obtained in
this study to those of Halpin and Croft to determine which
districts tended to be cpen and which closed was that of
construeting profile similarity acores. A similarity score
wes obtained by computing the absolute difference between
each subtest score in a district’s proille to the correspond-
ing subtest score in each of Halpin and Croft's open and
closed profile scores. Then the absolute differences between
the profile scores for each district and the open and closed
prototypic profile scores developed ty Halpin and Croft were
summed., (See Tables 6 and T, Chapter IV.) The lower the
sum, the.more similar are the two profiles. Thus, a district
tended td be more spen if & lower similerity score was ob-
tained by comparing it to the open profile than that
obtained by comparing it to the closed profile, and vice
versa., A similar procedure wes follewed in determining
whether the innovative and non-innovative districts! profile
gcores tended to be open or closed.

These procedures having been followed, the researcher
had compared highly innovative districts as a group and the
non=innovative districts as a group to Halpin and crofﬁ'a
profiles and was now in & position to state whether innova-
tive districts tended to be more "open" and non-innovative
districts more "closed." He had also takan the process one
step furthar to point out any atypicalness that might exist

R, oy
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within the two groups. This wae done by compering sach indi-
vidual prefile with the Halpin and Creoft prototypic profiles.’

The writer is then in a position to say whether or not
the hypothesis holde. He 1s also able to show exceptions
existing within the two groups by comparing districts indi-
vidually with the prototypic profile.

The first phase of this research 1s a gross one and in
effect sets the stage for the remainder of the research. The
rest of the researcn concentrates on & subtest by subtest
anelysis. It is concerned, largely, with determining which
elements appear as more related to the innovative process,
as well as with testing tl':e specific hypotheses.

The remaining hypotheses w?ll be tested through the
use of a t test of the means. A parametric distribution of
the sample 1s assumed. The number of innovative districts
and non-innovative districts is 11 ard 13 respectively. A
t test of the means for independent samplas was applicable
for this study. This test does not require that the two

samples be equal in number.

Significance will be checked at thres levels: 1%, 5%,
and 10%. In exploratory research, such as the current study,
it is important to use, in addition to the usual rigid tests
of significance, a lass rigid test. The research is tapping
& possibie cause of innovativensgs in the school district
setting that has not yet been adaquately subjected to
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research. The guldepusts are few. It would seem unreason-
able to apply the sam2 significance level that is appropriate
in more fully charted research. Thus, the 10% level is in-
troduced in addition to the more rigid levels. At the leest,
en item which is significant at the 104 level 1s suggestive.

The second hypothesis states:

Significant differences between highly innovative

school districtes and non-innovative school dig-

tricts will be shown to exist in the elements of
organizational climate associated with the group
behavior characteristics.

Corollary l. Highly innovative districts
will be significantly less "disengaged" than
will non-innovative districts.

~ Corollary 2. Highly innovative districts
will reflect a significantly lower "hindrance"
than will non-innovative districts.

Corollary 3. Highly innovative districts

will exhibit a significantly higher "esprit®

than will non-inpovative districts.

The significance of three elements of the group dimen-
sion of organizational climate is being tested here. The
procedure 1s to compute the raw mean scores of the highly
innovative group in each subtest and compare them with the
raw mean scores in the non-innovative group.

The third hypothesis states:

No significant differences will be found to exist

between highly innovative and non-innovative

school districts in the "intimacy" element of

group behavior characteristics.

In Halpin and Croft's research relative to open and

closed organizational climate, it was discovered that even
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in very closed organizational climates members obtained at-
isfaction from their friendly relations with other members
and schieved an average "intimacy." Similarly, on the whole,
in open climates group members enjoy friendly relations with
each other but they apparently feel no need for an extremely
high degree of "intimacy."

The same procedure is followed as was used on testing
the second hypothesis except that a two-talled t-test is
ugsed since this hypothesis is stated in the null “orm.

The fourth and final hypothesis and 1ts corollaries
state:

Significant differences betweern highly innovative
and non-innovative school dlstricts will be shown
to exigt in the elements of organizational climate
asgoclated with superintendent!s behavior charac-
teristics.

Corollary 1. In highly innovative school dis-
districts, superintendent!s behavior will reflect
a significantly lower "aloofness" than will .super-
intendent!s behavior in non-innovative districts.

Corollary 2. In highly innovative school dis-
trists, superintendent!s behavior will refiect a
significantly lower "production emphasis"” than will
:ugeiintendent'e behavior in non-innovative dis-
ricts.

Corollary 3. In highly innovative districts,
superintendent!s behavior will reflect a signifi-
cantly higher "thruet" than will superintendent!'s
behavior in non-innovative dilstricts.

Corollary 4. In highly innovative school dis-
tricts, superintendent!s behavior will reflect a
significantly higher 'consideration" than will
superintendent®s behavior in non-innovative

"Qistricts.

po—desnalitfibte- Sutefand
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This hypothesls deals with the dimension of organiza-

tional climate whl has to do with the superintendent'’s he-
hevior. All elements of this dimension are hypothesized to
reveal significant differences between the highly innovative
and th2 non-innovative. As in hypotheses two and three,
this is tested by comparing the total mean scores of the
highly innovative group with the total mean scores of the
non:innovative group in the study.

Since the direction of the difference between the sub-
test scores of the innovative and non-innovative districts
had been predicted in hypotheses two and four, & one-tailed
test of significance was used to test these two hypotheses.
The tvo-talled test was &pplied to hypothesis three concern-
ing "Intimacy" since no difference was predicted. As
Fergusonlll states the problem: "A one~-tailed test is used

where the investigator's a priori speculation predicts a

Reliebility study
After the treatment of the hypotheses, the reliability
study is reported. Since the writer was concerned with the

|
difference in one direction only." g
|
f
i
|

dependability of the group's perception of the "organiza-
tional climate,” a method of computing the reliability was
selected which provided a measure of how well the AP per-

ceived ths "organizational cl;.nate“ as & group.

1llgeorge A. Ferguson, Statistical Analysis in Psychol-
ogg and Education (New York: McOraw-RILIl Book 50., Inc.,
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4 correlation wae run betwesn the odd and even APT

members! scores in each district, subtest by subtest for all
the innovative districts ac a whole, and one similarly ob-
tained for the non-innovative districts. Thus, a reliability
coefficient was obtained for the mnovauve districts and one
for the non-innovative districts on each aubtut. These
correlation cosfficients {reliability coefficienis) provided
data for a comparison to see whether ths APY in the districts

viewed the elements of organizationel climate as a group.

Other Aspects to be Examined
As stated in Chapter I, the researcher will examine
certain aspecte of the school districts participating in the
study that, while not playing a role in the major emphasis
of the gtudy, are felt to be worthy of examination due to

their apparent significance or because they may te of some
asgistance to future research workers in th2 field of inmno-
vation and administrative organization.

Data wns <:o|_up:.:le<!1:"2 for each innovative apd non-
innovative diatr:lci: relative to the averege daily membership
(A.D.M.), the assessed valuation per pupil, the expenditure
psr pupil, the percent of thes total expenditure per pupil
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that went for instructional costs, and the school tax rate.
In order to determine whether there were any signifi-
cant differencea betwesn the innovative and m;x-innovative
districts on any of these rive factors, the Mann-Whitney U

Test was used. Thaes are rank data and an a priorl examina~

tion of the data did not seem to indicate a normal distribu-
tion of the factors under considsravion, The resesrch worksr
therefore selected & non-parametric statistic for his tests
of significance.ll3 e Mann-Whitney U Test was selected
because it is the me ¢ sensitive of the non-parametric tests.
The Mann-Whitney test is said by Siegelll! to be a powerful
test and an excellant substitute for the t-test. Use of the
test requires that the research worker enter a 'z! table for
significance levels.

The data were easily ranked and the data fulfilled
all of the other requirementa necessary for use of the test,
such &3 having an underiying continuity. The two-talled
test of significance was used aince no prediction of signifi-
cance had been made. The .01, .05 and .10 levels of

1135, M. Downle and R. V. Heath, Basic Statistical

PB%‘ i’" York: Barper & Row, 1959), Chapter 18;
. ge tric Stetistics for the PBshavioral

gcagas v aw = DO); B W,
o Ue land, Non-Paramstric éutla ics and Short-Cut
W!wvﬁm ¥ Interstats rrinters, 1057).

1l4g1egel, op. cit.

e ay A TP e A Wi coprn. e r—m
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significance were cousidered appropriate since these were the
levels of significance used for the hypotheses of this study.

The final aspect to be dealt with concerns the bio-
grephicel data collected about the APT members ii the dis-
tricts participating in the study. The researcher's primary
interest was in determining uhetheg any aignificant differ-
ences could be found to exist between the administrative per-
formance teams of innovative districts and the administrative
rerformance teams of non~-innovative districts. The blo-
graphicel factors considered were: (1) mean chronological age
of APT!s, (2) mean years of experience in the education pro-
fession, (3) mean years of experience in the present dis-
trict's central-office. The APT meambers in innovative dis-
tricts were compared as & group to the APT members in non-
innovative districts.

These data wiil be presented in tabular form inr Chap-
ter IV and will be shown as frequency distributions within
the several categories. 1In addition to presenting the fre-
quency distributions in tabular form, the researcher calcu-
lated "t!'s" on the mean scores of the two groups in eesch of
the three biographical items to be considered to determine
if any significarnt differences appeared betwsen innovative
and non-innovative districts. The results of these t-tests

of the means are also shown in Chapter IV.
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Summary
Chepter III has dealt with the methodology and design
of the research. The manner in uh;gh the districts included
in the study were selected is outlined. A description of
the data collection pﬁoceanlia included in the atudj_and the
means by which the hypotheses are to be tested is described.
The chapter concludes with a statement of several other of
aspects to be briefly explored as adjuncts to the main body
of the resaarch and as a means of providing additional worth-

while data for future research. Y

e B B
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CHAPTER IV
PRESENTATION AND ANALYSIS OF DATA

This chapter 1s divided into three parts. The first
part is devoted to the presentation and analysis of the data
collected to test the four hypotheses of the study. The
second part reports the results of the test of reliability
conducted with respect to the Organizational Climete Descrip-
tive Questionnaire used in the collection of date to test
the hypotheses. The final part of the chapter is devoted to
& presentation end anaiysis of relevant collected data, which,
vhile not a part of the major intent of the research, add to
the general body of knowlsdge accumulating on the subject of =

innovation in education.

The Data Related tv the First Hypothesis
The first hypothesis staies:

Highly innovative school dis brieta' administrative
pexrformance teams uill ev:!.dence & c¢limate which can
be described as more "open" than will non-innovative
school district administrative performance teams.

Here the researcher was to compars the organizational
climates of the innovative and non-irmovativs districta in l
this study to the open and closed profiles developed by E
Halpin and Croft. In order to have a basis for comparison,

it was necessary to double standardize the mean score of
91
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each subtest for each district. This procedure was described

in Chapter III and. involves siandardizing ooth normatively
ard ipsatively. The double standardized scores are presented
in Table 5.115

A mean of these standardized scores for the innovative
districts was obtained for each subtest and means similarly
obtained for the non-innovative districts. The standardized
scores form the profiles of the innovative and non-innovative
groups. These profiles are shown in Table 6.

The next step involved calculating similarity scores
comparing both innovative and non~-innovative standardized
profiles to Halpin and Croft's prototypic open and closed
profiles. These similarity scores are presented in Tablé T.
The resder is reminded that if a lower similarity score is
obtained by comparing e district profile to Halpin and
Croft's open profile than by compering it to the closed pro-

file, then that profile is considered open. The reverse is,

of course, also trus. Chapier III contalns & more complete
description of this—process.

The data presented in Table T reveal that the flrst
hypothesis did hold. That is, the innovative school dis-
tricts as » group do evidence an organizaeionai ¢linate
profile which can be described as more open than the non-
tnnovative school districts. Teble 8 iniicates the Halpin

115m4 raw means are presented in tabuler form in
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TABIE 5

STANDARD SCORES (PROFIIES) FOR EACH OF TEE 24
DISTRICTS ON EACH SUBTEST OF THE

o o4
S o]
2 o |
() (1)) ()] o} ad
? g P 8 33 5
£ 5 § & 233 §
o g 8, » 8 Ba 8
District N o 5 o &E 3
001, . .. 29 57 ST 52 4T 59 59 4
002, .. 41 42 52 T1 41 559 43 K0
003 . « « » U2 33 51 55 Ly 67 59 49
Bl R B B o2 BB KoM
06 .... 38 38 685 50 3 60 57 64
ggg c o0 39 58 53 29 5 52 52 62
e e o o 54 46 47 4 T3 46 .54 T
009 . « « » 35 62 4 6 43 46 47 53
010. ... 4 35 T2 5 6 47 51 4
012 .... 49 4y 57 33 66 57 53 40
101 .... 5 50 g 51 ;{3 4T 43 41
02 . ... 4 4 3 34 40 63 49
08 . ... 65 38 41 50 39 gg 47 63
205 .... 60 B4 46 51 57 35 40 |
06 . ... 34 38 62 56 49 54 55 9 i
107 ¢« o o« » 52 70 45 55 37 37 55 T i
08. ... 57 29 4 51 41 58 62 59 1
110 . . « » 67 54 38 60 87 47 34 52
1l ... . 53 4) 39 40 50 65 45 65
22 , . . » 49 62 52 sS4 32 3B 61 5 ‘
113 « ¢ . o 45 45 40 44 73 52 44 5

|
|
l

%’neaé nunbers rapresent: scores standardized both norma-
tively and ipsatively, with & mean of 50 and a standard
deviation of 10.

bInncvative district code nurbers bogin with zero; non-
imovative prefix is one.
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TABIE 6
MEAN STANDARD SCORES (PROFIIES) POR THE INNOVATIVE DISTRICTS

AS A GROUP AND FOR THE NON-INNOVATIVE DISTRICTS ON !
EACH OF THE EIGHT SUBTESTS OF THE OCDQ® |

:
g, 0 & 2
g > - § 23 ;
» £ 5 § & 33 3 3
] M (o] < a
& F 0§ % 3§ PE R 5
a8 B ' @m § & &8 O
Innovative 42 50 56 51 50 53 51 48
Non=-Innovative 55 48 46 48 51 50 49 52

SThese numbers represent scores standardized both
normatively and ipsatively, with a mean of 50 and a standard
deviation of 10,

TABIE 7
SIMITARITY SCORES FOR THE INNOVATIVE AND NON~-IN:OVATIVE

DISTRICTS COMPARED TO HALPIN AND CROFT'S (H.C.)
OFEN AND CIOSED PROPIIES

— ———=5 —r— ——— — =
> &
o
g o o g %
& > 8 s b
SRR EE IR
$ o
228 54d HE § 3 &
Innovative
K.C. Oopen 1 7 T 1 8 10 16 T 51 Open |
Innovative |
H.C. Closed 20 3 18 3 5 1 10 4 64 “
Non-ITanovative . |
H.%m opogi 12 5 17 2 9 T 1 2 66
- vative
Hol?.c.'gloaed 7 5 8 6 & 4 8 9 51 Closed
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116 used in the develop-

and Croft prototypic proflle scores

ment of the simlilarity scores.

TABIE 8
HALPIN AND CROFT!S PROTOTYPIC PROFILE SCORES

Disengagement
Aloofness
Production
Fmphasis
Consideration

HJindrance

=
w
£
w
g
n
L=
w
N
\n

Open
Closed

N
N
Ul
w
£}
(&)
Ui
=
&
&

In Chapter I{I, the researcher proposed to take this
analysis one step further in an effort to discover any
atypical districtes that might exlist within the innovative
and non~1nnovat1veidistricta.

Thie step involved calculating similarity scores for
each district in the effort to determine if exceptions to the
general finding that innovative diséricts were "more open”
and non-innovative districts were "more closed." These sim-
jlarity scores developed by comparing each district's profils
to the prototypic profiles are presented in Tables 9 and 10.

The data presented in Teble 9 reveal that only two of
the eleven innovative districts proved to be exceptions by

116Halipin and Croft, op. cit., p. 59.
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evidencing similarity sccres lndicating a tendency toward a
closed climate. However, 1t is polnted out that the spread
between the open and closed similarity scores for both of
these districts is not large.

TABIE 9

SIMILARITY SCORES OF EACH INNOVATIVE DISTRICT.COMPARED
TO PROTOTYPIC OFEN AND CLOSED CLIMATES

=1 o] A
3) 8 ) 3 -Stn g >
a S Q Q@ Ded ()] Q
2 ¢ 5 § Eays 9§ ;
0O T 00N g g 3 @ g
2 5 o §F Agg 8 8 B
District A x £ 8 ) &;ﬂ £ 3 0 &
O0l/open . . . . 14 14 6 2 S5 16 2 14 T3 Open
00l/closed . . . 33 4 19 2 8 5 18 3 92
002/open » .« . . 2 1 1l 21 1 16 18 5 75 Open
002/b108ed s o« o« 21 11 14 17T 14 5 2 6 100
003/bpen e o+ o« 1 10 12 5 @2 23 2 6 61 Open
003/blosed « » o 20 20 13 4 11 13 18 5 104
OOkfopen . . « . 6 29 4 T 9 1 21 11 88 Closed
OOl4/closed . . . 13 19 21 11 4 12 1 0 81
005/open o « .+ . 7T 21 5 13 1 0 11 13 71 Open
005/closed . . . 26 11 20 9 12 11 9 2 100
Ccbfopen . . . » 5 5 8 O 4 17 4 9 52 Open
OOG/blosed e o o+ 28 15 17 4 17 6 16 20 1
OOT/open . . . . 4 15 10 21 13 9 9 g open
007/closed . . . 23 5 15 25 O 2 11 1 99
00 /bpen e o« . + 11 3 16 10 31 g 7T 15 86 Closed
008/cloged . . . 8 7 9 14 18 13 4 81
, 009%pen ., . . . 8 19 14 17 1 3 14 2 T8 Open
009/blosed e o o 27 g 11 13 14 8 & 9 97
010/open . . « « 3 9 6 4 4 10 9 53 Open
Olq/bloaed .« .16 18 24 2 9 T 20 2 9
Ol2/fopen . « . » 6 1 6 17 21 14 8 15 091 Open
012/closed . . .13 S 19 21 11 3 12 4 92
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TABLE 10

SIMILARITY SCORES OF EACH NON-INMNOVATIVE DISTRICT
COMPARED TO PROTOTYPIC OPEN AND CLOSED CLIMATES

£ 5

- « § 3

¥ 2 . b § da_ i 2

® 0 o,

pietetct A % 8 Ad EEE & J @
10l/open . . . .12 7 24 1 31 4 18 14 111 Closed
101/closed . . . 7 3 1 3 18 7 2 3 44
102/open . . . . 2 4 0 16 16 3 2 6 49 Open
102/closed . . . 17 6 25 20 3 14 22 5 112
103/open . . . . 5 T 23 7 14 27 4 6 3 Closed
103/closed . . . 14 17 2 11 1 16 16 5 82
108/open . . . .22 5 22 0 3 14 14 8 88 Closed
104/closed . . . 3 15 3 4 16 3 6 19 69
105/0pen . . . . 26 11 15 1 15 5 26 15 116 Closed
lgg/blosed e o o T 1 3 2 6 6 4 37
1 open....g 5 1 & 2 9 6 4 42 open
106/closed . . . 28 15 24 2 15 O 14 lg 113
0T/fopen . . . . 9 27 18 5 5 6 6 84 oOpen
log/blosed e o210 17 7 1 18 17 14 3 87 |
1c8/pen . . . .14 14 16 1 1 11 1 4 62 Open
0%/closed . . . 5 24 9 3 14 o0 21 15 o1 5
109/open . . . . 29 11 23 10 14 4 20 6 117 Closed
109/closed . . .10 1 2 14 1 T 0 5 4o S
110/open . . . . 24 11 25 10 5 4 27 g 109 Closed
110/closed . . . 5 1 O 8 7 17 u2
l1l/open . . . . 10 2 24 10 8 22 15 10 101 Closed
11l/closed . . . 9 12 1 14 5 11 5 21 178
12/open . . . . 6 19 11 4 10 7 O O 57 Open
112/ciczed . . .13 9 14 0 23 18 20 11 10
1i3/open . . . . 2 2 23 6 31 9 1T 3 93 Closed
113/closed . . . 17 8 2 10 18 2 3 14 74

Examination of the data presented in Teble 10 relative !

to the non-innovative districts! similarity scores indicates

an apparent anomaly. While non-innovative districts as a 4
group were found to tend toward closedness (Table 7), five
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of the thirteen districts in this group evidenced a climate
more simller to open than closed. That is, they had a much
lower similarity score when compared to the prototypic pro-
file for open and closed climates.

Further analysis of the data concerning these atypical
districts revealed that all of them tended toward the open
climate on the element "Thrust." This finding would seem to
indicate that these districts may be non-innovative in spite
of the fact that the superintendent "worked hard," 1.e., ex-
hibited high "thrust." Thrust has been defired as (Chapter
I):

« o o behavior by the supsrintendent which is chearac-
terized by his evident effort in trying to "move the
organizetion.”" Thrust behavior 1s marked not by close
supervision, but by the superintendentt!s attempt to
motivate the staff through the example which he per-
sonally sets. Apparently, because he does not ask
staff to give of themselves any more than he willingly
gives of himself, his behavior, though starkly task-
orlented, is nonetheless viewed favorably by the staff.

It must be noted, however, that the similarity score
obtained on "thrust" was not in and of itself enough to
cause any of the atypical di-tricts to tend to the open cli-
mate. I¥ simply was the one low similarity score that each
held in common with the others.

Thus, vhile the first hypothesis held and innovative
districts as & group were shown to be more open than non-
innovative districts as a group, a few of the districts were
not typical of their group. Possible explanations for this

atypicairess will be further developed in Chapter V.
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The Data Releted to Hvpotheses 2, 3. and 4

In order to test these hypotheses, it wes necessary to
obtain a mean of the eleven innovative districts'! raw means
and a mean of the thirteen non-innovative districts! raw
means, (The ray means are shown in Appendix GC) Following
this, a t-test was performed to determine if any significant
differences appeared between the means of the innovative
districts and the non-innovative districts. It will be
remembered thatv significance was to be tested at the 1 per-
cent, 5 percent, and 10 percent levels of significance. These

data are presented in Table 11,

The date related to the second hypothesis

The second hypothesis states:

Significant differences between highly innovative
and non-innovative school districts will be shown
to exist in elements of organizational climate
associated with the groun behavior characteristics.

Corcllary 1. Highly innovative districts will
be gignificantly less "disengsged" than will non-
innovative districvs.

Corollary 2. Highly innovative districts will
reflect a significantly lower “"hindrance"” than will
non-innovative districts. :

Corollary 3. Highly innovative districts will
exhibit a significantly higher “esprit" than will
non-innovative districts.

The data in Table 11 show that in the element "Disen-
gegement"” of the Group Behavior dimension, the first corol-

lary relating to this dimension did hold . That is,
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innovative districts did exhibit a significantly lower disen-
gegement than did non-innovative districts. This difference
was significant at the .05 level of confidence.

TABLE 11
COMPARISON OF THE MEAN SCORES FOR THE INNOVATIVE GROUP OF

DISTRICTS TO THE MEAN SCCRES OF THE NON-INNOVATIVE
GROUP ON EACH SUBTEST OP THE OCDQ

Innovative Non=Innovative

Districts? Districtse
~ Subtest Mean  S.D. Mean S.D. t&
Disengagement 1.396 .0949 1.560 .1955 2.423b
Hindrance 1.806 .2785 1.686 .2109 1.148
Esprit 3.54 1567 3.261 .2082 3.517¢
Intimacy 2.47 .22 2.367 .1695 1.297
Aloofness 2.190 .1689 2.181 .2537 .095
Production

Emphasis 2.356 .2665 2.242 .2768 .981

Thrust 3.360 .1920 3.203  .2991 1.4354
Consideration 2,783 »3098 2.760 « 3192 <173

87 2-tailed t-test was used for the hypothesis relating
to "Intimacy" since this hypothesis was stated in the null
form. This test requires a higher ¢ value and would have to
show 1.717 %o be significant at the 104 level, whereas & one-
tailed test 6 as used for testing hypotheses 2 and 4 which
predict a direction, reguires a ¢ of 1.321 to be significant
at the 108 level.

bsignificant at .05 level,
CSignificant at .01 level,
dgignificant at .10 level.

Disengagement has been defined in Chapter I as:

. « « the group members! tendency to "mot be with
it." The dimension describes a group which is
"going through the motions," a group that is not
"in gear” with respect to the task at hand. In
s’ ort, this subtest focuses upon an APT member's
behavior in a task-oriented situation.

i,
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The second coroliery of Eypothesis Two dealt with the
element "Hindrance.” No significant diffaerence was found
between innovative and non-innovative districts in this ele-
ment. Thus, Corollary Two of this hypothesis does not hold.

In Corollary Three of the second hypothesis, it was
stated that significant differences would be oovtained in the
element "Esprit." This element proved to be highly differen-
tiating, reveszling a significant différence between innova-
tive and non-innovative districts at the .0l level of confi-
dence, Innovative districts were found to exhibit a sign:i”i-
cantly greatexr esprit then non-inncvative districts,

Esprit 1s defined in Chapter I as:

. « «» refers to "morale." Members feel that their

social needs are being satisfied, and that they

ars, at the same time, enjoying a sense of

accomplishment in their job.

Thus, two of the corollaries in the second hypothesis
h;ld. “Disengagement” was shown to be significant at the
.05 level of significance;"Espris" wes significant at the .0l
level of gignificance. No significant difference was fournd in
the element "Hindrance,"

Since direction was predicted, significance was tested
with a one-talled t-test of the means as described in

Chapter III.

The data related to the third hypothesis

Eypothesis Three states:

No significant dirferences will be shown to
exist between highly innovative and non~innovative

Ny -
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districts ia tne "Intimacy" dimensior of group
sehavior cherachteristles.

The date presented in Table 11 show that this hypoth-
esis held. Innovative districts and non-innovative districts
did not exhibit a significantly different degree of
"Intimacy. *

The date related to the fourth hypothesis
The fourth hypothesis states:

Significent differences between highly innovative
and non-innovetive school districts wili be shown
o exist in the elements of organizaticnal climate
associated with superintendent’s behavior charac-
teristics,

Corollary 1. In highly innovative school dis-
tricts, superintendant!s behavior will reflect a
significantly lower "aloofness" iiian will super-
intendent!s behavior in non-innovative districts.

Corellary 2. In highly innovative school dis-
tricts, superintendent's behavior will reflect a
significantly lower "production emphasis” than will
aupeiintendent‘a behavior in non-innovative dis-
tricts,

Corollary 3. In highly innovative districts,
superintendent!s beshavior will reflect a signifi-
cantly higher "thrust" than will superintendent's
behavior in non-innovative districts.

Corollary 4. In highly innovative school dis-

tricts, superintendent!s behavior will reflect a

significantly higher "consideration" than will

superintendent?s behavior in non~innovative dis-

tricts.

The data presented in Table 1l show that in the ele-
ment "Aloofness," no significant difference between innovative
schocl districts and non-innovative school districts was

obtained. This corollary thus does not hold.

RS TEEN aN
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Corcllary Tvo deals with the element "Production
Emphasis." As in the first corollary, the presented data
reveal that no significant differences exist between innpva-

tive and non-innovative districts. Thie corollary does not
hold.

The third corollary of Hypothesis Four stated that
superintendents in innovative school districts would evidence
a significantly higher "thrust." This element proved to be
differentiating, with the third corollary hoiding as signifi-
cant at the .10 level.

"thrust"” is defined in Chapter I as:

« « o« behavior by the superintendent which is

. characterized by his evident effort in trying
to “move the organization." Thrust behavior is

- merked riot by close supervision, but by the

superintendent!s attempt to motivate the staff
through the example which hLe personally sets.
Apparently, because he does not ask staff to
give of themselves any more than he willingly
gives of himself, his behavior, though starkly
task-oriented, 1s nonetheless viewed favorably
by the staff.

. e AL A\, am — .

The final corollary deals with the element "Consider-
ation." 1In this corollary, as in the first two corolleries

of the hypothesis relating to the Superintendent's Behavior

dimension, no significant differences were revealed. Thus,
the fourth corollai  .ses not hold.

It was found then that three of the four corollaries
in the fourth hypothesis failed %o hold. The only corol-

lary that proved significant related to the element

e NG PN
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"Mrust." This difference was significant at the .10 level
of significance.

The Reliability Study

The researcher was concerned with whzther or not the
Organizational Climate Descriptive Questiomnaire would prove
& reliable way of describing "what existas" in the central
office of school districts. It will be remembered that the
climate of the organization is determined from the individual
administrative performance team member's perceptions of the
"way things are.”

To determine this, the current rescarcher employed
one of the methods utilized by Halpin and Croft in their
original study with the OCDQ. This method involved correla-
ting the reaponséa to the items on the questionnaire of the
even-numbered APT members with the responses of the odd-
numbered APT membe:irs 1n'each district, subtest by subtest,
across the eleven imnovative districts. Similarly, a cor-
relation coefficient was obtained for the non-innovative
districts.

The data from the relialility study are shown in
Table 12.

These date reveal a low reliability coefficient on
each of the eight subtests 1nd1§at1ng that separate items
within subtests received varying responses from individual
APT members. Innovative districts do reveal s higher
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coefficieti¥ of reliability on ths three elements (subtests)
from which significant differences were obtained between
ianovative and non-innovative districts. In the elements
"Disengagement," "Eaprit," and "Thurst" innovative districts
evidence cosfficients of .25, .18, and .22 respectively.

TABLE 12

COMPARISON OF THE RELIABILITY COEFFICIENTS® OP THE
INNOVATIVE DISTRICTS TO THOSE OF NON-INNOVATIVE
DISTRICTS FOR EACH SUBTEST OF THE 0CDQ

g o

Subtest Innovative Non-Innovative
Disengagement 25 -.09
Hindrance o0 .05
Esprit el ~-.21
Intimacy .08 -.30
Allofness -o QY «30
Production Emphasis .04 32
Thrust .32 .28
Consideration .01 +13

®These reliability coefficients were obtained by the
odd-even method of computing reliability described in
Chapter III.
The finding of generally low reliability ccefficients
suggests to the researcher that APT members in the districts
in the two samples do not perceive separate items in the

elements composing the climate as a group, but rather see

things as individuals--and differently--than other members of

the central office staff. The implications of, and possible

reasons for, this are explored in Chapter V.

— . A A DA A
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The current researcher used the odd-even method of
determining reliability beceuse he was meinly interested in
getting & méasure of the groups! perception tince he was
applying the instrument in a different locus from that in
¥which 1t had bcen originally developed. The OCDQ as an in-
strument has been established as reliable by Halpin and
croft17 through use of the split-half method (Table 13).

They also conducted a study of reliability in which individ-

ual group member?s perceptions were considered:

TABLE 13
HALPIN AND CROFT RELIABILITY CORFFICIENTS

Split-Half
vdd=Even Coefficient
OCDQ Subteats Regpondents Rellabllity

Disengagement 59 . a
Mindrance 54 .6
Esprit .01 e 15
Intinmac Yy o 49 ° 60
Aloofness .76 26
Production

Zmphasis T3 .55
Thrust 75 .84
Consideration «03 «59

The current researcher did not use the split-half
method of computing reliability. It will be remembured that
as the OCDQR was adapted by him for use with central office
persornel, nine items were deemed inapplicable and were

AR

1lzuaipin and Croft, op. eit., p. 49.
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dropped. This resulted in only five items each for the sub-

tests, "Hindrance" and "Production Emphesis." Statisticans

with whom the matter was discussed agreed that in order for

the split-half method to be employed, & minimum of six items
' need to be included to provide & meaningful correlation.

The current researcher's study dealt with professional
central office staff and their superintendent in achool dis-.
tricts rather than in an individual school staff-principal‘
situation. 7.e low reliability coefficients obtained from
the current study when compared with those obtained by
Halpin and Croft present a situation of some interest.

The current researcher's findings of significant dif-
ferences between innovative and non-innovative districts as
a group imply that there are indeed differences on certaln
elements of the OCDQ between these districts. However,
personnel within each district!s central office apparantly
have enough diversity of perception that a low reliability
coefflicient results in each subtest.

Teachers in individual schools, as revealed in the
Halpin and Croft study, as well as in the later even more
comprehensive study by Brown, 18 appear %o perceilve "things,"
il.e., what 1s actually going on around them, more in line
with thelr colleagues in the same building than do individ-
ual APT members in the current atudy perceive “what is" 4n

1188rown, op._cit.
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agreement with thelr fellow team members. There is, it would

seem, more congruence of perception among the teachers.
Halpin and Croft, when discussing the issue of "what
1s," presented the following narrative as an illustration.

It 1s eapecially appropriate here.
r«f‘.{g"‘_“"

Obviously, cuswers to questions of the type that T~
we have used in the 0CDQ provide not measures of
"fact," but measures ol perceptlon, and in this re-
spect, indices of attitudes. When you ask teachers
to deserike the climate of their school, what you
get in response is, of course, a deseription of the
school according to the perception of each respondent.
If Miss Ann Thrope, in the fourth grade, describes
her principel as inconsiderate and tyrannical while
Miss Polly Annah deseribes him as extremely consid-
erate and thoughtfulf one is tempted to ask, "But
really, which is he?" This is an unanswerable ques-
tion, for he can be saild to be either, neither or
both. For our purposes, we have chosen to ea
that he "is." Yet we kmow that this "™g-nesgs"
mus¢ always be defined in respect to a specified
reference group.

Miss Thrope's perception of him influences the
way she behaves toward him, and in like manner,
Miss Annah's perception determines the way in which
she behaves toward him. Hence we are confronted by
the perennial phenomenological dilemma; each person

is limited tg Seeing the world through only his own
perceptions.+l

The implications of the reliabllity study are more
fully explored in Chapter V.

Other Aspects of the Study

With the performance of the correlation study, the
easence of this research is complete. Other datas were

readily avallable to the research worker, however, which if

llgHalpin and CI‘Oft, OEO Cito, pO 19.
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they are nct directly applicable to the research as designed,
did provide some additional information and perhaps some
additlonal insights into the subject matter of the current
research. Innovation in the school setting has been the
subject of other research effort. Chapters I end II of the
current research study cite several of “hese studies. The
other aspects cf the current study attempt to serve the pur-
pose of providing additional data relative to the general
subject of innovatiun in the field of education.

The presentation and enalysis of data in the final
gsectlion of Chapter IV is divided into two parts with respect
to the kinds of data presented. The first part is concerned
with reporting firdings relative to salient features of the
schoul districts included in the two samples of the study.
The researcher has collected data for each district in such
areas as: (1) the average daily membership of pupils (ADM),
(2) the assessed valuation per pupil, (3) ¢k~ expenditure
per pupil, (4) the percent of expenditure per pupil that was
spent for ilnstruction, and (5) the current (1963-64) school
tax rate. Significant differences between innovstive and
nc ¢ lnnovative districts are tescted through the use of the
Mann tiaitney U-teet as describved in Chapter ITX. It will be
remembered that this test raequires entering a z table rather
than the ¢ table used in tgating the hypethssesg thai formad

the main vody of the repeerch, Significance 1o tesied ab

the .01, .05 and .10 levels.
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The second part of this section 18 concerred with the
biographical data collscted reletive to the individu=l APT
members 1n eech district. Thesc data receive a statistical
treatment with significant differences tested between inno-
vative and non-innovative districts.

The data relative to characteristies
of the stricts

The average dailly membership (ADM) of innovative
school districts was compared to the ADM of non-innovative
8chool districts. These data are presented in Table 14.
Examination of the data presented in this tabile indicates
that the distriets do not significantly differ on this
aspect. Innovative districts were higher but not signifi-
cently so. Student population of the schooli district thus
did not appear as related to innovativeness or non-
innovativeness.

In the comparison of assessed valuation per pupil
between innevative districts and nor-innevative districts
presented in Table 15, no significant differences were ob-
falned. A 'z! geore of .319 was obtained; to be significant
&t the .10 level of signifiocarce,a score of 1.645 must be
obteined. Thus, innovative districts are not revealed to

have any greater source of wealth per pupil than non-

imovative digtricts.
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TABLE 14

CCQMPARISON OF THE AVERAGE DAILY MEMEERSHIP IN
INHOVATIVE DISTRICTS TO THE
NON-INNOVATIVE DISTRICTS

Innovative Non-Innovative

ADM Rank ADM Rank
88,320 24 53,920 23
20,779 21 25,358 22
12,298 20 11,087 18
12,224 19 10,953 17
7,942 16 5,837 13
7,216 15 5,272 11
5,913 14 4,29 9
5,970 12 3,14 7
5,263 1¢ 2,949 6
3,444 8 2,366 4
2,905 - 5 2,%$§ 3
R = 1 q&,b 1’ 2
ER} = 137.5 1,496 —
Ry = 136

1z¢ = 1,537° ER; =. 162.5

a't'lmr'e Ry 1s the totel rank for innovative districts.

Where E 1 18 the expected rank for innovative districts.

Where Ro"is the totul rank for non-innovative districts,

Where ER2 18 the expected rank for non-innovative
districts.

Ymen the "R" is graater than the "ER," the direction
of the difference is shown.

°Sign1f1cance levels = 1.645 at the .10 level.
1.860 at the .05 level.
2.575 at the .0l leval.

PR RPN
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TABLE 15

COMPARISON OF Ti/E ASSESSED VALUATION PER PUPIL IN
INNOVATIVE DISTRICTS TO NON-INNOVATIVE DISTRICTIS

Innovative Non-~XInnovative
Val./Pupil Rank Val./Pupil Rank
$34,763 23 $39,827 24
27,290 22 25,88 21
23,347 20 g 9“2 18
21,403 19 528 16
19.092 17 17,293 15
16,287 14 15,712 13
14 438 9 15,618 12
13 530 8 15,335 11
13,003 T 14,508 10
10,789 3 12, 958 6
5,584 1 lg ZBO 2

1 09
Ry = 1’438"
ERl = 137.5 ' 9’735 ""‘2"
R2 = 187
ER, = 162.5

1z = ,310°

%ghere R; 1s the total rank for innovative districts.
Where ERy 1s the expected rank for innovative districtu.
Where Rpo is tue total rank for non-innovaiive districts.
Where ER, 18 the expected rank for non-innsvative

districts.

Byhen the "R" s greater than the "ER," tha dirsction
of the differance is shown.

®significance levels = 1.645 at th2 .10 1ewel.
1.860 at the .05 level,
2.575% o the .01 lewsel,

The third aspect under consideration waes a comparison
W Lanovative and non=innovative dizéeicts relative to the

total expenditures of the dledricts per pupil In average

P PN
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dally membership. The data presented in Table 16 reveal

that the innovative school districts did spend significantly
more money per pupll than did non-innovative school districts.
This was significant 2t the .10 level,

A comparison was made'in the fourth aspect of the per-
cent of the total expenditures per pupil spent for 4nséruction
between innovative ‘districts and non-innovative districts.
These data are presented in Table 17. No significant differ-
ences were obtalned from these data.

The final salient characteristic of the districts
studied waes the school tax rate In Table 18 the presented
data reveal no significant difterences existing between the
innovative and non-innovative districts in the study.

Neither type of district 1s making a significently greater
tax effort than the other.

Thus, in these first four aspects studied, in only
one (total expenditures per pupil) was there a significant
differcnce. Innovative districts were found to expend
gignificantly more money par pupil than did rion-innovative
districts.‘ This wes siiown &s significant at the .10 level
of gignificance. Tnere were no significant differences
revealed 1n average dally membershi)), assessed valuation

per pupil (wealth), percent of totel expenditures per pupil

for instruetion, or in the schoonl tex rage.,

2o,
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| TABIE 16 "
COMPARISON OF THE TOTAL EXPENDITURE PER PUPIL

OF INNOVATIVE DISTRICTS TO
NON-INNOVATLVE DISTRICTS

Innovative Non-Innovative
Cost/Pupil Rank Cost/Pupil Rank
$768.99 24 $592.58 23
589,54 22 468,04 19
587.29 2l 457.86 17
552.19 20 451,72 16
463.31 18 425,47 12
446,69 15 419.15 11
430,10 14 418.15 10
433,46 13 396.96 T
415.12 g 390,22 6
414,02 377.41 5

R, = 166%; .
ER) = 137.5 305.01 1
o ER2 = 162.5
1z! = 1,653

Where EKy 18 the expected rank for innovative districts.

Where Ro 18 the total rank for non-innovative districts.

Where ERo is the expected rank for non-innovative
districts.

Suwhere Rﬁ is the total rank for innovative districts.
1

“When the "% 1s greatsr then the "ER," the direction
of the difference 1is shown.

Csignificance levels = 1.645 at the .10 level.
1.960 at the ,05 level.
2.575 at the .01 level.
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TABLE 17

' COMPARISON OF THE PERCENT OF THE TOTAL EYPENDITURE
PER PUPIL SPENT FOR INSTRUCTION (I.C.)
IN INNOVATIVE DISTRICTS TO
NON-INNOVATIVE DISTRICTS

Innovative Non=-Innovative

% for I.C. Rank % for I.C. Rank
N 2, 21 4.6 24
e ;1.% 19 ;4.& 23
70.2 14.5 73.6 22
70.2 14.5 72.0 20
69.6 12 T1.4 18
68'5 11 71.0 17
68.7 6.5 70.3 16
68.2 5 9.9 13
o 1 g e
67.0 1 g :g §'q
Ry = 109.5% d .2
ER] = 137.5 67.7 .
R? g 19005
ERs = 162.5

12! = 1,624C

®Where R; 1s the total rank for innovative districts.
Where ERy 18 the expecteC ~.nh for innovative districts.
Y Where Ry 18 the total r.ok for non-innovative districts.

Where ERo 18 the expected vonk for non-innovative
districts.

“hen the "R" 18 grasiter than the "BR," the dlreation
of the difference 18 shown.

CSignificance lavess = 1,645 at tha .10 level,
1.950 at the .05 level,

2.7 at the .01 dlewd,

I e s # £ mat oA LR e AP
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TABIE 18
COMPARISON OF THE TOTAL SCHOOL TAX RATE

OF THE INNOVATIVE DISTRICTS TO THE
NON-INNOVATIVE DISTRICTS

Innovative Non-Innovative
Tax Rate Rank TaXx Rate Rank
35.06 24 31.7 23
30.7 21 31.0 22
30.6 20 20.2 18
29.5 19 28.4 16
28.8 17 28.0 14
28.2 15 25.4 12
27.8 13 23.9 11
23 .64 10 23.1 7
23.56 g 22.7
2 8. B3 s
[ ] ® 22. 3.
Rl = 159.5&,1) 20.5 2
ERp = 137.5 19.4 1

ERS = 162.5
gt = 3,276° 2

*here R) 18 the total) rank for innovative diatricts.
Where ERI 18 the expsctod rank for innovative atricts.
Where A, 18 the total rank for non-innovative wiatcicks,

Where ER., 18 the expacted rank for pnon-lnovative
Alatvriots. -
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The_data relative to biographical
charactaristics of ALY mMEmbers

The final aspect dealt with in this research concerned
an examination of certain blographical data collected rela-
tlve to APT members in the districts. The biographical data
examined are: (1) the wesn age of APT members, (2) the mean
years of experience in the profession of education, (3) the
mean years of experience in the present districtl!s central
office. Innovative districts as a group were compared to
non-iri\novative digtricts es a group. These data are pre-

sented' in Table 10 and are shown as frequency distributions.

TABLE 19

FREQUINCY DISTRIBUTIONS OF THE RIOGRAPHICAI, DATA ORTAINED
FROM THE OCDQ FOR THE INNOVATIVE AND NON-INNOVATIVE
GROUPS OF DISTRIOTS
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The researcher calculated a t-test of the means for

statistical comparison of the data in each of the three
blographical aspects examined. To be significant at the .10

level of significance,a t of 1.321 must be attained. These
data are presented in Table 20.

TABIE 20

COMPARISON OF THE BIOGRAPHICAL DATA OF APT MEMEERS
IN INNOVATIVE DISTRICTS AS A GROUP TO THOSE IN
NON-INNOVATIVE DISTRICTS AS A GROUP

Innovative Non-Innovative a

Factor Mean Std. Dev. Mean Std., Dev., T
Age 47,00 11.070 47.50 9.850 0.352
Yrs. in Educ. 20.69 8.661 19.62 9.000 0.794
Yra, on Staff 7.66 5427 7.88 7.080 0,229

®To be oignificant at the .10 level of aigniffeance, a t
of 1.321 wonld have trn he obhitained,
Rxgminatlon of fhe dsta vevesala that o rRignificant
Alfieienceg hatwern the Tnnovative dlgtitets and the 1won
Vroiov ove dlaivieta 505 Fonnd o Badat b oany of the thrss
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In the second rnypothesis dealing with the Group Dimen-
slon of Organizetionsl Climate, Corolleries One and Three,
preclcting significant differences between lwnovative and
non~lnnovative districts on "Disengagement” and "Esprit,"
held at the .05 and .0l levels of significance respectively.
The second corollary d1d not hold.

The thlrd hypothesis predicted that no significant
differences would exist between the two samples in the ele-
ment "Intimzcy." This hypothesis held.

The fourth hypothesis referred to the dimension of
superintendente! behavior ani contailned four corollaries.
Only or® corollary held,. Cocollary Three, which dealt with
the element "Theust," revesled o significent 41 'ference at
the .10 level of glgnificare with 1anovative digteleois! gupst -
Tntendenta! hehavlor refle cing more "henst” Lonn non
thnovat tve dlatolota! sopsi intande 9, (orollartag e,
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This reliability study was conducted to enable the
researcher to obtain a measure of group'!s perception of
"what 18" and was not to determine the reliability of the
instrument itself. This being so, the "odd-even" method of
obtaining a reliability coefficient wes used. The low reli-
ability coefficients obtained thus indicate that staff mem-
bers in central offices do not tend to see things the same.
This may suggest that the use of the instrument as a single
measure 1ln a single school district central office iga 1imited.
Tis and other implications of the reliability study are
stated more fully in Chapter V.

The chapter concludes with an exsmination of data un-
related to the hypotheees of the study. Data related to
certain characteriastica of the listvricta Ineluded in the
atudy were collected snd 1nnovatlve amd non-innovative dla-

Lricta warve compaved., OF fiye sap2erm kbtadfed, 1t yea found

that theire was a Rlgntflicont dlffevence a5t the 10 d=vel o0 sy
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CHAPTER V
SUMMARY, CONCLUSINNS, AND IMPLLCATIONS

A problem was determined to exist in the acceptance
and diffusion of new idees and practlces in the field of
education. This research has concerned itself with an exam-
ination of an aspeet of the inmnovative process currently
existing in the State ¢f Ohlo. The focal point of the re-
search has been the central office in innovative and non-
innovative school districts within the State. Thls investi-
gation had as its primary purpose the exploration of the
poseible influence organizational climate or elements of
organize lonal climate, as depicted by the central offlce
administrative performance team in selected Ohlo school dis-
tricts, may have on the innovativeness of a school district.

_ A secondary function of the research became that of
determinaticn of the applicability of the Orgenizational
Climate Descriptive Questionnaire as & single instrument for
use with central offlce staff. The OCDQ, which served as
the main data-gathering instrument, had been determined in
geveral preceding studles to be a useful instrument when
dealing with individual school staffs.

A third function, secondary in nature also, was to

coliect data unrelated to the hypotheses of the study, but

197
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. relative to the districts involved in the study which would

' gerve to extend knowledge about the irnmovative process and

night relate to certaln characteristice of school dlstricts.

study:

Four hypotheses were stated at the outset of the

1. Highly innovative school district adminls-
trative performance teams will evidence a climate
which can be deseribed as more "open" than will non-
innovative school district administrative performance
teanms.

2. Significant differences between highly inno-
vative and non-innovative school districts will be
shown to exlst in elements of crganizational climate
assoclated with the group behavior characteristics.

Corollary 1. Highly innovative districts
will be significaently less ''disengazed" than will
non-innovative districts.

corollary 2. Highly innovative distr%cts
will reflect a significantly lower “hindrance
than will non-innovative districts.

Corollary 3. Highly innovative districts
will exhibit a significantly higher “esprit" than
will non-innovative districts.

3. No significant differences will be shown to
exist between highly innovative and non-innovative
districts in the "intimacy" element of group
behavior characteristics.

4, Sienificant differences between highly
innovavive and non-innovative school districts will
be shown to exist in the elements of organizational
climate associated with superintendent!s behavior
characteristics.

Corollary 1. In highly innovative school .
districts, superintendentt!s behavior will reilect
a significantly lower "aloofness" than will super-
intendent!s behavior in non-innovative districte.
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Corollary 2. In highly innovative school
districts, superintendent's behavior will reflect
& significantly lower "produection emphasis" then
will superiantendent!s behavior in non-innovative
districts.

Corollary 3. In highly innovative school
districts, superintendent!s beahavior will reflect
& significantly higher "thrust" than will superin-
tendent's behavior in non-innovative districts.

Corollary 4. In highly innovative school

districts, superintendent'!s behavior will reflect

a significantly higher "consideration" than will

superintendent!s behavior in non-innovative

districts.

This final chapter of the study has three purposes:
(1) to summarize the major findings, (2) to draw conclusions
that seem evident from the findings, and (3) to state the

implications of the study to the fleld of education.

Summary
Sources of the data

The 313 school districts which participated in the
1964 Ohioc Innovations Survéy served ag the population from
which the samples were drawn. From this population, there
were obtalned the thirteen non-innovative districts and the
eleven innovative districts from which dete were secured.

To the central office administrative performance team
members of ecachn of these twenty-four school districts was
administered the Organizational Climate Descriptive Question-
naire. The ins ’cfment was edministered personslly by the
researcher to the APT members in each district at one sitting

during lave Spring in 19865.
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Treatment of the date

The data relative to the hypotheses were treated in
two different ways. Since the first hypothesis deals with
climete in a manner which can be called global and does not
predict a significant difference, the data wers handled
methematically rather than statistically. Through the use
of simllarity scores, the research éorkaf wag able to test
his first hypothesis,

'I;{e second, third, and fourth hypotheses wesre tested
statistically through the application of a t-test of the
means. Since the third hypothesis was stated in the null
form, a two-talled test was used rather than the one-tailed
t-test that wes applied in the second and fourth hypotheses
vhich did predict a significant difference.

In the effort to galn insight about the applicability
of the Organizational Climate Teascriptive Questionnaire to

the central office of échool districts, an odd-even correla-
. tion study was conducted as described in Chapt r III. This
correlation atzdy'doés not measure the reliability of the
Instrument but rather measures the agreement of the percep-
tions staff members have about the characteristics of their
particulaer central office. Since the climate is what is
reflected by the group!s perceptions, this step was taken to
indicate the degrec to which a climate could be discerned in
any one particular district through the singular use of the

-l o~

UV e
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Ine other aspects of the study involved collecting

pertinent data relative to such cheracteristics of the dis-
tricts in the study 4s the average dally membership of
puplils, the agsessed valuation per pupil, the expenditure

per pupil, the total expenditure per pupill that was spent for
instruction, and the current tax rate in the digtrict. The
comparison between innovative districts andi non-innovative
districts was treated statistically through the use of the
Menn-Whitney U test. These data provided additional informa-
tion about the relevence of the five factors to innovative-
ness.

Further, the researcher had available biographic_data
ebout each APT member in each of the districts in the study.
These data were also analyzed to see if there was revealed
any important information about personal characteristics of
central office staff members and possible relation to inno-
vation in school districts.

Findings
The findings are summarized and reported as they re-

late to the stated hypotheses. A swmery of the reliebility
study is reported immediately after the major findinge of
the research. Following the reliebility study, the remain-

ing secondery findings are summarized.
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The first hyporhesis.---he firet hyputhesis predicis

that innovative school districts will evidence a more open
climate than non-innovative school districys, In order to
test this hypothesis, the standerdized mean score of the
innovative districts and the non-innovetive distrlcts on ecch
of the subtests was compared to the prototyplic scores for
open and closed climetes 28 developed by Halpin and Croft.

A similarity score was thus obtained.

It was found that innovative districts were move siml-
lar to the open climate than th? closed. Conversely, al-
though not predicted, non-lnnovative districts were more
similar to tﬁe closed climate. The hypothesis, thus, holds.
Innovative districts did evidence a climate which cculd be
degscribed a8 more open than did non-innovative districts.

The second hypothesis.--In the second hypothesis,

significant differences were predicted between lnnovative
and non-innovative districts in the elements of group be-
havior labeled "Disengagement,” "Hindrance," and "Bsprit."
It was prediced that innovative districts would exhibit
slgnificantly less disengagement, lower hindrance, ard a
gignificantly higher esprit than their non-innovative coun-
térparts. Significance was tested by & t-test of the means
at the .01, .05, and .10 levels.

Two of these corollaries held. Innovative districts
were found to be significantly less disengaged. This
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corolldry held at the .05 level of sigriificance. Innovative
school districts were’also found to evidence a significantly
higher esprit than nonh-innovative school districts. This
corollary held at the .01 level of significance. No signifi-
cant difference was obtained in the element "Hindrance." |

The third hypothesis.-~The third hypotheslis of this

study dealt with the fourth element of the group behavior
dimension labeled "Intimacy." This hypothesis predicted
fhat no significant difference between innovative and non-’
Innovative districts wouid be obtained. The test of signifi-
cance was agaiﬂ;a t~test but since no direction ol signifi-
cance was predicted, a two-talled t-test was employed rather
than the one~tailed t-test utilized in testing the second
and fourth hypotheses.

This hypothesls held. No significant differences were
obbtained.

The fourth hypothesis.--The fourth hypothesis relates
vo the entire dimenslion of superintendent’s behavior. Sig-

nificant differences were predicted in all four eiements of
this dimension. Superintendents in innovative districts were
predicted to evidence significantly lower aloofness, lower
production emphasis, higher thrust, and higher consideration
than superintendents in non-innovative diatricts.

One of these corollaries held. Superintendents in
innovative school districts did evidence 2 significantly
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higher thrust. This corollary held at the .10 level of
significance.

Reliability study

The reliability study conducted as described in Chap-
ter III was to enable the research worker to ohtain a measure
of & group's perception of 'what is."

Generally low rellability coefficients were obtained.
This has some implication to the use of the OCLQ with c¢entral
office staffs as a single instrument in determining an organ-
1zatlonal climate per se as exlisting in any particular
central office. This is further discussed later in this
chapter,

Other aspects of the study

Additional data were gathered relative to the school
districts involved in the major emphasis of this research
which, while not directly related to the research effort as
designed, did provide additional information about the gen-
efal subject matter of the research. These other.aspeeta
of the current study hopefully will serve the function of
providing further insight into the general subject of inno-
vation in the field of education.

Date were collected about the average daily membership
of pupils, the ass2ssed valuation per pupil, the expenditure
per pupil, the percent of expenditure per pupll that was
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' spent for ins¢rnetion.- and the current \19u3-64) school tax
rate for imovative and non-innovative districts.

Another aspect which was investigated involved data
relative to certain biographical characteristics of the
administrative performance team members.

Data relative to characteristics of the school dis-

tricte.~-The five aspects examined relative to characteris-
vies of the innovative and non~-innovative distrilcts were
gtatistically tesﬁed for'significant differences. One
characteristic was found to be significantly different when
Innovative districts were compared to non-innovative dis-
tricts. Innovative districts were found to expend 2 signifi-
cantly greater smount of money per pupil then did non-
Innovative districts. Thls difference was significant at the

.10 level.

Date relative to blographical character}stics of APT
nembers.--Blographical characterdstics studed included:
(1) mean chronological age of APT members, (2) mean years of
experience in the education profession, and (3) mean years
of experience in the present school district's central office.
No significant differences were revesled to exigt between
innovative and non-innovative districts in these three

factors.




30

Concluslons

After consideration of the'findings from the study,
gseveral conclusions can be stated. |

1. Innovative school districts as a group do tend to
exnibit a morve “open" orgenizational climete and conversely,
non-immovative school districts exhibit a mpre "closed" cli-
mate as measured by the Organizational Climate Descriptiive
Questlonnalre. It can be concluded then since a certain
Internal organizational feature (open climate) has been shown
to appear more often in school distrlets identifled as inno-
vative and less often 1n school districts identified es non-
innovatlive, that aaother dimension to the process of inno-
vation in school distrlcts exists. This dimerslion has been
labeled “central office organizational climete” in the cur-
rent research.
| 2. However, when the particlpating districts! organi-
zatlonaz elimates Are analyzed separately, several exceptions
evideace themselves. For example, filve of the ncn-innovative
distriets produced an "open" organizational climate and two
of the innovative evidenced a "elosed" climate. Thus, the
researcher would further conclude that the OCDQ as presently
constructed,although 1t appears to be & useful indicator of
a potentially innovative atmosphere, does 1ot scem to be a
sufficient single comprehensive measure of the Yelimate for
change' in & single district. 2
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3. The date frem this research indicaete that three of

the siemints dsoeribed by the OCUQ ars signifieantly reluted
to the innssetivensas of school distriets. The superinten-

dent in innovative dlstricts is revealed to have greater
"thrust" (highly motivated and hard working). 'The staff in
innovative districts as & whole are shown to be less "dis-
engaged” (feel pride in achievement; are perscnally enthused
and involved in their work) and exhibit more "esprit" (have
good morale end a semse of accomplishment) than do the non-
innovative administrative performance teams.

Thus, it may be concluded from the data the only cer-
tain aspects of central offfice organizational climate are
releted to innovativeness and that 1f theme asgpects ocecur
together, the comditions in a district would appear such that
2t least within the central office, barriera_to change may
be modified.

4, The findings from this study agree with the re-
search findings and writers as reported in Chepter II rela-
tive to the importance of personal involvement of staff in
the tasks at hand as opposed to "tellirz what to do" by an
authority figure as one of the key variables in effecting
change. All three of the elements which held as significant

reflect this conclusion. Purther agreement with other re-
search £indings is found thet "the more congtuence the chief
administrator is able, by his actions, to bring about between
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the needs of individuals in the organization and the needs

(task accomplishments) of the organization, the more 1likely
the orgenization 1s to move toward its goal. nl20 Examination
of the oporational definitions of the three elements which
held as significant as well as of the individual iteme which
appear within the subtests relative to these three elements
will substantiate this conclusion even further.

5. One factor in the portion of the research devoted
to other aspects reveeled 1tself as significani. The sotal
experditure of money per pupil in the distriets was found to
be significantly greater in innovative districts.

This finding agrees with Kumpf's ressarch and the con-
clusions reported in Ross as e¢ited in Chapter Ilgl'to the
extent that innovativeness appears to be related t8 the total
expenditure per pupil. But, no evidence was found to ‘support
Kumpf, Ross, or Rogers in their findings of a high relation-
ship batween the financial resources of a school district end
innovativeness. No significant differences were found in the
aspect "asgessed valuation per pupil" between innovative and
non-innovetive districts. Thus, it can be further concluded
that available wealth itself is not a single determining fac-
tor of innovativeness but that willingness to expend this

wealth for schools may be one of several impinging factors.

120gupra, chapter IT, p. 55.

1218up_1:a, Chapter I, p. 5.
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An interesting anomaly did present itself in the atudy

of the other aspects related to characteristics of the dis-

tricts. Since per pupll expenditure was significantly

related to innovativeness and assedsed valuation {wealth

that could be taxed) was not, one would have expected to find
| the current tax rate in innovétive districts significantly
é} higher. They were spending more with no more taxable wealth
. than non-innovative districts. This wes not the case howe
ever. JInnovative districts were not found to have a signifi-
cantly higher tax rate. This needs further study. It could
mean that innovative distrlcts received a greater amount of
State support end/or were utilizing in greater amounts fed-
erel asslstance programa'and thus were receiving more money
in addition to that collected from local taxes. _

T™is study does show then that more dollars expended
per puplil occurs as a feature of innovative school districts.
It also shows that financial resource does not appear & neces=
sary requisite among the dlstricts.studied. The findings
dndicate that while expendlture per pupil apparently has some
relationship to innovativeness, other factors too appear in
Juxtaposition with innovativeness. The interrelationship of
variables will need to be subjected to much further study.

The researcher concludes then that expenditure per
pupll is related to innovativeness in school distriets but
that it 1s only one of several fagctors which influence

innovation,
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6. The generally low reliability findings reault in
same question about whether central office staff members per-
ceive "what 18" in a particular district as a group. The
date indicate great variability of perception in the school
districts within each subtest (element). This indicates
that central office personnel perceive "what is" much more
individualistically in regard to the organizational climate
of thelir organization than do teachers within a single build-
ing. Thus, the current research workert!s assumption that
Halpin and Croftl!s Organizational Climate Descriptive Ques-
tionnaire would provide a good single measure of the organi-
zatlonal climate within a dlstrict!s central office does not
appear to hold true because the great variaebility of percep-
tion of APT menbers may not allow for a clearly delineated
orgeanlzational climate as measured by the 0CDQ. He concludes
therefore that use of the OCDQ as a single instrument for the
determination of individual district central office's recep-
tivity to change remains open to question.

But, it should be remembered that even with the vari-
ability of response on separate items within the subtests, a
picture of "what is" within the districts did issue and that
this picture was significantly different on three elements
(subtests) of organizational climate between innovative and
non-innovative districts.

7. The final conclusion Co be stated serves in large
part as a summarization.




Some of the factors which operate within a school dis-
trict to facilitete or inhibit change have 6éen suggested Ty
this research even though no final conclusion can be made
about their relative imporfance to change in a district or
their influence and relationship to each other or to other
variables determined by previcus research. It has been
shown in this exploratory research that certain factors
heretofore not identified do appear along with innovative-
ness in school districts that do not appear in districts
that are not identified as innovative. Thue, as a result of
this study, more is known about the behaviors and conditions
which are associated with innovation, and something more can
be inferred abcut the direction in which these behaviors and
conditions should be channeled.

However, as ncoted, the possible interrelationships of
variables that appear es related to innovativeness are not
shown by this study. Whether some variables are more effl-
caclous and by their nature more able to modify negative
influences to change, cannot at this time be shown. Perhaps
there is a hierarchy or ordering of variasbles with some
quite erucial to change, others helpful in providing a
receptive atmosphers but not nearly so influential.

This study has shown, for example, much as Carlsen's
stwdy'*? nas shown, that wealth is not nearly as powerful a

1223upra, Chapter I, p. 7.

4




136
predictor of 4 ..ovativeness of a district es may have been
formerly thought, elthough the body of research thet has been
buil® up previously is such that this varieble cannot be d;a-
counted. Thus, this factor may have had its relative impor-
tance overrated. Where does it stand, however, in juxtaposi-
tion with the other variables vhich the current research
suggests and which ofther ressarch is beginning to suggest?
This question remains unanswered. It can be concluded that
there are several factors which impinge upon the degree of
innovativeness of school districts and that some of these
may as yet be unidentified.

Thus, the researcher must further conclude that while
his research may have opened the door a little farther, it
raises more guestions than it gives answers. The 2urrent
research has been exploratory and this was its stated intent.
Future researchers are faced with the continuing task of
further identifying and classifying the fectort which pro-
duce an enviromment receptive to change as well as finding
the relative importance of these factors.

| As previously stated, and apparent from research in
other disciplines, in order for plamied change to become a

useful process for improving educational practices, possible
changs agents must be identified and utilized. The search
for factors influencing change must continus if the fieid
of education is to dsvelop the organissd attack on obsoles-
cénce waich the term planned change implies.
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Implications
Several implications issue from the findings of cur-

rent research and the conclusions drawn from “hese findings.
Many of these implications are in the rorm.of questions which
the feaearch raises and all are suggestive of further re-
search. The current researcher sees the following implica-
tions to the field of education arising out of his research.

1. No clear=-cut reasons are apparent that would
account for finding some districts to be atyplcal of the
sample in which they were placed. There wers "open” dis-
tricts to be found in the non-innovative sampie and "closed"
districts to be found in the innovative samyie even though
the first hypothesis held.

There are probably still remaining as yet unidenti-
fied factors whioch affsct the® innovativeness of a school
district. This research was exploratory and sought to
identify factors residing in the organizational climate of a
district central office which appeared relnted to innovative-
neds. The task of showing direct relationship of these
factors to each other and to other factors affecting ti:2
innovativeness of districts, or for that matter of definitely
establishing that the factors identificd are directly related
to innovation, remains for future research work.

Indoed, in the current researcher's opinion, it can
be cloarly';-'nmed that the point where generalizations can
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be mede is not yet at hand. The greatest value of the cur-

rent research may be simply that it has 1llustrated that the
problem of providing for more innovativeness in education is
far more complex than previously suggested and fhat there
exist any number of impinging factors which influence nega-
tively and positively the process of innovation.

For example, the central office staff in some dis-
tricts may be inhibited or encouraged by a closed or open
board of education. The influence of boards of education on
innovativeness has not been subjected to study and yet this
group is by law the policy-making body of & district. The
receptivity of a board to the idea of its district adopting
the new and untried may indeed affect the 1nnovat1venea; of
a district.

2. The element "Mrust" was shown to be significantly
higher in innovative achool districts as a group. However,

all five of the non-innovative districts which evidenced &

similarity score classifying them as tending to an "open"
climate held a higher thrust score in common. This may in-
dicate that if superintendent!s "Thrust" is related to inno-
vativeness in a diatrict, the slement alone is not of suf-
ficient power to overcome other more change-inhibiting

factors. Perhaps, however, when it appsars along with the
other two alsments which held as significant, high "Esprit"
and low "Disengagement,” something positive affecting the
degrée of receptivity to change in a district oceurs.
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Again, it is pointed out that possible interrelation-

ship of significant variables was not a part of this study,
but the previous finding relative to "Thrust" does imply
that there may be factors that appear related to innovation
vhich while they may be helpful in creating & receptivity ¢to
change, are not cruclal factors in and of themselves. Thus,
there may be implied an ordering of factors in some kind of
hierarchy or appearing in juxtaposition which influences
innovativeness.

3. The findings from the reliability study may hold
some implication. It will be remembered that the reliabil-
ity coefficien’ obtained was & measure of grsup perception
rather than a study of the reliability of the OCDQ. It
measured how well individuals within & group {APT) percelved
things as a group.

The low relj.ability coefficients obtained indicate
that APT members respond differently to individual items
within subtests (elements). It has already been suggested
in the conclusions that this may limit the usefulness of the
0CDQ as a single instrument for use in discovering the organ-
lzational climate in any one school district central office.
Yet used, as it was, with several distriets, the OCDQ did
uncover significant differences and the researcher was abj.e
to show mathematically & relationship batwesn innovation and
‘bpenness.” It is interssting and impoirtant to speculate why
the low cofficient of reliability was obtained.
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At the outset, however, 1t is again pointed out that
even with the variability of response on separate items
within the subtests (elements), a picture does issue about
"what 48" within the districts, and that picture was signi-~
ficently different on three of the elements of organizational
climate when innovative districts ware compared to nom-
innovative districts. Whether the picture obtained on the
other five elements would have been clearer if the items
within those subtests had received more congrusnt responses
18 not known and cannot be discerned. |

It should also be notzd that the highest reliability
coefficients were obtained for the innovative districts on
those three elements which held as significant. The ele-
ments were 'Disengagement," "Esprit," and "Thrust."

Nevertheless, generally low reliability coefficients
were obtained and reveal a lack of close agreement among APT
members on separate subtest items. The apparent fact that
individuels within the seme central office did not respond
similarly requires examination. _

The administrative performence team in any district's
central office is composed of individual speclalists, with
the possible exception of the superintendent. Even the
superintendent in his :ole és a generalist is probably more
expert in some aspects of the educational endeavor then in
others.




141
Individual APT members responding from their special

area cf administrative or supervisory expertise might well
not agree on a particular single item within a subtest
depending upon the nature of the item. For example, the
item dealing with whether or not the superintendenf is well
prepared when he speaks at school functions (Item 46, sub-
test "Thrust"123) may evince & different response from the
Busliness and Finance Director who feels the superintendent
is too superficial in his public treatment of achépl finance,
then from the Curriculun Director who is quite satisfied that
the superintendent!s treatment is most complete. Each
responds from his own value structure about what is of rela-
tive imporvance.

Other examples of the same type could be cited &nd the
point is thut there may have been enough of this kind of
item, perhaps only one or two in a particular subtest, which
allowed, or indeed encouraged, a response from the particu-

_ lar specialist!s own profes~ional frame of reference,

| Teachers, on the other hand, responding essentially
to the same questionnaire, applied as it originally was to
their individuai school .and principal, are responding to one
feature of the school operation only--the teacher-learner
situation. Cenvral office psrsonnel are rsaponding from

thelir varloug positions of responsibility concerned &s they

o

123360 Appandix A-4,
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are with speclal fregments of the whole. Individuals con-
cerned with finance, budget-making, special curricula, gen-

eral curricula, pupil personnel, transportation, professiona.

persognel, and the many other areas cf specialty that may be

found in & central office of a complex schcol operation
might indeed be expected to respond with less congruence to
any one of the items within particular suvbtests. And, as it
developed, this is apparently what happened.

But; while not all of the central office adminilsirative
performance team agreed that the superintendent exhibited a
certain kind of behavior, or that the group reflected certain
behaviors or characteristics, on any particular item within
a subtest when the subtest is examined as a whole, a plcture
of "what exista" within e district does emerge even though
it may be somewha* cloudy and inecomplete. This indistinct
picture did reveal that innovative districts were signifi-
cantly different from non-innovative districts on three of
the elements making up organizational climate.

4, The concept of openness versus closedness in orgen-
lzational climate 18 directly related to aimilar concepts
about the openness or closedness of arn individualt!s person-
ality. Both types of climates are illustrative cf cértain
behavior patterns within the organization. This would sug-
gest that there may be some relationship between the openness
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of 1ndiv1dua1§ who are members of an administrative per-
formance team and lnnovation. ’

This researcher would recommend that openness and
closedness of individuals within a central office school
district and the possible relationship to 1lnnovation be
cnnsidefed for future research studies.

The researcher further recommends the use of an
instriment such as the Rokeach Dogmatism Scale as & compara-
tive measure between individuals on the APT of 1nnové§1§g"
arnd non-innovative districts as < point from which to start.

Too, it may ke that only certain individuals within a
central office staff are critical to a change-receptive cli-
mate., Attention may need to be given to the particular role
dimensisn a staff member has. Perheps, for example, it 1is
not so important for the Business Manger to be receptive to
change so long as the Superintendent or certain key curricu-
lum workers are, or'perhaps the influence on the receptivity
of a change depends on the nature of the change itself.

5. Should individual openness of certain personnel be
discovered as & key veriable, this has great implication teo
the screening procedures of individuals entering programs of
preperation for leadership positions in education. If opsn
individuals cause an open climate and i1f an open climate 1s

critical to plenned change, then 1t would seem scme measure

of openness ought to become a part of the screenling proceas
of future sdministrators,
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This may aiso imply an lncisive look at profesaional
preparation programs in educatlon. Are these programs such
that certain personality types are more readily attracted to
them, or are the patterns of training and the kinds of
experiences provided of a nature from which largely issue
certain personality types?

6. The genéral lack of agreemont within a particular

district as to "what 13" may carry with it a further impli-
‘cation. Since there is this diversity of perception which

existed within central office staffs and which did not exist
among the elementary and secondary school staffs in previous
research involving the use of the 00DQ, there ﬁay be implied
some rather basic differences between individuals who are
“eachers and individuals who achieve central office leeder-
ship positions. Vhy should the reliability coefficients of
the individual school staffs be high and when the instrument
is applied to centrai office APT, be low? What is different
about the two groups of people?

On the basis of the limited evidence, it cannot be
generalized that individuals who assume central office
leadership positions are more individualistic than those who
remaln in the classroom, but the reliability dats collected
would suggest that this might be so.

Teachers within schools do appear to perceive things
("what 4s") more in accord with their colleagues than do
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APT members. There is more congruence of perception among
the teachers then among the APT members included in the cur-
rent research‘.124
Helpin and Croft in their original study cite a study
by Qube, Jackson, and Bidwell which may indicate why the
rellabllity coefficients betvween the sample in the current
study and those obtained in studies involving teachers might
aiffer.125
The findings [of the Guba, Jackson, and Bidwell
study] showed that the needs most characteristic
of this group of teachers were high deference,
order, and 2ndurance and low heterosexuality,
dominance and exhibition . . .
Somehow, through educational experiences the
initlal personality differences of teachers
coalesce into a common personality pattern.
Whether or not this process occurs by genuine
change in non-conformist personalities or by
attrition as non-conformlists drop out, remains
a moot question.
| Perhaps then, individuals who become educational
Jeaders become so partly as a result of their individuality
and different perceptional background. The current re-
searcher!s low reliability figures would seem to indicate
this.
T. It 18 possible to speculate too, that the nature

of the innovation itself may male some difference in its

SRR

12"Sugra, Chapter 4. pp. 104 and 106.
125Ha1pin and Croft, op. eit., p. 113.
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acceptance: Some types of school distriets may reedily
adopt certain innovations and yet be reluctant to adopt
otherm Would researchers be likely to find districts
highly innovative, fer example, in their business and
finance departments and less so in the area of curriculum if
the Business Director wes open and the Curriculum Director
not? Could such wide diversity_ of personality exist side by
side in an effective orgenization? Or, is the way the
superintendent mcts and reacts critical to certein kinds of
Innovation. Some explanation of the atypicalness of certain
of the districts included in the semples may 1ie in an
examination of the nature of the edopted innovations within
the districts, as well as the nature of the persons charged
with the responsibility for the various aspects of central
office activity. Future researchers mey wish to concentrate
some attention on this.

8. Attention should be called to the faect that the
districts included in the current research tend to be among
the larger districts in the State. This is due to the selec-
tion criterion requiring at least five members to te on the
central office sdministrative performence teem. In smallexr
districts much th? same kind of relationship may exist
between superintisndents and 1ndividt_xal building prineipals
or any other profe¢ssional administrative and supervisory
persommel. This researcher thus suggests that additional
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regsearch be conducted to inclwde ihiene subnrdinates in
place of the usual central office AP?. Some new unGerstande
ings relative to innovation in the small school district
getting may 1ssue from such research studies.

9. It has been genem lly concluded that climata, or
certain elements of climate, appear along with innovative-
ness in aehdol districts. Some question may be raised about
the best way to discern climate. The researcher has already
suggested that climete could perhaps be inferred by studying
the Individual perscnality makeup of APP members, or at
least of determined key APT members,

Rather than inferring organizational climats from the
varied personalities of the administrative performance team
1t would seem that an even better way would be to further
develop the OCDQ. The reéearchar would suggest that s strong
contribution could be made by some future researcher by .
building upon the concepts and theory of the original 0CDQ
developed by Halpin and Croft and so develop a more perfect
instrument for application to administrative staffs.

The current study has revealed the Organizational
Climate Descriptive Questionnaire to be of value in describe-
- Ang .t‘ne climate residing in the central office. Revsaled, as

‘4t was, to have some vaiue in its crudely adapted form, it
would seenm most important that it be further developed and
refined into a eoph;:ticated tool for duscription.
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A Coneluding Statemen’
This research has been an exploratory study liito the

organizational climate existing in the central office of
innovative and non-innovative school districts in Ohio.
The merit of any research study lies as much in the

new questions it raises as in the answers it gives., An
exploratory study such as this ons merely opsns the door &
11ttle further so that more precise and sophisticated research
may follow. It is hoped that this will occur and that the
current study will serve as a lead from which many ean follow
as the answers to the problem of creating responsive and
planned change in the school setting continue to be nought.
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APP’ENDIX A

The Original Organizational Climate Descriptive
Questionnaire

A-2 Items by Subtest in the Original 0CDQ

A-3 The Central Office Organizational (limate
Deseriptive Questionmire' '

A-4 Items by Subtest in the Central Office OCDQ




LPYENDIX A-1

R

ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNALRE
" A. W. HALPIN and D. B. CROFT |

The items in this qQuestionnaire describe typicsl be-
haviors or conditions that occur within an elementary-school
organization. Please indicate vo what extent eacih of these
descriptions charzacterizes your school. Please do not eval-
uate the items in terms of "good" or "bad" behavior, but read

each item carefully and respond in terms cf how well the
statement describes your sgchool,

The descriptive scale cn which to rate the items is
printed &t the top of each page. Please read the Irstructions
which describe how you should mark your answ2rs.

The purpose of this qQquestionnaire is to secure a
descripticn of the different ways in which teachers behave
and of the various conditions under which they must work.
After you have answered the questionnaire we will examine the
behaviors or conditions that have been described as typical
by the majority of the teachers in your school, and we will
construct from this description, a portralt of the Organiza-
tional Climate of your school.

Note: This instrument includes buffer items which the authors
used to f£ill out the IEM cards., These five items are
not scored.  The questionnaire scores are based on 64
1tamund 6§ The buffer items are numbers 45, 65, 67, 68,
a . . |

- 151
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Marking Instructions
Printed below 1s an example of a typlcal item found
in the Organizational Climeve Deseription Questionnaire:
1. Rarely ocecurs
2. Sometimes occurs
3. Often occurs
4. very frequently ‘occura
Teachers call each other by their first names. 1 234
In this example the respondert marked alternative 3 to
ehow that the interpersonal relationship described by this
item "often occurs” at his school. Of course, any of the
other alternatives could be selected, depending upon how
often the beliavior deacribeq‘. by the item does, indeed, oceur
in your school. |
Please mari: your response clearly, as in the example.
PIEASE EE SURE THAT YOU MARK EVERY ITEM.

) N Y
- . ——— e e A kit [y > sa v
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BIOGRAPHICAL INFORMATION

5-7 School: " _
T T (write In the name of your &chool)
Please place & check mark to the right of the appropriate
category.
8. Position: Principal 1.
' Teacher 2.
Other 3.
9. Sex: Man 1.
Woman 2.
10. Age: 20-29 1.
30-39 2.
40~-49 - 3,
50-59 4,
60 or over 5.
11, Years of
experience in
education: - 0-9
| | 10-19 2. |
20-2G 3.
| 30 or over 4.,
12, Years at - o
this school:  0-4 1.
| 5=9 ‘ 2,
10-19 3. S
:*“eo*or ovar | 4;~




13.

14.

15.

16.

17.

18.

19.
20,

2l.

e2.

a3.

24,

25.

eé6.

27.

28.

J. Rarely occurs
2. Sometimes occurs

3. Often occurs

154

i, Very frequently ocecurs

Teacher!s closest friends are other
faculty members at this school.

The mannerisms of teachers at this school
are annoying.

Teachers spend time after school with
students who have individual problems.

Instructions for the operation of
teaching alds are availsble.,

Teachers invite other faculty to visit
them at home. '

There is a minority group of teachers who
always oppose the majority.

Extra books are avallable for classroom use.

Sufficient time is given to prepare
administrative reports.

Teachera know the family background of
other faculty members.

Teachers exert group pressure on non-
conforming faculty members.

In faculty meetings, there is a feeling
of "Met'!s get things done."

Administrative paper work is burdensome
at this school.

Teachers talk'ébout their persenal life
to other faculty members,

Teachers seek special favors from the
principal.

School supplies are readily available for
use 1n classwork. :

Stug?nt progress reports require too much
work.

1 2 3 3

1 2

3

4
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1. Rarely occurs

2. Sometimes occurs

3. Often occurs

4. Very frequently occurs

29. Teachers have fun soclalizing together

during school time. 1 2 3 4§
30. Teachers interrupt other faculty members who

are talking in staff meetings. 1 2 3 4§
31. Most of the teachers here accept the faults

of their colleagues. 1 2 3 4§

32. Teachers have to0o many committee requirements.l 2 3 4

33. There is considerable laughter when teachers
gather 1nrqrma11y. l1 2 3 4§

34. Teachers ask nonsensical questions in
faculty meetings. 1 2 3 4

35. Custodial service is avallable when needed. 1 2 3 4
36. Routine duties interfere with the job of

teaching. 1 2 3 4
37. Teachers prepare administrative reports by

themselves. l1 2 3 4
38. Teachers ramble when they talk in faculty

meetings. l1 2 3 4§
39. Teachers at this school show much school

epiaris, 1 2 3 4
§0. The principal goea out of his way %o help

tsechers. 1 2 3 §

41. The principal helps teachers solve personal
problems. 1 2 3 4

42, Teachers at this school stay by themselves. 1 2 3 4

43. The teachers accomplish their work with
great vim, vigor, and pleasure. 1 2 3 4§

B4, The principal-sets an example by working
hard himself. 1 2 3 4§




1. Rarely occurs
2. Sometimes occurs
3. Oftea occure
4., Frequently occurs
45, The principal does personal favors for
teachers. 1 2 3 4§

46. Teachers eat lunch by themselves in their
own c¢lassrooms. 1 2 3 4

47. The morale of the teachers 4is high. 1 2 3 4
48. Te principal uses constructive criticism. 1 2 3 4

49. The principal stays after school to help
teachers finish thelr wvork. l1 2 3 §

50. Teachers socialize together in small
select groups. l 2 3 4

51. The principal makes all class-gcheduling
decisions. 1 2 3 4

52. Teachers are contacted by the principa:
each day. l1 2 3 4§

53. The principal is well prepared when he
apeaks at school functions. 1 2 3 4§

54. The principﬁl helps staff members settie
minor differences. 1 2 3 4

55. The principal -schedules the work for the

teachers. | l1 2 3 4
556. Teachers leave the grounds during the
school day. l1 2 3 4§

57. The pi':!,ncipal eriticizes a aspecific act
rather than a staff member. l1 2 3 4§

58. Teachers help select which courses will be
taught. 1 2 3 4§

59. The principal corrects teachers?! mistakes. l1 2 3 4§
60. The principel talks- & grest deal. 12 3 4

61. The principal explains his reascns for
criticism to teachers. 12 3 §
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1. Rarely occurs
2. Sometimes occurs
3. Often cccurs

. Frequently occurs

62. The principal tries to get better

salaries for teachers. l1 2 3 4§
63. Extra duty for teachers is posted

conspicuously. 1 2 3 &
6i. The rules set by the principal are never

questioned. - 1 2 3 4
65. The principal looks out for the personal

welfare of teachers. 1 2 3 4§
66. School secretarial service is available for

teachers?! use. l] 2 3 4
67. The principal runs the faculty meeting 1ike

& business conference. 1 2 3 4
68. The principal is in the building before

teachers arrive. 1 2 3 4§
69. Teachers work together preparing administa-

tive reports. 1 2 3 4§
70. Faculty meetings are organized according

to a tight sgenda. 1 2 3 4§
71. Paculty meetings are mainliy principal-

report meetings. 1 2 3 4§
T72. The principal tells teachers of new ideas

he h&s run acrose. l1 2 3 4
73. Teachers talk about leaving the school

system. 1 2 3 §
TH. The orincipal checks the subject-matter

ability of teachers. 1 2 3 4
75. The principal is easy to understand. 1 2 3 4§
76. Teachers are informed of the results of a

supervisor's visit. 12 3 4§

T7. Grading practices ars standardized at this
school. : 1 2 3 4




o

78.
79.
80.

81.
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1. Rarely occurs

2. Sometimes occurs

3. Often occurs

4. Frequently occurs
The principcl inswres that teachers work to
their full capacity. l1 2 3 4§
Teachers leave the bullding as soon 2a
possible at day!s end. l] 2 3 4
Tne prineipel clarifies wrong idesas a
tsachsr may have. 1 2 3 4§

Schedule changes are posted conspicuously
at this school.

)

2 3 4
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APPENDIX A-2

FORM IV, ITEMS THAT COMPOSE THE 8 SUBTESTS:

Teacher'!s Behavior ..

I DISENGAGEMENT

II

IIL

3.
18.
22,

26.
30.

34,
38.
42,

50,
73.

The mannerisms of teachers at this school are
annoying.

There is & minority group of teachers who always
oppose the majority.

Teachers exert group pressur® on noimconforming
faculty members.

Teachers seek speclal favors from the principals.
Teachers interrupt other faculty members who are
talking in staff{ meetings.

Teachers ask nonsensical questions in faculty
mee tings.

Teachers ramble when they talk in faculty
meetings.

Teachers at this schooi stay by themselves.
Teachers soclalize together in small select groups.
Teachers talk about leaving the aschool system.

HINDRANCE

-16.
-20,
eh.
28.

2.
3.

Instructions for the operation of teaching ailds
are avallable,

Sufrigient tine 18 given to prepare administrative
reports.

Adginistrative paper work. is burdensome at this
school. .

Student progress reports require too much work.
Teachers have too many committee requirements.
Routine duties interfere with the job of teaching.

ESFRIT

15.

19.
23.

e7.
31,

Teachers spend tims af¢er schocl with students
who have individuval problems.

Extra books are available for classroom use.

In feculty meetings, there is a feeling of
"let!s get things done."

School supplies are rsadily available for use in
clasawork.

Moat of the teachers here accept the faultez of
their collergues,
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33. There is considerable laughter when teachers
gather informally.

35. Custodial service is available when needed.

39, Teachers at this schoolshow much scho»l spirit.

43. The teachers accomplish their work with great
vim, vigor, and pleasure.

47. The morale of the teachers is high.

IV INTIMACY

13. Teachers! closest friends are other faculty mem-
bers at this school. '

17. Teachers invite cother faculty to visit them ab
home.,

21, Teachers know the family background of other
faculty members.

25, Teachers talk about their personal 1ife to other
faculty members.

29. Teachers have fun socializing together during
school time.

-37. Teachers prepare administrative reports by
themselves.

69. Teachers work together prepering administrative

. repoerts.

Principalls Bshavior
V ALOOFNESS

46. Teachers eat lunch by themselves in their own
classroons.
52. Teachers are contacted by the prineipal each day.
56, Teachers leave the grounds during the school day.
64, The rules set by the principal are never
ques tioned.
-66. School secretarial service is available for
teachers! use,
67. The principal runs the faculty meating liks a
: business conference,
70. Faculty meetings are organized according to a
tight agenda.
T, Facg}'by meatings are mainly principal-report
meetings,
~76. Teachers are informed of the results of a super-
- vigorts visit.
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VI PRODUCTION EMPHASIS

51.
6 L4

The principal makes all class-scheduling decisions.
The principal schedules the work for the teachers.
The principal corrects teachers' mistakes.

0. The principal talks a great deal.

63.
T4,

78,

Extra duty for teachers is posted conspicuously.
The principal checks the subject-matter ability
of teachers.

The principal insures that teachers work to their
full capacity.

VII THRUST

VIIX

40,
by,

48,
53.

61.
65,
68.
72,
(X

The principal goes out of his way tc help teachers.
The principel sets an example vy working hard
himself.

The principal uses constructive criticism.

The principeal 1s well prepared when he speaks at
school funetions.

The principal explains his reasons for criticism
to teachers.

The principal looks out for the personal welfare
of teachers.-

Theiprincipal is in the building before teachers
arrive.

The principal tells teachers of new ideas he has
run across.

The principal 1s easy to understand.

CONSIDERATION

§1.

45.
49,

SQ.
58.

The principal helps teachers solve personal

problems.

The principal does peraonal favors for teachers.

The principal stays after school to help teachers

- £4inish their work.

The principal helps staff members smttle minor

differsnces.

Teachers help select which courses will be taught.

gge grincipal tries to get better salaries for
achers,
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APPENDIX A-3
CENTRAL OFFICE ORGANIZATIONAL CLIMATE QUESTICNNAIRE(1.)

The items in this questionneire describe behaviors or
conditions that occur within a central office administrative
and supervisory staff organization. Please indicate to what

extent each of these descriptions characterizes your central

office organization. Please do not evaluate the items in

terms of "good" or "bad" behavior, but read each item care-
fully and respond in terms of how well the statement describes

your school.
The descriptive scale on which to rate the items is
printed at the top of each pege. Please read the instructions

¥hich describe how you should mark your answers.

The purpose of this questionnaire is to secure a des-
cription of the different ways in which central office staff
members behave and of the various conditions under which they
must work. After you have answered the questionnaire, the
behaviors or conditions that have been described as typical
by the majoripy of staff members will be examinel end con-
structed from this description will be a portrait of the
Organizational Climate of your central office.

Complete anonymity is desired so do not write your name
on the queationnaires.

NNt

1. This 1s an adaptation of the Organizational Climate
Description Questionnaire as developed by A, W. Halpin and
D. B. Croft and is used with the authors! permission.,

U ERRYY

\
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Marking Instructions
Printed below is an example of a typical item found in this
questionnaire:
1. Rarely occurs
2. Sometimes occurs
3. Often occurs

4, VYery frequently cccurs

Staff members call each other by their first names. 1 2 @ 4

In this example the respondent marked alternative 3 to
show that the interpersonal relationship described by this
item "often occurs" in his districts central office. Of
course, any of the other alternatives could bhe selected,
depending upon how often the behavior described by the 1tep
does, indeed, occur in your central office.

Please mark your response clearly, as in the example.
PIEASE EE SURE THAT YOU MARK EVERY ITEM.
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Blogvraphicael Information
1--=3. School District

— (Write In the nameé ol your district)

Please place a check mark tc the right of the appropri-
ate category. '

i, Area of major administrative or supervisory
responsibility:

Chief Administrative Officer
(1.e., Superintendent) 1.

Supervision: Curriculum and Instruction 2.
Administration: Curriculum and

L

Instruction 3.
Pupil Personnel 4, _
Professional Personnel Sem o
Business Administration and Finance 6._
Building and Grounds 7.
Transportation 8.
Other (please specify) 9.

5. Mninistrative or Supervisory Responsibility

18 largely:

Elementary 1.
Secondary | 2.
‘General . 3.

6. Sex:
Male 1.

Pemale 2.
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T. Age: 25 - 34
35 - 44
45 - 54
55 - 64
§5 or over

8. mam.of experience in education:
0=-14
-9
10 - 19

| 20 or over
10, Years in central office:

0-4
5-9
10°- 19
20 or over

1.
2.
3.
b,
5e

1.
2.

3.
4,

i

i

1.

3.
4,

L
VAR
DR
L
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1. Rarely occurs

2. Sometimes occurs

3. Often occurs

r. Very frequently occurs

11l. Central office staff members®! closest friends
are other administrators and/or supervisors
in the central office. 1 2 3 4

12, The mamnerisms of the central office admin-
istrative and supervisory staff members are

annoying. ) | _ 1 2 3 4
13. Staff members invite other central office

colleagues to visit them at their homes. l 2 3 4§
14, There is a minority group on this staff who

alwoys oppose the majority. 1 2 3 &4
15, Sufficient time is given to prepare o IS

administrative reports. 1 2 3 4§
16. Staff members know the family background of e

» other staff members. 1l 2°'3 4§

17. Group pressure 1s exerted on non-conforming

staff members. l] 2 3 4
1€. In staff meetings there is a feeling of

"let's get things done." 1 2 3 4
19, Administrative paperwork is burdensome in

this office. l1 2 3 §
20. Staff members talk about their personal 1life L

with other staff members, 12 3 4§
21, Staff members seek special favors from the '

superintendent. 1 2 3 &

, 22, Supplies are readily aveilabls for use. 12 3 4

23. Reports require too much work. | 1 2 3 4

2li, Staff members have fun socializing together
during working hours. l1 2 3 4§

25. Members interrup other central staff members
who are talking in starf meetings. 1 2 3 4




26.
7.
e8.
29.

30,

31.

32,

33.
34,

35.
36.

37.

38,

ko,
K1,

l. Rarely occurs

2. Sometimes occurs

3. Often oceu:s
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4. Very frequently occurs

Most of the central staff here accept the
faults of thelr colleagues. 1
Central office staff have too many

comnittee assigmments., 1
There 1s considerable laughter when the

staff gathers informally. 1l
Nonsensical questions are asked by various

members in staff meetings. 1

Routine duties interfere with the job of
administrative and/or supervisory

leadership here. 1
Staff members prepare administrative

reports by themselves. 1
Staff members ramble when they talk at

staff meetings. 1
Staff showe much "school spirit." l
The superintendent goes out of his way to

help the staff. 1
The superintendent helps staff members

solve personal problems. 1l
Staff members in this office itay by
themselves., 1
Staff accomplish their work with great vim,
vigor, and pleasure, 1l
The superintendent sets an example by

working hard himself. 1
The superintendent does personal favors

for staff members. 1
Staff members eat their lunches by themsnives.l

The morale of this staff is high. 1

2

2




168

1. Rarely occurs

2. Sometimes occurs

3. Often occurs

4. Very frequently occurs

42. The superintendent uses constructive

eriticism. l1 2 3 4
43. The superintendent stays after houra to help
gataff finlsh work. l1 2 3 4§
. . B4, staff members socialize together in small
- select groups. 1 2 3 4
' 45, Staff members are contacted by the
superintendent each day. 1 2 3 4
6. The superintendent is well prepared when he
speaks at a school function. 1 2 3 4§
47. The superintendent helps staff members
solve minocr differences. . 1 2 3 4
48. The superintendent schedules the work for
the staff. 1 2 3 &4
49. The superintendent corrects staff members!
mistakes. l1 2 3 4§
50. The superintendent talks a greal deal. 1 2 3 4§
51. T™he superintendent exple:ins Lis reasons
for eriticism to the staff. 1 2 3 4
il 52. The superintendent tries to get better
. salaries for the staff. l 2 3 4
53. The rules set by the superintendent are
never questioned. 1 2 3 4
54. The superintendent looks out for the
personal welfare of the staff. 1 2 3 4§
55. Adequate secretariasl service is available
~ for each staff member. 1 2 3 4§
56. The superintendent runs staff mestings iike

a business conference. 1

v
w
L=




3. 0ften occurs

The superintendent is in the office before
staff members.

58. Staff works together preparing administrutive
reports.

59. Staff meatings are organized accordiang to a
tight agenda.

60. Staff meetings are mainly superintendent-
report meetings.

61. The superintendent tells staff of new ideas
he has run aceross.

62. Staff members talk about leaving the system.

63. The superintendent checks on the special
technical abilities of central office
administrators and supervisors.

64. The superintendent is easy to understand.

65. The superintendent insures that staff works
to full capacity.

1. Rarely occurs
2, Sumetimes occuvra

4, Frequently occurs

1 2 3
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APPENDIX A-4

CENTRAL OFFICE ORGANIZATIONAL CLIMATE DESCRIPTIVE
QUESTIONNAIRE, ITEMS THAT COMPOSE
THE 8 BUBTESTS:

Staff Behavior

I Disengegement

12, The mannerisms of the central office administra-
tive and supervisory staff members are annoying.
14. There 1s a minority group on this staff who always
. oppogse the majority.
17. Group pressure is exsrted on non-conforming staff
members.
2l. Staff members seek special favors from the
superintendent.
25. Members interrupt other central staff members who
are talking 1. staff meetings.
29. Nonsensical questions are asked by various mem-
bers in staff meetings.
32. Staff members ramble when they talk at staff
g - meetings.

‘ 36. Staff members in this office stay by themselves.
. B4, sStaff members soclalize together in small select
groups. :

62. Steff members talk sbout leaving the system.

II Hindrance

-15. Sufficient time is glven to prepare admin’strative
reports.
19. Agministrative paperwork is burdensome in this
— office,
23. Reports require too much work.
27. Central office staff have too many committae

agsigmments.,
30. Routine duties interfere with the job of admin-
istrative and/or supervisory leadership here.

IIX Esprit

18. In staff meetings there is a feeling of "Iet!s
get things done."

22. Supplies are readily available for use.

26. Most of the central staff here accept the faults

of their colleagues.
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28. There i3 considerable laughter when the sta f
gathers informally.

33. 8taff shows much "school spirit."

37. Staff accomplish their work with great vim,
vigor, and pleasure,

41. The morale of this staff is high.

IV Intimacy

20, Staff members talk abtut their personal 1ife with
octher staff members.

11l. Central office staff members! closest friends are
other administr&tors and/or supervisors in the
central office.

13. Staff members invite other centrel office col-
leagues to visit them at their homes,

16. Staff members know the family background of other
staff members.

24, Staff members have fun socializing together
during working hours.

-31. Staff members prepare administrative reports by
themselves.

58. Staff works together preparing administrative
reporss.

Superintendent!s Behavior

V Aloofness

40, Staff members each their lunches by themselves.

45, Staffagembers are contacted by the superintendent
eac 3 ayo

53. The rules set by the superintendent are never
questioned.

-55. Office secretarial service is available for each
staff member,

56. The superintendent runs staff meetings like a
business conference.

59. Staff meetings are organized aceording to a
tight agenda,

60. 3+aff meetings are mainly superintendent-report

reetings.

VI Production Emphasis

48, Thefguperintendent schedules the work for the
staff,

49. The superintendent corrects staff members!
mistakss.

50. The superinterdent talks a great deal.
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65. The superintendent insures that staff works to
full capacity.

63. The superintendent checks on the special techni-
cal abllities of central office administrators
and supervisors.

VII Thrust

34, The superintendent goes out of his way to help
the staff.

38. The supsrintendent sets an example by working
hard himself.

42. The superintendent uses constructive criticism.

46. The superintendent is well prepared when he
speaks at & school function.

51. The superintendent explains his reasons for
criticism to the staff.

54. The superintendent looks out for the personal
welfare of the staff,

57. The superintendent is in the office before staff
members.

61. The superintendent tells staff of new ideas he
has un across.

64. The superintendent is easy to understand.

VIII Consideration

35; The superintendent helps staff members solve per-
sonal problems.

39. The superintendent does personal favors for staff
members.

43. The superintendent stays after hours to help staff
firish work.

47. ‘Te superintendent helps staff members sttle
ninor differences,

52. The superintendent tries to get better salaries

for the sta:rf.
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Dear :

As you are aware there 1s, at present, an Ohio Innovae
tions Study to determine the extent and nature of innovative
practice in the school districts of the State of Ohio. You
have indicated your interest in the study by being one of
the over 300 districts which responded to requests for in-
formation about innovative practices in your district.

I am conducting further research relative to innovation.
This research is an outgrowth of the "Ohio Innovations
Study” and is being conducted by the writer to extend the
knowledge gained from this study as well as %o satisfy dis-
sertation requirements for the Ph.D. degree at The Ohlo State

University.

This research requires the administration of a descrip-
tive questlonnaire to the, central office administrative per-
formance team of selected school distrilcts in the State. For
the purposes of this research, supervisore, business offi-
clals, and other professional personnel in the central oifice
a8 well as "administrators" are considered as. administrative
performance team members. 'The instrument requlires approxi-
mately thirty minutes for completion and for valid results
must be administered by the researcher to all members col-
lectively, at one sitting. It could easlily be taken care of
at one of your regular staff meetings, in a minilmum of time.

The only criterion is that the central office perfor-
mance teeam, with membership as previously described, consist
of at least five members. The latest State Directory lists

members of your adminlstrative performance team
(incIuding you, of course). All, or most of these, ought to
be present for the administration of the questionnaire. It
is most essential that you, as chlef administrative officer,
be present.

May I have thirty minutes of your and your staffls time
to conduct this phase of what promises to be a significant
research study? I will telephone you within the next fev
days to receive your answer and to set up the most convenient
time for me to come to your district.

Cordlally yours,

Larry W. Hughes, Superintendent
Crestline Public Schools
Crestline, Ohio
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_m APPENDIX C
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C-2 Selected Characteristics of Highly Innovative School
Districts

C-3 Selected Characseristics of Non-Innovative School
Districts
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APPENDIX C-1

MEAN SCORES (RAW MEAN) FOR EACH OF THE TWENTY-FOUR
DISTRICTS ON EACH OF THE EIGHT SUBTESTS
OF THE 0OCDQ

District

ngagement

Hindrance

Esprit

Intimacy

Aloofness

Consideration

001
002
003
=
006
00
00
009
010
012
101
102
103
%Oﬂ
05
106
107
108
109
110
111
112
113

o { Dise

1...:
L
W

1. .400
1.514
1.500
1.273
1.350
1.320
1.556
1.400
1.367
1.433
1.513
1.430
1.420
1.633
1.843
1.260
1.463
11537
1.860
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1.350
1.467

=3 = WU
OO 1 1
o= O

(o))
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n

oY e P —
UiVl o>
W~I\O

PPN
\nﬂmgmmw
O HYWUIO\JI =
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2.408
2.229
2.257
2 357

2.265
2.629
2.429
2.357
2.000
2,714
2.405
2.339
2.301

SYSY
n
-3
o

. e o o
gm-’:m\omm
L5 -3 =N

wwmmmmm

I'O
.B
(D
oo\o0

2 53

2.57

2.514
2.720
2.680
2.967
1.971
3.160
2.621
2.867
2.500
2.960
3.167
2.650
3.100
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APPENDIX C-2

SELECTED CHARACTERISTICS OF HIGHLY INNOVATIVE
SCHOOL DISTRICTS

TP B oW ST P @ Swwe - e s @ e B Bttt ogp > ¢ g~

School Total Instructional
Asgegsed Tax Cost Cost per Pupil

Val. per Rate per

District A.D.M. Pupil (M11ls ) Pupil Cost 3

002 7,942 21,403 28.8 589.54 $409.93 69.5
009 g,w: . ¢ 23,847 27.8 $‘;387.29 $uo T4 69.6
JJJ 005 8 ,320 lu")377 23056 339025 238.24 70.2
010 5,263 34,763 23.64 552,19 279.50 68.7
006 2,905 13,003 30.7 440.10 309.03 170.2
001 12,224 13, 530 35.06 463.31 310.43 67.0
003 5,570 107,888 28.20 415.12 297.40 71.6
004 5,913 5,584 29.50 433.46 391.04 67.1
012 20,979 16,287 23.4 414.92 301.65 T72.7
008 12,298 19,002 22.4 446.69 301.12 67.4

Sources: Basic Financial Data of Ohio School Districts,

% (Columbus: Ohio Bducatlon Association,

OEA Research Repor
1064); Costs per Pupil in Average Dail Membership in Ohio's
City, Exem'g' te H'JE!%IIIQE' eE ang. "Eounéf Scho oi ngems",' Trom

e ’

y 4, [¢] olumbus: e lepertment of
Education, 1964).
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APPENDIX C-3

SEIECTED CHARACTERISTICS OF NON-INNOVATIVE
SCHOOL DISTRICTS

School Total 1Instructional
Assessed Tax Cos?t Cost per Pupil
Vel. per Rate per
District A.D.M. Pupil (M111s) ©Pupil Cost 4

102 10,953 §$ 18,528 31.7 $#25.Qg $303.85 Ti.4
111 3,148 15,61 22.4 377.41 263.75 69.9
108 1,775 9,735 25.4 305.01 210.60 69.0
101 5:272 14,508 23.9 358.21 257.94 7Z.0
109 5,837 12,780 29.2  390.22 269.74 69.1
104 2,949 12,109 20.5 355.27 249.76 70.3
113 11,087 15,8%5 28.0 468.04 347.60 74.3
106 1,496 25,801 22.5 457.86 314.33 68.7
105 2,366 12,958 31.0 396.96 274.15 69.1
107 25,35 19,942 e3.1 418.15 296.89 T1.0

Sources: Basic Financial Data of Ohio School Districts

OEA Research Report (Columbus: Ohio BAucation Association,

1964); Costs Sgr Pupil in Average Daily Membership in Ohio's
City, Exempte age, and Coun choo tems, i1rom
July I, 1'923 to_June 30, 1964 (Co%umb'ua: S’c‘%‘ﬁ'&

o) partment of
Education, 1964),




BIBLIOGRAEAY

Books
Albright, A. D. "An Administrative Staff College for Edu-
cation,” Preparing Administrators: New Perspectives,
Jack A, Culbertson and Stephen P. rencliey, engors.
Columbus: University Council for Educational Admin-
istration, 1962,

Adorno, T. W., et al, The Authoritarian Personallty. New
York: Harper, 1950,

Argyris; Chris. Interpersonal Competence and Organizational
Effectiveness. Homewcod, Iiiggoisz The Dorsey Press,
nc., 9

. . Personality and Organization. New York: Harper
Brothers, 1957. £

Barnard, Chester J. The Functions of the Executive.
Cambridge: Harvard University Preas, 1033.

Brickell, Henry M. Organizing New York State for Change.
Albany: State Education gepartment,‘IQEI.

Campbell, Roald ¥. '"Implications for the Practice of Admin-
istration," Behavioral Science and Educational Admin-
istration. The J1XTy-Third Y3arbook o e Nationa
Soclety Tor the Study of Education. Chicago: Univer-
sity of Chicago Press, 1964,

7 » John E. Corbally, and John A, Remseyer. Intro-
duction to Educational Administration. Boston:
Allyn and Bacen), TIne,, 10h2, ‘

Cv lson, Richard 0. Adoption of Educational Innovations.
Tugena, Jvegon: The ' \dvanced REndy nf

Zdueational Administratién, Tnivergity of Oregon, 1965,

= B 3

Practices in Wrban School Systemz of the unike ates .

Cocking, Walber, Tha,Beglonal Introduction of Educational

217 Vorky Thivesu of VObIicALiona, TRAGKhSTA [A116gs,
Colimbisa IInfversity, 1951,

179




180

Downie, N. M., and R. W. Heath., Bagic Statistical Methods.
New York: Harper and Row, 1950.

Educational Directory. Columbus, Ohio: State of Ohlo,
Department of Egucation, 1963-64.

« Columbus, Ohlo: State of Ohio, Department of

Farnsworth, Philo T. Adoption Processes in Public School

Systems. New York: Bureau of Publications, Teachers
Co%Iege, Columbie Unlversity, 1940.

Ferguson, George A. Statistical Analysis in Psychclogy and
Education. New York: ﬂc@raw-ﬂi!i Book CO., InC., i95§.

Fromm, Erick. Escape from Freedom. New York: Farrar ard
Rinehart, .

Getzels, Jacob W. "Administration as a Social Process,"
Administrative Theory in Education, A. W. Halpin,
edifor. Chicago: Midwest Administration Center,
University of Chicago, 1958.

Griffiths, Daniel. "Administrative Theory and Change in
Organizations," Innovation in Education, Matthew Miles,
editor. New York: Teachers College Bureau of Publica-
tions, 196i.

. "The Nature and Meaning of Theory," Behavioral
— gcience and Eduestional Administration. The SIxty-
Third Yearbook of the lational Snclety for the Study
of Edveation, Part II, Danlel E. Griffiths, editor,
Chicago: Universiiy of Chicago Presa, 19A4,

Guest, Robert H. OQOrganlzatlonal Change. The Effect of 8uc-
cegaful Ieadership. Homewood, Tillnalis: DrraRy FrARA,
Tne, and Richaxrd DD, Truin, Ine., 1962,

Halpin, Andvey W, and Don B, Croft. The Qrganizational
Climate of Schools. Chicagn: Midyeat Adminlatration
canter, tInlyeralty of Chicegn, 1963,

Hearn, Qordon. Theory Bullding in Scelal Work., Toronto:
nivaretity af Taronfa FTeas, 19°8,

Hemphi 1Y, John, Daniel ariffitha, and Morman Fredevikaen,
Adminigtrative Ferformance and Personslity. MWow Vork:
Biraan of YuhTicationA, MeanharR Oollaga, Cnlimbia
niveraity, 19A2.




181

Kardiner, Abram. The Individual and His Society. New York:
Columbia University Press, 1030.

» €t al. The Psychologlcal Frontiers of Society.
ew York: Columbla Univers y Presa, 1G4d5.

Iewln, Kurt. A Dg§amic Theory of Personality. New York:
f:ic GI’ a.W'Hi ’ . ;z

. 'Studies in Group Decision," Group Dynemics,
artwright and Zanders, editors. Evanston, Illinois:
Row, Peterson Company, 1953.

Lippltt, Ronald. The Dynemics of Planned Change. New York:
Haécourt, Brace, a:xd Worlid company, 1958.

Merton, Robert K. "Bureaucratic Structure and Personality,"
Personality, Clyde Kluckhohn and Henry A. Murray,
edifore, New York: Alfred A. Knopf, 1962.

Miles, Matthew B. (ed.) Innovation in Education. New York:
Bureau of Publications, Teachérs College, Columbia
University, 1964.

Mort, Paul R., and Francis G. Cornell. Adaptability of
Public School Systems. New York: Bureau of Publlca-
tions, Teachers Collcge, Columbia University, 1938.

) s and Francis Q. Cornell. Ameriecan Schools in
Transition. New York: Bureau of Fublicatlons, Teachers
College, Columbia University, 1941.

Nelgon, Lowry, Charles E, Ramgsey, ond Coonlie Verrnav. Com-
aunity Structure and cChonge. tHew Vork: Marmillan
Company, 1900, ‘ l

Horth Central Reglonal Soclology Committes, Soclological
Resesrch on the Diffusion and Adoption o1 ¥Farm
Fractieds. Texingfon: ventucky Agrienlfurs BExperiment

Ogden, .Teas, oand Jesn Ogden, JSmall Copmunities in Actlup.
Now Vork: Meemillan Company, 1GH0,

Rogeve, Everestt M, Diffuglon of Innovationg. dlenco>,
MM Hnnig: The Froe ¥Yraam, 19h7,

Rokeach, M lton, The Open and Clesed Mind.  teu Vork:
Ragis Roanka, Tné,, Yoho, s =




182

Ross, Donald H. (ed.) Administration for Adaptebility.
New York: Metropolitfan School 3tudy Council, Ing.

Siegel, S. Nonparametric Statisties for the. Behaviorel
Sciences. ﬁéw York: McGraw-H1ll Book CO., IncC., 1956.

Stogdill, Ralph M., and Alvin E. Coons. Ieader Behavior:
Its Description and Measurement. Columbus: pureau
of Business Research, The Ohio State University, 1957.
Tate, M. W., and R. C. Clelland. Non-Parametric Statistics

and Short-Cut Statistics. Danville, illinols: inter-
state Printere, J957.

Periodicals

Argyris, Chris. "Some Problems in Conceptualizing Organi-
zational Climate: A Case Study of a Bank," Administra-
tive Science Quarterly, II (March, 1958), pp. 501-20.
Y ik

Brodbeck, Kdy. "The Role of Small Groups in Mediating the
Effects of Propaganda," Journal of Abnormel and Soclal
Psychology, 52 (March, 1956), DD. 166-174.

Chesler, Mark, Richard Schmuck, an® Ronald Iippett. "The
Principal's Role in Facilitating Innovation," Theor
Into Practice, IT (December, 1%63), pp. 269-277.

Christie, Richard, and Peggy Cook. "A& GQuide to Published
Literature Relating to the Authoritarian Personality
through 1956," The Journal of Fsychology, XLV (April,
1958), pp. 171-199 ) T

B Etziont, Amitat, "Tyo Approschasto Organizetional Analysiae
' A Critigque apd a Suggestion,” Admindgbrative Science

s A AT e W

Quarterly, 5 (September, 1060}, TR, 25775,

Aetzala, Jocobh W., and Fgon i, Gubs., “"3ocilal Bahsvior and
the Administrative Froceas,” School Beviay, LIV
(Wintavr, 1957), pp. 423-43. T

Briffithe, Daniel ¥. "The Rlemantary fAchonl Frincips) srd
Chenge In the 3chool System, " Theory Ints Praciles,
T (Decembar, 19A3), pp, 278-pHT — —

fwzhea, B, 0, "Inatitotiopal O0Ffflee asl the Fayaon,
Amaricon Jowrnal of Sociolegy, 43 (149373, pp. H0R .14




183

. "Personality Types and the Division of ILabor,"
American Journal of Soclology, 33 (1928), pp. 754-68.

Kzcz, Elihu. "The Social Itinerary of Technical Change:
Two Studies on the Diffusion of an Innovation," Human
Organization, 20 {Summer. 1961), pp. 70-82.

Lionberger, Herbert. '"Some C aracteristics of Farm Opera-
tors Sought as Sources of Farm Information in a
Missouri Communitg," Rural Sociology, 18 (December,
1653), pp. 327-338.

- Marsh, Paul C., and Iee A. Coleman. "Farm Practice-Adoption
. Rates 1n Relation to Adoption Retes of 'Ieaders!',”
Rural Sociology, 19 (June, 1954), pp. 180-181.

» and Iee A, Coleman. '"The Relationship of Neighbor-
cod of Residence to Adoption of Recommended Farm
Practices, " Rural Sociology, 19 (December, 1954),
pp. 385-389

. Meslow, Abraham H. '"The Authcrifarian Character Structure,”
Journal of Social Psychology, 18 (1943), pp. 401-411.

. "Resistance to Acculturation,” Journal of Social
issves, 7 (1951), pp. 26-29. ’

Rogers, Everett. "Characteristics of Innovators and Other
. Adopter Categories." Research Rulletin £82. Wooster,
e Ohio: Ohlo Agrieultural Experiment Stetion, 1961,

e+, 'What Are Innovators Like?" Theory Into Fractice,
TT (Deecember, 1463), pp. 262-277.7 i

St
5 .‘,z:, R
skl s, o

Ryen, Bryce, and Neal . Oross. "The Diffuglon of Hybri]
322d Corn In Tug Towa C’m’}hitiggz " H‘lral SQQiOngyv
B (1943), pp. 35-24, o

Walch, J. M., end Cooley Verner, "A Btudy of Tyo Matheds
* of Biffusion of Knowledge, ™ Adult Education, 12
s (Suwmmaw, 19R2), pp. 231-237,

Hitbaning, Fugena A, "Informel Taodevrs andl Tpnowatinps 1n
FPerm Fracticea. " Rural 3ociolegy, V7 (Qoprombar

bt o e

1452), pp. 233-2137 )

"Rolea of {opmoniczting dgente in Techrmloginral
g - Therge in AprienYiore * Spelel Forges, 14 {tay, 1056),
5 pE. 361-1R7,




A
o
2 .

\)4 |
RIC

i84
Reports
Baslic Financlal Data of Ohio School Districts. 0.E.A.

lgg?arc eport. oclumbus: 0 ucation Association,
4.

Costs Per Pupll in Average Daily Membership in Ohio's Cit
Exem Eeg Village a%a Coun% School Systems, from July

, to June 55, 1964, 5qumBu8: Efafe Department
»of Education, 1964.

Unpublished Materials

Abbott, M. G. "Hierarchicel Impediments to Innovation in
Educational Organizations." Paper read at Career
Development Seminer, University Council on Educational
Administration, Auburn University, Auburn, Alabama,
October 26-28, 1964,

Brown, Robert J. "Identifying and Classifying Organiza-
tlonal Climates in Twin Cities Ares Elementary
Schools.” Ph.D, dissertation, University of Minnesota,
Minneapolis, 1964,

Carlson, Richard 0. "Adoption of Educational Innovations.”
Paper presented at cnnference on New Directions in
Research in Educational Administration, University of
Oregon, March 30, 1965,

Pemater, lee H. "Accelervating the Loeal Use of Improved
Edueational Praztices in Sechool Systems." FTh.D.
diggertation, Teschers College, fColumbhia Inivergity,
1951,

Rumpf, Carl H. "The Challenge of Stuitas of Adaptebility
£o an Elementary School in » Tavge City." FPh.D,
Alaeertation, Tesehers College, Columbio Univarasity,
1949,

flopargey, Herhart ¥ "fha DIffuaton Remesteh Tredition
in Rural Sociclogy ond Tt Relotion to Implemants)
hangs in Fubliz School Syatems. " Fapar prementod at
Fha Sympoeim on fdentifying Techniques apd Frinciploa
for deining Accoptence of Repmareh Reaults of Tae nf
Mana Medis In Slueeti~g, TAnaoln, Nehreglba, MWnwembor
PEH *‘;7’ }r;§§?§ ]




185

Meadows, Paul. "Novelty ard Acceptora: A Sociological
Consideration of the Acceptance of Change.” Paper
presented at the Symposium on Identifying Techniques
and Principles for Geining Acceptance of Research
Results of Use of Mass Media in Education, Lincoln,
Nebraske, November 24-27, 1963.

Mikol, B. "Open and Closed Belief Systems as Correlates of
the Acceptance of New Music and Its Composers."” Ph.D.
dissertation, Michigan State University, 1958.

Miles, Matthew B. "Education and Innovation: The Organiza-
tion as Context." A paper read at Career Develiopment
Seminar, University Council for Educational Administra-
3%onigégburn University, Auburn, Alabapna, October 25-

? )

Randles, Harry. ‘“Relationship between Climate and Attitudes
of Beginning Elementary Teachers." Ph.D. dissertation,
The Ohio State Wniversity, 1964.

Rogers, Everitt M. "Opinion Ieaders in the Communication
of Agricultural Technology." Paper presented at the
American Sociologleal Socliety Meeting, Seattle,
Weshington, August, 1958,

Teckman, Chacles E. "The In luence of State Departments
and Reglonal Acerediting Agencies on Secondary School
Experimentation." Fh.D, dissertation, The Ohlo State
miversity, 1962,




AUTOBIOGRAPHY

I, Larry Wayne Hughes, was born in Corning, Ohio, on
March 12, 1931. All public schooling was received in the
Toledo area and I was graduated in 1949 from Clay High

T 2ea NurAammen AL B -
b Al VORIl ViV

The Bachelor of Education and Master of Ediucation
degrees were received frcm the University of Toledo in 1956
and 1958. I btegan teaching in Hudson, Michigan in January,
1956 and two years later assumed the principalship of the
Waldon, Michigan high school. I returned to Ohio in 1960
to become supervisor of secondary schools for the Hardin
County schools for the succeeding two years.

In 1962, T veceived a National Defense Qraduvate fellow-
ship for doctoral studies in eduecational administricion at
Miami University and The Ohio 3tate University and a tuwo-
year ragidence wes bagun. T am presantly merving aa the

suparinteandent of tha Creatline, Chio Fuhlie Bchanls,

1 RA




